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About this Report

This Human Resources Environmental Scan for the Public Service of Canada is designed to help
federal departments and agencies better understand their operating environment, and improve
their human resources planning by facilitating the identification of their current and future
human resources needs. Through a review of recent human-resources-related developments and
trends, this report outlines the main issues and challenges that are expected to affect human
resources management within the Public Service over the coming years.

This first report is based on information available as of November 2004 and scans the
environment, both internal and external to the federal Public Service. This report will be updated
regularly to reflect environmental changes. A condensed version of this report was disseminated
in March 2005. While the material presented in both versions is consistent, the richness of detail
in this longer version required additional structure. The condensed version was a high-level view
designed for quick consultation, while the long version comprises a detailed reference for HR
professionals, managers and decision-makers.

About the Agency

The Public Service Human Resources Management Agency of Canada (PSHRMAC) was created
in December of 2003 in support of the Government’s agenda for renewal of human resources
management throughout the Public Service. It focuses primarily on the implementation of the
Public Service Modernization Act; classification reform; human resources planning and
accountability; leadership development; official languages; employment equity; and values and
ethics.

About the Research Directorate

The Research Directorate is part of the Human Resources Planning, Accountability and Diversity
Branch within the PSHRMAC. Its mandate is to conduct research to build Public Service-wide
capacity in Human Resources management, planning, and strategy, in support of PSHRMAC,
departments, agencies and functional communities. The expertise within the Research
Directorate comprises a wide range of knowledge and skills, including: demographic analysis
and forecasting, labour market surveying and analysis, environmental scanning, needs analysis,
and special thematic studies.
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Executive Summary

The Public Service Modernization Act formalized the need to integrate the identification of
current and future human resources needs with the process of human resources planning. An
environmental scan was undertaken to assist departments and agencies in identifying their short
and long-term human resources needs. The scan focused on recent human-resources-related
developments and trends in order to identify the main challenges that human resources
management within the Public Service will face in the coming years. This report is a time-bound
snapshot that will require periodic updating to reflect new or changing environmental factors.

Population ageing is one of the major trends that will influence the future of human resources in
the Public Service. However, while its effect on Canada’s workforce will be substantiall, its
impact is often exaggerated. Two main considerations point in this direction. First, there is still
time to respond to this challenge. The full effects of ongoing retirements by baby-boomers will
not arrive before 2010, when the oldest among them start turning 65. Of course, the increased
popularity of early retirement may accelerate the departure of baby-boomers from the workforce.
Secondly, the shortage of workers that will result from disparities between the number of retiring
baby-boomers and the number of newcomers to the workforce needs to be qualified. Experts in
the field are predicting shortages affecting specific skills as opposed to the labour force as a
whole. Nevertheless, as the Public Service is older on average than the Canadian labour force as
a whole, it is more vulnerable to the consequences of population ageing. This makes succession
planning, knowledge transfer and the identification of potential shortage areas even more critical.
The baby-boomer exodus is a chance to renew the Public Service by hiring younger employees.
This transition will provide an opportunity to hire candidates who meet the needs of the Public
Service with regard to professional qualifications, linguistic capacity and employment equity
representation.

The Canadian workforce is changing rapidly. As the demand for highly qualified and highly
educated workers grows, the educational level of Canadians is rising and surpassing the average
levels of most other countries. The ongoing computerization of the workplace is bringing both
challenges and opportunities. Gains such as employee access to computer-based learning and
provision of government services through the Internet need to be weighed against growing
concerns over confidentiality, privacy and the contribution of computerization to the accelerating
pace of work. The importance of learning, education, research and development is increasingly
apparent, prompting more government investment in the development of a high-quality
workforce. This is positioning Canada to compete effectively with other countries, although
factors such as the rising cost of higher education and increased reliance on temporary work may
diminish our net advantage. Another concern is the fact that some segments of Canadian society
have limited access to current technology, and thus lack the knowledge and skills required to
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function in a knowledge-based economy. The incidence of this gap seems especially acute
among members of some Employment Equity designated groups.

The social composition of the Canadian workforce is also changing. Its increasing diversity
mirrors trends visible in the population at large. These include the increasing representation of
visible minorities (linked to sustained immigration and high fertility), the proximate entry of a
large cohort of Aboriginal peoples into the labour force (linked to higher fertility), and the
steadily increasing workforce participation of women. Women remain more likely than men to
leave the workforce for extended periods of time to care for family members, and to end up in
less secure jobs. Because the risk of acquired disability increases with age, the representation of
persons with disabilities in the general population is expected to rise as the baby-boomer
generation ages. However, it is unclear how this will affect the workforce representation of
persons with disabilities, given their tendency to leave the workforce before the average
retirement age of Canadian workers. Knowledge of official languages increased slightly between
1996 and 2001. Nevertheless, a large gap remains between the second language proficiency of
those whose first official language is French and those whose first official language is English.
Within the Public Service, official languages programs have seen renewal.

The current political context is characterized by a relative mistrust of the Canadian public in its
government, the election of a minority government in the 2004 election and the high profile of
security concerns both within the country and internationally. The Government has responded to
these pressures by: tightening financial management, balancing the budget, conducting an
expenditure review, modifying the mechanics of the Public Service through the implementation
of the Public Service Modernization Act, considering possible avenues for political reforms,
refreshing parliamentary rules and the election process. There have also been links with the
United States and other countries, along with renewed conciliation and international
collaboration.

As a key element of a healthy and strong human resources management environment, the human
resources community is undergoing rapid change. The work performed by human resources
professionals is growing in scope, complexity and volume as their traditional operations-centred
role expands to include new responsibilities such as: strategic planning, analytical work, support
of values and ethics, support of employee learning needs and engagement, etc. Within the Public
Service, the increased workload associated with these additional roles was identified by the
human resources community as a concern in the Public Service Employee Surveys of 1999 and
2002. While technological innovations can help ease this workload to some extent, they come at
a cost in financial terms and in terms of time and resources required to develop, implement and
learn new applications. Given that the Public Service human resources community, and the PE
group in particular, are especially vulnerable to the coming wave of retirements resulting from
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the ageing of the Public Service workforce, their retention may become a challenge in the
coming years. The development of alternative working arrangements that would provide an
attractive alternative to retirement, possibly including some form of phased retirement, could
help delay the retirement of key employees both in the human resources community and
throughout the Public Service. Alternative working arrangements may also help to attract and
retain the young employees required to renew the Public Service workforce, given the different
attitudes and expectations that typically distinguish them from older employees.
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Introduction

Interest in environmental scanning has grown in recent years, as organizations have come to
appreciate the benefits of acquiring a good knowledge of their operating context and of using
that knowledge in their planning activities. As a human resources planning tool, environmental
scanning supports efforts to get the right people in the right place at the right time. While
knowledge of existing issues and trends facilitates the development of targeted and efficient
solutions to address today’s human resources needs, awareness of potential future issues makes it
easier to prepare for tomorrow’s human resources needs. Knowledge gathered through
environmental scanning also facilitates the integration of human resources and business planning
by identifying challenges and opportunities common to both.

Obviously, environmental scanning can benefit the federal Public Service as it would any other
organization. However, the Public Service Modernization Act further accentuates the usefulness
of such an exercise. There is now a formal requirement to identify current and future human
resources needs and account for these needs in human resources planning. In August 2004, a
special team was set up in the Research Directorate of the Public Service Human Resources
Management Agency of Canada (PSHRMAC) to undertake an environmental scan to identify
key trends emerging within and without the federal Public Service that could have short and
long-term impacts on human resources needs. By providing an overview of the situation for the
Public Service overall, the scan helps departments and agencies identify their main human
resources challenges. Indeed, this initiative could be the starting point of a sustained
collaboration between PSHRMAC’s environmental scanning team, and human resources
planners/environmental scanners within departments. It may also serve to raise the profile of
human resources issues in the scanning activities already being carried out by departments.

The information included in this environmental scan comes from a variety of sources, both inside
and outside the Public Service, including: academic literature, journals, media coverage, think
tanks, public opinion research groups, Human Resources Environmental Scanning Advisory
Committee, Cabinet, Office of the Prime Minister, Privy Council Office, Policy Research
Initiative, interdepartmental working groups, central agencies, Auditor General’s Report,
Statistics Canada, departmental policy shops, Office of the Chief Actuary of Canada, Canadian
Policy Research Network, Conference Board of Canada, financial institutions, and non-
governmental organizations.




The broad scope of the scan ensured the capture of trends and issues bearing directly or
indirectly on human resources. The external environment was broken down into six areas:

e Demographics;

e Economy and labour market;

e Society and culture;

e Science and technology;

e Physical environment; and,

e Politics and governance.

The situation within the Public Service was also examined, with particular emphasis on:

e The Public Service workforce; and,
e The business and human resources management goals of the Government.

Each of these eight major sections of the environmental scan and current and future needs report
include:

e A summary of the section,
e A review of specific issues and trends including:
— A description of the issues;
— Their main implications for human resources management;
— Asummary of the trends observed, as well as the current and future human resources
needs arising from each issue.
e Cross references to other sections of the report where similar issues appear.

Finally, a series of statistical indicators are available on a CD. The graphs and tables provide
basic information on the Public Service workforce as of March 2005, as well as on recent
mobility and separations. The data elements include age, gender, department, region,
occupational group, etc.

This report is the result of the collaboration and contributions of various stakeholders across the
federal government. The expert advice provided by the Human Resources Environmental Scan
Advisory Committee has been most valuable. In addition, this committee included
representatives of the following central agencies, departments and unions:

e Canada School of Public Service;
e Canadian International Development Agency;
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e Environment Canada;

e Fisheries and Oceans Canada;

¢ Indian and Northern Affairs;

e Industry Canada;

e Privy Council Office;

e Professional Institute of the Public Service of Canada;
e Public Service Commission;

e Public Works and Government Services Canada;
e Social Development Canada;

e Statistics Canada;

e Treasury Board Secretariat.

Representatives of the following sectors of the Public Service Human Resources Management
Agency of Canada also brought their expertise and contribution to the exercise: Classification,
Communications, Employment Equity, the Leadership Network, Official Languages and Values
and Ethics.




I. Scanning the Environment: From a Multidimensional
Analysis to the Identification of Current and Future Needs

Environmental scanning relies on the systematic review of a wide range of information sources
to identify issues and trends that could affect the capacity of an organization to conduct its
business and achieve its goals. This is a significant undertaking - in both magnitude and
complexity - as it requires the gathering, analysis, and interpretation of ever-changing
information encompassing various fields of expertise.

The results of an environmental scan emerge from a number of strategic decisions made
throughout the exercise; in this regard, environmental scanning remains a subjective exercise, no
matter the precision of the process. Subjectivity comes into play in the choice of information
collected and the issues explored. Reliance on a multidisciplinary scanning team and a
consultative committee may help the process and results but does not guarantee objectivity.

The information elements included in this study were limited to those thought to have a potential
impact on human resources management in the federal Public Service. Issues and trends that
were considered to fall outside this scope were not pursued. Issues examined have tended to
overlap in multiple environmental areas. For instance, while population ageing is fundamentally
a demographic phenomenon, it has implications for the economy, politics, culture, the physical
environment, etc. Reflecting the ramifications of such multidimensional issues necessarily
involves some repetition.

Although this study focuses on Public-Service-wide human resources management, the impact of
trends and issues on human resources management in specific departments appear in a few
instances.

Current and future human resources management needs are extrapolations from the findings of
the environmental scan. The needs identified do not constitute recommendations or solutions to
issues, but rather factors to be considered when developing human resources plans.
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Il. Scan of the External Environment

1. POPULATION

Population ageing will bring important changes to the workforce, in both the private and public
sectors, and will affect both the demand for health and social services and the capacity to pay
for them.

The Canadian workforce is becoming increasingly diverse as a result of recent immigration
trends, a burgeoning Aboriginal population, and higher female participation rates.

Canada, like other industrialized countries, is experiencing significant demographic changes as
several converging factors gradually produce an older, more urbanized and increasingly diverse
population. This will have economic and social impacts upon the size and composition of the
labour market, demand for health care, education, transportation, housing, etc.

Population Ageing

As a result of low fertility and improvements to life expectancy over past decades, Canada’s
population has gradually been aging. It is estimated that by 2011, half of the Canadian
population will be 41 years old or older. This is more than 3 years older than the median age of
37.6 years observed in 2001. This change results from both an increase in the proportion of the
population aged 65 and a decrease in the proportion of young Canadians. Between 2001 and
2011, the proportion of Canadians aged 65 and over is expected to grow from 13% to 15%. The
growth rate of this segment of the population will accelerate after 2011- as baby-boomers start
turning 65.

As the overall population ages, so does the workforce. Among those aged 20 to 64, the median
age is expected to increase by more than two years, from 41.3 in 2001 to about 43.7 years in
2011. The proportion of the population aged 45 to 64 is also expected to increase from about
one-quarter in 2001 to almost one-third by 2011. Given that labour force participation rates tend
to decline with age, population ageing is expected to have an adverse impact on the growth of the
Canadian workforce. The workforce growth rate is expected to drop from the 1.6% average
observed in recent years, to less than 1% in the coming decades. Other factors such as financial
situation, income levels and social policies also affect labour force participation rates and may
provide ways to alleviate the impact of ageing. Many experts argue that while a system-wide
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labour shortage is unlikely, short-term skill shortages may affect specialized occupations in the
private and public sectors.

Implications

Population ageing increases economic and social costs (public pension costs, demand for
health and social services, etc.) while at the same time decreasing the number of workers
bearing these costs.

Both the private sector and the public service face retirement waves among their most
experienced and knowledgeable employees over the next two decades. This will put more
pressure on human resources management to ensure a timely renewal of the workforce.

An imbalance between retirements and new hires may cause skill shortages in certain
occupational groups.

Current and Future Needs

ISSUE: Population Ageing
Trends

Canada’s population is ageing, as low fertility and improved life expectancy trends continue.

Between 1996 and 2001, the median age of Canadians increased by more than 2 years, from 35.3 to 37.6
years. It is expected to reach 41 years by 2011.

Growth of the 65+ segment of the population will accelerate around 2010 as baby-boomers begin turning
65.

The Canadian workforce will also be affected by population ageing. The size of the population aged 45 to
64, which increased from 5.4 million to almost 7.3 million between 1991 and 2001, is expected to increase
to 9.5 million by 2011.

Conversely, the number of Canadians between the ages of 25 and 34 declined by 18% between 1991 and
2001, as the tail of the baby-boom generations was gradually replaced by the smaller baby-bust generation.

Current Needs

Implement or reinforce adaptive measures such as flexible working arrangements or flexible retirement
options to help accommodate and retain older workers, allowing more time for knowledge transfer and
enabling organizations to benefit longer from the contribution of more experienced employees.

Reinforce human resources planning and workforce analysis (demographics, turnover statistics, etc.).

Encourage higher rates of labour force participation through proper policies and programs (job search
assistance, skills development, child care support, etc.).

Future Needs

Changes to the demand for economic, health, and social services, may affect the workload in certain parts
of the Public Service, possibly requiring an adjustment with regard to the size and composition of the
workforce.

The identification of potential skill shortages that could eventually affect the Public Service would reinforce
the human resources planning exercise.

Monitoring of workforce renewal would allow timely adjustments to human resources plans.
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Related issues in other sections

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Society and Culture: Social Values and Ethics

Society and Culture: Working Conditions

Science and Technology: Commitment to Research and Development

Public Service Workforce: An Ageing Public Service Drawing Closer to Retirement

Public Service Workforce: More Demand for Alternative Working Arrangements

Public Service Workforce: A Human Resources Community Faced with Multiple Challenges

The Situation of Women

Women continue to be disadvantaged in economic terms, though the gender gap in earnings has
narrowed. A majority of women are still employed in more traditional occupations (teaching,
nursing, etc.), although gains have been achieved with regard to higher labour force participation
in general, and accessing non-traditional occupations in particular.

The Federal Plan for Gender Equality, adopted in the wake of the United Nations World
Conference on women in Beijing in 1995, sets eight objectives for the government. These
include: the implementation of gender-based analysis throughout federal departments and
agencies; the improvement of women’s economic autonomy and well-being; the improvement of
women’s physical and psychological well-being; the reduction of violence in society, particularly
against women and children; the promotion of gender equality in all aspects of Canada’s cultural
life; the incorporation of women’s perspectives in governance; the promotion and support of
global gender equality; and the advancement of gender equality for employees of federal
departments and agencies.

Lone-parent families tend to be less well off and the growing incidence of this family type has
contributed to women’s impoverishment. In turn, poverty and added family obligations influence
their career progression and retirement patterns.

Implications

e The growing labour force participation of women translates into higher workforce
availability for employment equity purposes.

e The Agenda for Gender Equality fosters the creation of partnerships between Status of
Women Canada, government departments, and other stakeholders on initiatives targeted to
address gender inequality issues. The implementation of multi-level partnerships under the
Agenda would affect workload in all participating organizations.
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e Because of discrepancies in the amount of time spent by spouses on tasks at home, as well as
discrepancies in the time spent on caring for children and elderly dependants, balancing
work-life obligations often has a very different meaning for male and female workers.

e The trend towards lone-parent families fosters economic disparity between families, affecting
women more severely than men, both in terms of career progression and retirement plans.

e The growth of lone-parent families and dual-earner families complicates the achievement of
work-life balance for employees in these situations, and increases the pressure on human
resources management to find ways to accommodate these needs.

Current and Future Needs

ISSUE: The Situation of Women
Trends

e In 2003, 57% of all women aged 15 and over had jobs up from 42% in 1976. In contrast, 68% of men
were employed in 2003, down from 73% in 1976.

e A higher proportion of employed women work part-time. In 2003, 28% of all women in the workforce
worked less than 30 hours per week, compared to 11% of men.

¢ Although women have widened their range of occupations, they remain concentrated in occupations
traditionally held by women. In 2003, 70% of all employed women were working in teaching, nursing
and related health occupations, clerical or other administrative positions, or sales and service
occupations. Only 31% of all employed men were in similar occupations.

e Unemployment is lower among women than men. In 2003, 7.2% of female labour force participants
were unemployed, compared with 8.0% of male participants. Women who are immigrants, members of
visible minorities, Aboriginals, and women with disabilities have higher unemployment rates than other
women.

¢ Women spend more time than men doing household work, including child-care and eldercare, and thus
are more likely to require flexible working arrangements.

¢ In 2001, women headed 81% of lone-parent families. Single mothers and senior women living alone
are most likely to experience financial stress and even poverty.
Future Needs

¢ Anincrease in the representation of women in the broader Canadian workforce would need to be
reflected in the Public Service workforce.

o Current trends affecting family structure make it more difficult for employees to achieve work life
balance and could increase demand for flexible working arrangements.
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Related issues in other sections

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Society and Culture: Working Conditions

Science and Technology: Digital Divide

Public Service Workforce: More Demand for Alternative Working Arrangements

An Increasingly Diverse Society

Historically, immigration has made a significant contribution to the growth and composition of
both the Canadian population and its labour force. In recent years, immigration has become the
main source of population growth in Canada. In fact, during the last decade, almost 60% of
population growth was due to net migration, and this proportion is expected to reach 75% by
2016. By 2025, the annual number of births may no longer suffice to offset the number of deaths.
Immigration would serve as the only source of population growth. Nevertheless, immigration
will not suffice to make up for the consequences of the ageing phenomenon. Even at its current
level of about 235,000 immigrants a year, which is one of the highest rates of intake among
countries of the Organisation for Economic Co-operation and Development, immigration would
only attenuate the impact of ageing.

Components of Growth of the Canadian Population
Between 1972 and 2004

250000 - Net Migration
(Immigration minus Emigration)

200000 |
150000 -

100000 -

Natural Increase
50000 - (Births minus Deaths)

1972 1975 1978 1981 1984 1987 1990 1993 1996 2001 2004

Source: Public Service Human Resources Management Agency of Canada, Research Directorate

Recent immigrants are young, educated, and skilled, reflecting the fact that more than half of
those admitted in the last decade were economic immigrants selected on the basis of labour
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market needs. Yet labour market indicators (labour force participation, employment
opportunities, income, etc.) for immigrants who landed in Canada in the early 1990s are bleaker
than those of either previous cohorts of immigrants or Canadian-born individuals. Finding
employment in their field of expertise proves difficult for an overwhelming majority of
immigrants. Lack of Canadian experience and difficulties in having foreign credentials
recognized create stumbling blocks for integrating immigrants into the labour force.

A large proportion of immigrants to Canada settle in the three largest cities of Toronto,
Vancouver, and Montreal, where they now comprise 10% of the population. Almost 40% of all
immigrants to Canada last year were destined for the Greater Toronto Area. In contrast, only
2.6% settled in the National Capital Region. According to Statistics Canada analysis of 2001
Census data, immigrants settling in the National Capital Region were the highest educated of all
Canadian urban areas, with 50.9% having university degrees. However, this same group had an
unemployment rate (10.9%) three times that of other Canadians in the region.

The Canadian population is comprised of individuals of more than 200 different ethnic origins.
In the past, a majority of immigrants were from European countries, but most now come from
countries in South and Southeast Asia, the Middle East, the Caribbean, South and Central
America, and Africa. For two years in a row, more than 62% of all recent immigrants were born
in Asia. The top four source countries in 2003 were China, India, The Philippines and Pakistan.
As a result, members of visible minorities now account for more than 13% of the total Canadian
population, and they are growing faster than the total population.

Implications

e Proper integration of new immigrants into Canadian society and the labour market requires
programs and services such as language training, labour market and employment training,
accreditation of foreign academic and professional credentials, etc.

e As most immigrants are of working age and their selection is influenced by labour market
needs, they can contribute immediately to the workforce, relieving some skill shortages.

e Population diversification brings increased representation of visible minorities in the
population and workforce.

e Future changes in immigration sources and levels could have an impact on the workload of
departments and agencies involved with issues of domestic and international security.
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Current and Future Needs

ISSUE: An Increasingly Diverse Society
Trends

e Immigration is the major source of Canada’s population growth. Over the next decade, net labour
force growth will rely on immigration.

¢ In 2003, Canada welcomed 221,352 immigrants and refugees as new permanent residents,
somewhat less than in 2002 (229,091).

e The majority of recent immigrants are of working age, have university education, and know at least
one official language. The immigration of educated and skilled workers helps sustain labour force
growth and reduce the impact of potential skill shortages.

e The majority of recent immigrants settled in Toronto, Vancouver, Montreal, and Calgary, contributing
to faster growth in these cities when compared to the rest of the country.

¢ In recent years, economic immigrants comprised two-thirds of new immigrants; family-class
immigrants represent about 27%, and the refugee class only 6%.

e The majority of recent immigrants have come from Asia, Africa, Latin America, and the Caribbean,
increasing Canada'’s diversity and number of visible minorities.
Future Needs

¢ Facilitating the integration of immigrants into the labour market (e.g. language training, recognition of
foreign credentials, Canadian citizenship, etc.) would make it easier for the Public Service to benefit
from their skills.

¢ Increases in the representation of visible minorities in the broader Canadian workforce need to be
reflected in the Public Service workforce.

e Future changes in immigration sources and levels could have an impact on the workload of
departments and agencies involved with issues of domestic and international security.

o Diversification of the Canadian population could require adjustments to the way in which programs
and services are delivered (e.g. provision of documentation in multiple languages).

Related issues in other sections

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Society and Culture: Social Inequity and Access to Education

Science and Technology: Digital Divide

Public Service Workforce: An Ageing Public Service Drawing Closer to Retirement

Public Service Workforce: Increasing Employment Equity Expectations

Business and Human Resources Goals of the Government: Positioning Canada in the 21st Century
Global Economy

Business and Human Resources Management Goals of the Government: Supporting Government'’s
Commitment
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A Burgeoning Population of Aboriginal Peoples

More than one million Aboriginal peoples from diverse cultures and different linguistic groups

live throughout Canada. As they have higher fertility rates than non-Aboriginals, their number is
growing twice as fast the rest of the population. The Aboriginal population is also much younger
than the Canadian population. From 1991 to 2016, the Aboriginal population is expected to grow
by 52% compared to 22% for Canada’s non-Aboriginal population.

Aboriginal peoples tend to experience much bleaker living conditions than non-Aboriginals.
Despite some progress, many communities still face serious economic and social issues (high
levels of poverty and unemployment, inadequate housing, poor access to health and education
services, etc.).

The Royal Commission on Aboriginal peoples, launched in 1991, concluded that the relationship
between Aboriginals and non-Aboriginals had to be recast around the establishment of
government-to-government relationships between Canada and Aboriginal nations, thus
promoting the rebuilding of Aboriginal nationhood, support to Aboriginal governments, and the
improvement of living conditions.

In response to the Commission’s report, in 1998 the federal government adopted a broad-based
policy approach designed to increase the quality of life of Aboriginal peoples and promote self-
sufficiency, including settlement of land disputes, promotion of self-government arrangements,
as well as the improvement of health-care, education and employment services.

More recently, the Government has renewed its commitment to improving the situation of
Aboriginal peoples through announcements made in the Speech from the Throne and the
appointment of a parliamentary secretary to deal specifically with Aboriginal concerns.

Implications

The implementation of self-governance would have an impact on the role, relevance and
workload of the department of Indian and Northern Affairs.

The younger age structure of Aboriginal peoples, relative to the Canadian population, should
result in an increased representation in the labour force over the coming years, as the entry of
young Aboriginals into the workforce coincides with the exit of non-Aboriginal baby-boomers.
Obviously, other factors affecting labour force participation, such as education and skills
development, could increase or limit the labour force entry of young Aboriginal peoples.

THE HUMAN RESOURCES ENVIRONMENTAL SCAN FOR THE PUBLIC SERVICE OF CANADA




Current and Future Needs

ISSUE: A Burgeoning Population of Aboriginal Peoples
Trends

e While the Aboriginal population represents 3.3% of Canada’s population, Aboriginal children represent
5.6% of Canada’s children.

e There are 630 First Nations, comprising 52 Nations or cultural groups, and more than 50 languages.

e Aboriginal languages are being lost as mother tongues. Only 24% of Aboriginal people can speak an
Aboriginal language, down from 29% in 1996.

e The Aboriginal population is younger and growing almost twice the rate of the Canadian population.
These young Aboriginals represent an important potential source of workers.

e The unemployment rate among the Aboriginal population is twice the Canadian average.

e More Aboriginal people live in the urban areas of Canada than on reserves. Significant proportions live
in large cities in western Canada.

Future Needs

e An increase in the representation of Aboriginal peoples in the broader Canadian workforce would need
to be reflected in the Public Service workforce.

e Attract young Aboriginal workers through specialized recruitment and retention.

Related issues in other sections

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Society and Culture: Social Inequity and Access to Education

Science and Technology: Digital Divide

Public Service Workforce: An Ageing Public Service Drawing Closer to Retirement

Public Service Workforce: Increasing Employment Equity Expectations

Business and Human Resources Management Goals of the Government: Supporting Government’s
Commitment

Persons with Disabilities

Data from the 2001 Participation and Activity Limitation Survey indicated that about 3.6 million
Canadians, or 12.4% of the population, described themselves as affected by activity limitations
resulting from some form of disability. The disability rate increases substantially with age. While
very few of those under 25 years of age self-identified as persons with a disability, the rate
increases rapidly after age 45, culminating in a rate of more than 50% among those aged 75 and
over. Overall, women have a somewhat higher rate of disability (13.3%) than men (11.5%),
presumably due to a higher representation of women in the older population.
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Among those affected by a disability, more than one in four (26.9%) experienced severe
disabilities and 14% had very severe disabilities. Women (28.5%) and men (25.1%) experienced
similar rates of very severe disabilities.

Disability Rate By Age Group, 2001

60,0% 53,3%
45,0% |
31,2%
30,0%|
16,7%
15,0%
"] 1.6% 37%  42%  3,9% 1%
oy — - _______ ___L_ 4
0-4 5-9 10-14  15-24  25-44  45-64  65-74 75 and

over

Source: Participation and Activity Limitation Survey, 2001, Statistics Canada,
http://www.statcan.ca/Daily/English/021203/d021203a.htm

The 2001 data also showed that among those between 15 and 64, less than half of the Persons
with Disabilities were employed, compared to nearly 70% of the rest of the population.
Moreover, 85% of Persons with Disabilities found in the workforce had some limitation at work,
although fewer than 20% required any form of accommodation. Not surprisingly, Persons with
Disabilities of working age have lower incomes than the rest of the population.

The Health Care in Canada survey found that in 2001, about 771,000 Persons with Disabilities
in Canada needed help with everyday activities, but could not find it. Cost, unavailability of
resources, and lack of insurance were the most common reasons cited.

Implications

e The proportion of persons with disabilities is likely to increase as a result of population
ageing; however, this may not necessarily translate into an equivalent increase in the
representation of persons with disabilities in the workforce.

e As baby-boomers grow older, an increasing proportion of the workforce will reach ages
where disability is more prevalent.
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Current and Future Needs

ISSUE: Persons with Disabilities
Trends

e In 2001, the overall proportion of person with disabilities in Canada was 12.4%. However, this
proportion increases substantially with age.

e The disability rate is higher among women (13.3%) than men (11.5%).

e One in four Persons with Disabilities (26.9%) experienced severe disabilities, and 14% had very
severe disabilities. Severe disabilities were somewhat more common among women (28.5%) than
men (25.1%), but there were no gender differences with regard to very severe disabilities.

e Less than half of persons with disabilities aged 15-65 were employed, compared to nearly 70% of
people without disabilities.

¢ While 85% of persons with disabilities in the workforce have some limitation at work, fewer than 20%
require any form of accommodation.

e Persons with disabilities are more likely to have lower incomes.

e In 2001, about 771,000 persons with disabilities in Canada needed help with everyday activities but
could not find it. Cost, unavailability of resources, and lack of insurance were the top three reasons.

Future Needs

e Ageing of the Public Service workforce could result in an increase in acquired disabilities among
employees, thus potentially raising demand for accommodations and flexibility in delivering work.

e Anincrease in the representation of persons with disabilities in the broader Canadian workforce
would need to be reflected by an increase in the Public Service workforce.

Related issues in other sections

Society and Culture: Social Inequity and Access to Education

Science and Technology: Digital Divide

Public Service Workforce: An Ageing Public Service Drawing Closer to Retirement

Public Service Workforce: Increasing Employment Equity Expectations

Public Service Workforce: More Demand for Alternative Working Arrangements

Business and Human Resources Management Goals of the Government: Supporting Government'’s
Commitment

Linguistic Composition

In 2001Canadians whose mother tongue was English represented 59.1% of the total population
(2.6% more than in 1996). French is the second most common mother tongue, shared by 22.9%
of the population (1.1% higher than in 1996). Chinese ranks third with 2.9% of the total
population, followed by Italian, German, Punjabi and Spanish. English and French remain the
official languages of public affairs. About one-quarter of Aboriginal peoples speak an Aboriginal
language. The most commonly spoken Aboriginal languages are Cree, Inuktitut, and Ojibway.




About 74% of Canadians declared English as their first official language while 24% declared
French. Overall, official bilingualism remained relatively stable between 1996 and 2001,
increasing slightly from 17.0% to 17.7%. Bilingualism remains significantly higher among
French-speakers (43.4%) than among English-speakers (9%), in fact, 58% of bilingual Canadians
declare French as their first official language. Accordingly, more than half of all bilingual
Canadians live in Quebec and an additional 25% live in Ontario. More than 90% of Aboriginal
peoples and visible minorities claim English as their first official language, a reflection of their
higher concentration in English-speaking provinces. Overall, Aboriginal peoples, persons with
disabilities and visible minorities show levels of official bilingualism that are below the
Canadian average. Younger Canadians are more often bilingual than older people. Canadians
between the ages of 15 and 39 account for 35% of the overall population, and 45% of the
bilingual population.

Sustained immigration is changing Canada’s linguistic diversity, particularly the influx of
immigrants who have a mother tongue other than English or French. In 2003, 44% of immigrants
knew neither English nor French, and between 1996 and 2001, the proportion of the population
reporting a mother tongue other than English or French increased from 12.5% to 18%.

Implications

The learning of Official Languages is an important component of the integration of immigrants
who have a different mother tongue.

Multilingualism gives an advantage to Canadian private and public sectors in dealing with
individuals and businesses from abroad.

Current and Future Needs

ISSUE: Linguistic Compaosition
Trends

e Based on mother tongue, English-speaking Canadians represent the majority of the population
(59.1%), followed by French (22.9%), Chinese (2.9%), and Italian, German, Punjabi and Spanish.

e Aboriginal languages are spoken by about one in four Aboriginal People. Among Aboriginal
languages, Cree, Inuktitut, and Ojibway are the most commonly used.

o Official bilingualism increased from 17.0% in 1996 to 17.7% in 2001. It ranges from 9% for English
speakers to 43.4% among French speakers, and is less prevalent among most employment equity
designated groups. Among the overall Canadian population, 58% of people who speak both official
languages have French as their first official language.

e Canada is increasingly becoming a multilingual society, although English and French remain the
official languages of public affairs.

Future Needs

e New and innovative partnerships will be required between governments at all levels, and among and
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between organizations, to harness the full potential of cultural and linguistic diversity.

¢ In addition to the statutory requirement to provide government services in English and French,
demand may rise to provide them in non-official languages.

Related issues in other sections

Public Service Workforce: Increasing Employment Equity Expectations

Public Service Workforce: Renewal of Official Languages Program

Business and Human Resources Management Goals of the Government: Supporting Government'’s
Commitment

2. Economy and Labour Market

Main Issues

The fiscal policies of the Government tend to restrain the budget allocated to departments and agencies.

The representation of women, Aboriginal peoples and visible minorities in the labour force is increasing.

Population ageing is expected to result in a reduction of the size of the labour force.

Programs and tools aimed at achieving work-life balance are likely to assume greater importance as the
labour force ages and diversifies.

The Public Service is vulnerable to the impact of the departure of baby-boomers from the workforce.

Early retirement is becoming more common.

Younger generations show different expectations and needs with regard to the workplace.

As a Canadian knowledge-based economy develops, levels of education have been rising in parallel.

In order to be perceived as an attractive employer, and thus positioned to compete for highly talented

positive labour-management relations, employee satisfaction, etc.

individuals, the Public Service needs to respond to issues like demand for flexible working arrangements,

Canada is experiencing a time of remarkable economic change. Markets are becoming
increasingly integrated with the world economy; innovative developments in computer and
communications technology are greatly altering the workplace and lifestyles. The Canadian
economy has performed well over the past year: Gross Domestic Product growth is on the
upswing; demand is strong; and the unemployment rate is approaching a five-year low.
However, the Canadian economy is expected to face important challenges in the years to come,
and gains in productivity are required to deal with looming aging-related issues, such as
sustainable health care policies.

In response to changes in its economic environment, Canada has undertaken wide-ranging
reforms. The regulatory environment and the incentives available to individuals and firms have
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been substantially modified, through measures such as tax reform, the North American Free
Trade Agreement, reduction and simplification of tariffs, removal of barriers to internal trade,
privatizing of public enterprises, modernizing of the public sector, and revamping of labour
market programmes to promote job attachment.

Consistent with its overall economic performance, Canada’s labour market was strong in 2004,
and improvements were registered in terms of labour force participation and employment.
Demand for skilled labour was on the rise, and the market responded by providing workers that
were better educated and more apt to fill skill-based positions. While the issue of ageing could be
of concern over the next few decades, the market seems to have the ability to cope with potential
supply shortages. Nevertheless, the situation is not perfect. Structural unemployment, weak
labour-management relations, concerns about job safety, and job-related stress are relatively
fragile aspects of the labour market.

The Canadian economy is in relatively good shape, and is expected to grow by 2.7% in 2004 and
by 3.3% in 2005. Domestic demand is strong thanks to low interest rates, rising disposable
incomes, and high business investment. In addition, consumer confidence has reached a
historically high level. Moreover, growth in the United States has boosted demand for Canadian
products. Domestic demand is expected to drive economic growth to the end of 2005.

Thus far in 2004, 110,800 new jobs have been created, mostly full-time jobs, and employment
grew by 2.0% in the second quarter. However, employment growth is expected to slow
somewhat in 2004 and 2005 to a level below the 2.2% rate experienced in 2002 and 2003.
Currently, the unemployment rate is relatively stable at 7.3%, but it is forecasted to decline
slightly to 7.2% in 2005.

The world economy continues to gain strength, and forecasts of economic growth have generally
been marked by optimism, showing a growth in the world economy of about 4.5% for both 2004
and 2005. To put things in perspective, this would represent the strongest two-year growth
performance since the late 1970s.

The ebbs and flows of confidence in the American economy have greatly affected perceptions
about the worldwide economic cycle. The American administration has emphasized strong
economic growth as a top priority, but achieving this outcome will be a challenge. Although the
economy of the United States has been quite resilient, its increasing deficit (as well as similar
imbalances elsewhere in the world) poses long-term risks. As measures are implemented to
resolve these imbalances, their long-term impact on the global financial system will depend on
its flexibility and the soundness of the macroeconomic policies being implemented.
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Fiscal Policies of the Government

The Government maintains its firm commitment to balanced budgets, disciplined spending,
paying off the debt and reducing taxes. The 2004 budget is characterized by prudence, and
commitment to improving expenditure control and efficiency in the management of public funds
at a time when new investments are being made in public health, learning, knowledge and
commercialization, communities, and Canada’s relations with the rest of the world. In particular,
the implementation of an expenditure review process is intended to facilitate reallocation of
funds from programs with a lower priority to those that are the current priorities of the
Government.

Program spending is set to grow by 3.1% in the 2004/05 fiscal year, and by 5.6% in the
following fiscal year. Although the bulk of this increase is attributable to health care
expenditures, spending initiatives totalling $1.5 billion were also announced in other domains:
defence, environment, equalization financing and building research foundations. In spite of these
increases, program spending was not expected to change much relative to the forecasted size of
the economy.

In fiscal year 2003/04, government revenues were better than expected, rising by 2.0%.
Revenues are expected to grow 3.4% in 2004/05 and 4.6% in 2005/06. However, relative to the
size of the economy, revenues are actually being scaled back. They are poised to come in at just
14.7% of the Gross Domestic Product in 2005/06, and this would be their lowest level since the
early 1960s.

If the Government’s fiscal assumptions prove accurate, balanced budgets in 2004/05 and
2005/06 will leave $3 billion in unused contingency reserves to go toward debt repayment, and
$1 billion in unused economic prudence. The Government has set a goal of cutting the ratio of
the federal debt to the Gross Domestic Product to 25%, from its current 42%, within 10 years.
This would reduce the country's debt-to-GDP ratio to levels not seen since the mid-1970s.

Having introduced a sound fiscal framework and reformed its public pension system, Canada is
better positioned than most other countries to face ageing-related fiscal challenges, but longer
term increases in health-care costs remain a risk.
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Implications
e Current fiscal policies tend to constrain the budgets allocated to departments and agencies.

e Fiscal pressures, resulting from changing economic conditions, or from program or
expenditure reviews, may result in funding cuts to government programs.

Current and Future Needs

ISSUE: Fiscal Policies of the Government
Trends

o Current fiscal policy is characterized by prudence, and aims at balancing the budget, reducing debt,
and reallocating funds to priority programs, while allowing for some new investments, primarily in
health care.

e Although program spending is set to grow in both 2004-05 and 2005-06, a forecasted rise in budgetary
revenues, coupled with control of expenditures, should yield balanced budgets and leave $3 billion in
unused contingency reserves to go toward debt repayment and $1 billion in unused economic
prudence.

e The Government'’s goal is to cut the ratio of federal debt to Gross Domestic Product to 25% from its
current 42% within 10 years, bringing it down to levels not seen since the mid-1970s.

e Canada is better positioned than most countries to face ageing-related fiscal challenges, but rising
health-care costs remain a risk in the longer term.
Future Needs

e Mechanisms need to be implemented to improve resource planning and allocation in accordance with
government priorities.

Related issues in other sections

Politics and Governance: Having a Minority Government

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21st Century Global Economy

Business and Human Resources Management Goals of the Government: Accountability, Trust and
Financial Management

Innovation and Productivity

Canada trails the United States in economic measures of standard of living and capacity to grow
and prosper. For example, despite gains made since 1997, per capita income is still about 20%
lower in Canada. Closing this gap will require productivity improvements. To this end, the
Government has focussed on innovation, skills, and our capacity to compete globally.

Innovation is the process by which new economic and social benefits are extracted from
knowledge. Finding better or faster ways of working, or creating new products or services, are
examples of innovation. By applying new knowledge, innovation has become the key
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competitive advantage in all sectors of economic activity. Although Canadian expenditures on
research and development have risen to 1.8% of the gross domestic product, Canadian firms trail
behind international competition in their ability to capture the economic benefits of their
innovations.

Implications

e Demand for increased productivity could promote better skills development and increase
competition for skills across the labour market.

e To respond to the demands of today’s knowledge-based economy, Canada must increase
productivity by improving on innovation, competitiveness, learning and skills development.

e The implementation of innovations may give rise to a sense of insecurity among some
employees, and requires adaptability and openness.

Current and Future Needs

ISSUE: Innovation and Productivity
Trends

e Canada’s real per capita income is about 20% lower than that of the United States. The situation is
better than in 1997, but to close the gap labour productivity must be improved.

e Immigration provides Canada with an important source of human capital.

¢ Innovation, through new knowledge, has become the main source of competitive advantage in all
sectors of economic activity.

e Expenditure on research and development has reached 1.8% of gross domestic product.

Future Needs
o Ensure that the Public Service is able to adapt to economic changes and foster innovation.

Related issues in other sections

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21% Century Global Economy

A Changing Labour Market

The labour force participation rate is a basic indicator of the size of the labour market. It
corresponds to the percentage of the overall population aged 15 years and over that is part of the
employed and unemployed (but looking) labour force. Participation rates differ considerably by
age, gender and region, and are influenced by a wide range of factors, from employment
conditions to changes in personal wealth and demographics.
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After peaking at 67.5% in 1989, the labour force participation rate fell continually until 1997, at
which point it stood at 64.8%. A reversal of this trend, due mainly to increased participation by
those aged 55 and older, brought the participation rate back up to 67.5% in 2004.

Immigrant workers account for 70% of recent labour force growth, and by 2011, they may be the
sole contributors to this growth. As the majority of recent immigration has been from China,
Jamaica, Pakistan, and Vietnam, workforce availability of visible minorities continues to
increase. Recognizing the importance of immigration to the Canadian labour force and economy,
the 2003 federal budget allocated $41.4 million to attract skilled workers and students, and in
2004, $15 million allotted for advanced language training to aid in the integration of new
Canadians into the labour market.

The economic integration of new Canadians has not been seamless, particularly during times of
economic slowdown. When fewer jobs are created, recent immigrants are most likely to suffer
long periods of unemployment or underemployment. From 1981 to 2000, the average
employment earnings of new Canadians in the skilled worker category eroded dramatically, from
$37,400 to $28,500. Cohorts of new immigrants who arrived in the early 1990s, a period of
recession and high unemployment throughout Canada, had particular difficulty. Furthermore,
many immigrants are kept from employment in their fields of expertise — lack of Canadian
experience and foreign credentials being the most common reasons given by employers.

In October 2003, Citizenship and Immigration Canada lowered the point requirement for skilled
workers applying for permanent residency in Canada. This change enabled many new potential
immigrants to apply for the first time. Most members of the Organization for Economic Co-
operation and Development have adopted similar reforms to attract skilled immigrants and
replace aging citizens who are leaving the workforce. Heightened competition is likely in the
future for the best candidates from abroad.

Women constitute the second most important contributor to labour force growth, after
immigration. The 2001 census showed that women accounted for as much as 60% of growth in
the labour market in Ontario and British Columbia, although women are more likely than men to
leave the workforce for extended periods to care for family members, whether children or elderly
relatives.

The labour market participation rate of Aboriginal peoples increased from 84% in 1991 to 88%
in 1996, and 92% in 2001. Between 1996 and 2001, 122,390 working-age Aboriginal persons
entered the labour market. Owing to a younger age structure, the rapid inflow of young
Aboriginal persons into the workforce will continue. By 2006, the Aboriginal working age
population (aged 15 to 54) could grow by up to 67% and significantly affect the character of the
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workforce, particularly in certain regions. For example, within the next 10 years, Aboriginal
peoples will likely comprise 30% of Saskatchewan’s workforce.

An ageing population should reduce the national labour-force participation rate. In fact, Canada
is rapidly approaching a bottleneck in its workforce, triggered by the convergence of two
demographic trends: the ageing of the baby boomers in the population, and the small size of the
generation that is about to enter the workforce. By 2011, approximately 41% of the working
population will be between the ages of 45 and 64, compared to 29% in 1991.

To compound the problem, early retirement is becoming increasingly common. The proportion
of people retiring before reaching 60 jumped from 29% in 1990 to 43% in 2000. In the last 25
years, the participation rate of men aged 65 to 69 decreased from 24.4% to 16.1%. It is
interesting to note that the participation rate of women in the same age group remained stable,
but at the much lower level of 7.8%. For those who remain in the labour force, growing older
often leads to a realignment of personal priorities, with less emphasis being placed on work and
more on personal considerations such as family and health. A recent Statistics Canada study
found that between 2002 and 2003 the median retirement age rose from 61 to 62, returning to
levels observed in the early 1990’s.

Some sectors of the economy are more vulnerable to these trends and likely to feel an impact
sooner. Compared to many private sector workforces, the Public Service is highly vulnerable due
to its older profile. More lenient retirement-eligibility criteria, the existence of stricter policies on
phasing out retirees or restricting their rehiring after retirement, and the preponderance of long-
service employees who are entitled to comfortable pension benefits further complicate the Public
Service situation. Early retirement is more common in the public sector, where the average
retirement age is about 58.5 years, while the private sector average is 61.3 years.

Despite dire predictions, there is no evidence that Canada faces a general shortage of skilled
workers as a result of population ageing. Several palliative measures are already policy or are
being considered. These include immigration policies targeting skills in short supply; the
encouragement of higher rates of labour market participation by under-represented groups such
as Aboriginal peoples and single mothers; removing barriers to training and workforce
participation; promoting phased retirement and workplace flexibility to prolong participation of
older workers; promoting life-long learning and active ageing, including training throughout
working life, and promotion and advancement for older workers; and encouraging employers to
recruit an age-balanced workforce.

At the other end of the age spectrum, youth participation has increased from less than 50% in
1996 to just below 55% in 2004, and the gap between male and female participation rates has
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narrowed. However, young workers tend to have a different view of work than employees from
other generations. They have less patience for “climbing the corporate ladder”, have higher
salary expectations than their older counterparts, and are more inclined to look for better benefits
and pension plans when comparing potential employers. Owing to corporate downsizing, recent
graduates entering the workforce may not expect to stay in one organization for the long term
even if they are offered mentoring opportunities and on-the-job training.

Independent contractors and small businesses have formed outsourcing partnerships within the
private and public sectors. Between 1976 and 2002, the number of self-employed workers in
Canada doubled. In August 2004, 15.4% of all Canadian workers were self-employed. About
one-third of these were professional, scientific or technical workers. The self-employed
workforce was almost as large as all levels of the public sector. Self-employment is more
prevalent among men, and tends to increase with age, with those aged 55 to 64 years old being
about 2.5 times more likely to be self-employed than those aged 25 to 44.

Temporary employment represents an important feature of today’s employment landscape,
accounting for one-fourth of the new jobs created between 1997 and 2000. As temporary jobs
typically pay less than permanent jobs and offer less access to training and benefits (paid
vacation, sick leave, etc.), lower employee job satisfaction results. Women, young workers and
less-educated workers are over-represented among temporary workers. In fact, young workers
are about three times more likely than older ones to find themselves in temporary job.

Implications

e Aswomen’s participation in the workforce continues to grow, childcare and eldercare issues
will become increasingly important. Issues related to work-life balance are also likely to gain
importance due to workforce ageing.

e The existence of stereotypes and biases can create employment and mobility barriers for both
older and younger employees.

e The emergence of skill shortages may be signalled by employment growth, an unusually low
unemployment rate or rapidly rising wages.

e Gains in the popular appeal of self-employment may compel corporations and the Public
Service to adjust human resources practices.

e Responsiveness to the expectations and attitudes of younger workers will affect the capacity
of the Public Service to renew itself.

e To the extent that it affects job satisfaction and the image of the Public Service as an
employer, short-term employment may impact on the ability of the Public Service to compete
for new talented employees.
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Current and Future Needs

ISSUE: A Changing Labour Market
Trends

e Labour force participation rates declined from 67.5% in 1989 to 64.8% in 1997, and then increased
back to 67.5% in 2004, due to an increase in participation of workers 55 and over.

e About 70% of recent growth in the workforce is due to immigration. By 2011, all workforce growth will
depend on immigration, leading to an increase in the workforce availability of visible minorities.

¢ Women constitute the second most important contributor to workforce growth.

e Women are more likely than men to leave the workforce for extended periods of time to care for family
members.

¢ The workforce participation rates of Aboriginal peoples increased from 84% in 1991 to 92% in 2001.
Due to the younger age structure of Aboriginal peoples, the rapid inflow of young Aboriginal persons
into the workforce will continue.

e The ageing of baby boomers, and the lack of a sufficient number of young people to replace them in
the workforce, will adversely affect the participation rate.

e The Public Service is more vulnerable to the impact of population ageing because its workforce tends
to be older, the criteria determining retirement eligibility are more lenient, and internal policies make it
more difficult to take phased retirement or hire back retirees.

e Early retirement is becoming more common. The proportion of people retiring before reaching 60 years
of age jumped from 29% in 1990 to 43% in 2000. Early retirement is more common in the public sector
(58.5 years) than in the private sector (61.3 years).

e Youth participation increased from less than 50% in 1996 to just below 55% in 2004.

e Young workers tend to have less patience for “climbing the corporate ladder”, have higher salary
expectations, are more inclined to look for better benefits and pension plans when comparing potential
employers, and do not expect to stay in their current job in the long term.

e Between 1976 and 2002, the number of self-employed workers in Canada doubled. About one-third
were professional, scientific or technical workers.

e Temporary employment represents an important feature of today’s employment landscape.
e Current Needs

¢ Human resources planning with an emphasis on the retention of older employees, and the hiring and
retention of younger replacements.

Future Needs
e The Public Service needs to be able to compete with other employers for new talented employees.

31



32

Related issues in other sections

Population: Population Ageing

Population: The Situation of Women

Population: An Increasingly Diverse Society

Population: A Younger Population of Aboriginal Peoples

Society and Culture: Working Conditions

Society and Culture: Social Inequity and Access to Education

Science and Technology: Digital Divide

Science and Technology: Commitment to Research and Development

Politics and Governance: Commitment of the Government to Public-Private Partnerships (P3)

Public Service Workforce: An Ageing Public Service Drawing Closer to Retirement

Public Service Workforce: Increasing Employment Equity Expectations

Public Service Workforce: Increased Use of Term Employment as a Point of Entry into a Public Service
Career

Public Service Workforce: More Demand for Alternative Working Arrangements

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21st Century Global Economy

Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

The Canadian labour market is continuing to move toward a knowledge-based economy. This
transformation has been widespread and continuous rather than limited to the high-technology
sector. Based on the 2001 Census, Statistics Canada confirmed that competition for highly
skilled workers in a diverse labour market will continue.

Since 1981, the largest employment increases have occurred in professional occupations.

In 1981, they accounted for almost 9.9% of Canada's workforce; two decades later, they
represented more than 14.3%. Management occupations have also experienced a significant
increase as their share of the workforce grew from 3.6% to 6.1% over the same 20-year period.
Technical occupations have remained at about 4.4%.
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Statistics Canada (October 2003). “Knowledge Workers in Canada’s Economy, 1971-2001",
http://www.statcan.ca:8096/bsolc/english/bsolc?catno=11-624-MIE2003004

Although Ontario and Quebec have experienced the biggest percentage point increases, growth
in knowledge-based occupations has occurred in all regions. Across industries, there were large
differences in the percentage of workers in knowledge-based occupations. In 2001, some of the
largest concentrations of knowledge workers were in business services (66%), and finance and
insurance (42%). In the business sector, the proportion of men (19%) working in knowledge-
based occupations was higher than that of women (11%), but women have been closing the gap
through faster growth.

The proportion of workers in knowledge-based occupations who had completed a university
degree was more than 9 percentage points higher in 2001 (51.6%) than in 1981 (42.4%). The
proportion of university graduates in other occupations remained below 10% although it
exhibited a marked increase between 1981 (4.5%) and 2001 (9.1%). University degrees are most
common in professional occupations (65.5% in 2001, up from 59.3% in 1981).

Within the next few years, it is projected that seven in ten new jobs will require some form of
post-secondary education or training. Between 1991 and 2001, the proportion of the population
aged 15 and over with university credentials grew from 15% to 20%; it grew from 12% to 16%
for those holding a college diploma; and the proportion with a trade certificate remained
relatively stable at about 12%. Education levels are even higher among younger Canadians.
According to the 2001 census, 28% of individuals aged 25 to 34 had university qualifications,
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21% held a college diploma, and 12% had trade credentials. In all, 61% of individuals in this age
group had qualifications beyond high school compared to 49% ten years earlier. Education levels
rose for both men and women.

Population Aged 15 and Older, by Highest Level of Educational Attainment
1981, 1991 and 2001
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Statistics Canada (March 2003). “Education in Canada: Raising the Standard”.
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In 2001, 1.1 million people in the working-age population 25 to 64 years of age had doctorates,
master’s degrees and other qualifications above the bachelor level, such as degrees in law,
medicine, dentistry and veterinary science. This represented a 50% increase from the 750,000
enumerated in 1991. On the international scene, Canada is well positioned as it has the fourth
highest proportion of university graduates in the developed world and ranks first when college
credentials are included.

In 2001, 1.1 million people in the working-age population 25 to 64 years of age had doctorates,
master’s degrees and other qualifications above the bachelor level, such as degrees in law,
medicine, dentistry and veterinary science. This represented a 50% increase from the 750,000
enumerated in 1991. On the international scene, Canada is well positioned as it has the fourth
highest proportion of university graduates in the developed world and ranks first when college
credentials are included.

In terms of field of study, changes during the decade reflect a shift toward technology and
business fields. Of the 1.2 million people who graduated from university between 1991 and
2001, about 12% studied in the field of business and commerce, and 11% studied engineering.
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The 2001 census revealed that 61% of immigrants of working age who arrived in the 1990s held
trade, college or university credentials in 2001. In comparison, the corresponding proportion for
immigrants who arrived in the 1980s and 1970s was about 48%.

The education levels of Aboriginal peoples are also rising. Between 1996 and 2001, the number
of Aboriginal people who graduated from secondary school increased from 25% to 27%.
Furthermore, the percentage of Aboriginal persons who had completed a post-secondary degree
increased from 34% in 1996 to 39% in 2001.

Implications
e Almost half of recent labour market growth has been in highly skilled occupations requiring
a university degree.

o Skill shortages can be managed with careful human resources planning by managers and
policy makers.

Current and Future Needs

ISSUE: Convergence of Skills and Competencies toward a Knowledge-Based Economy
Trends

e Between 1981 and 2001, the largest increases in employment occurred in professional and
management occupations.

¢ In 2001, some of the largest concentrations of knowledge workers were in business services (66%),
and finance and insurance (42%).

e In 2001, 51.6% of knowledge workers had university degrees, compared to 42.4% in 1981.

e There is no evidence that Canada faces a looming general shortage of skilled workers as a result of
population ageing.

¢ Within the next few years, it is projected that seven in ten new jobs will require some form of post-
secondary education or training.

e The average level of education is rising among adults in general and among young adults in particular.
e Technology and business are gaining importance as fields of study.

e 61% of immigrants of working age who arrived in the 1990s held trade, college or university credentials
in 2001.

e The educational levels of Aboriginal peoples are also rising. In 2001, 27% had graduated from
secondary school, and 39% had a post secondary degree.

Future Needs

e The Public Service needs to be ready to compete for highly educated candidates.

¢ Human resources planning and research will help alleviate the impact of potential skill shortages.
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Related issues in other sections

Population: Population Ageing

Population: The Situation of Women

Population: An Increasingly Diverse Society

Population: A Younger Population of Aboriginal Peoples

Society and Culture: Social Inequity and Access to Education

Science and Technology: Digital Divide

Science and Technology: Commitment to Research and Development

Public Service Workforce: An Ageing Public Service Drawing Closer to Retirement

Public Service Workforce: Increasing Employment Equity Expectations

Public Service Workforce: Increased Use of term Employment as a Point of Entry Into a Public Service
Career

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21st Century Global Economy

Labour Relations

The Canadian Labour and Business Centre surveys labour and management in the private and
public sectors, to identify their perceptions of the state of labour-management relations in
Canada and track the factors underpinning these perceptions as they unfold over time. . Between
2000 and 2002, both managers and labour leaders shared rather pessimistic views on the future
of labour management relations.

In 2000, 24% of private sector managers and 36% of private sector labour leaders felt that labour
management relations would worsen over the coming two years. Increasing pessimism has been
even more apparent in the public sector. In 2000, 36% of labour leaders expected a worsening of
labour management relations over the coming years, and two years later, 60% of labour leaders
held this view. Growing pessimism is also present among public sector managers; the percentage
expecting labour management relations to worsen increased from 28% in 2000 to 42% in 2002.

Among private sector managers who reported better labour-management relations, 63% said
their ability to attract employees had improved as opposed to 45% for public sector managers.
With 75% of its workforce unionized, the public sector is well above the private sector, which
has only 19.9% unionized.

The Public Service Modernization Act is intended to improve the situation by fostering more
constructive and harmonious labour-management relations, through departmental
union-management consultation committees and informal dispute resolution; co-development of
workplace improvements; enhanced mediation and conciliation in collective bargaining;
negotiated essential services agreements; compensation research and analysis services; and more
comprehensive grievance and adjudication mechanisms.
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Implications
e Collaborative relations between management and bargaining agents could help develop and
maintain more productive and competitive workplaces.

e To the extent that they affect job satisfaction and the image of the Public Service as an
employer, labour-management relations may have an impact on the ability of the Public
Service to compete for new talented employees.

Current and Future Needs

ISSUE: Labour Relations

Trends

e Between 2000 and 2002, both managers and labour leaders shared pessimistic views as to the
development of labour-management relations.

e The Public Service Modernization Act is intended to foster more constructive and harmonious labour-
management relations.

Future Needs
e The Public Service needs to be able to compete with other employers for new talented employees.

Related issues in other sections

Society and Culture: Social Values and ethics

Society and Culture: Social Inequity and Access to Education

Business and Human Resources Management Goals of the Government: Improving the Mechanics
of the Public Service

Business and Human Resources Management Goals of the Government: Modernizing an Outdated
Human Resources management Framework

Business and Human Resources Management Goals of the Government: Accountability, Trust and
Financial Management

3. Society and Culture

Main Issues

Confidence of Canadians in the Government and in political institutions is low.

Educational levels have increased in the population, but getting a higher education is becoming ever
more expensive.

Issues related to national security, both internally and abroad, remain at the forefront and are driving
multiple governmental initiatives.
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Socio-cultural norms vary widely from country to country and region to region. Social and
individual values are continually changing and many attitudes accepted or tolerated just twenty
years ago would now be considered undesirable, if not illegal. For example, attitudes toward
sexual discrimination and smoking have become much more negative since the 1970’s and
1980’s. Conversely, other behaviours have gained wider acceptance and greater tolerance than
was the case previously. For example, attitudes toward same-sex relationships have become
more positive over past decades. The wider practices and beliefs of North American society in
general, of Canadians more specifically, and regional differences in particular, deeply affect how
people communicate, relate, and work.

The Government of Canada, as an employer, is not exempt from these changes and the
associated diversity of norms and values, and the Public Service is bound to reflect both change
and diversity in its values. Numerous global priorities of the past decade, including human rights,
ecological conservation and social equity, are now competing with domestic issues endemic to
ageing societies and global political dangers. However, community, equality, justice and
compassion remain core ideas when Canadian citizens are asked about their own values, along
with notions of accountability and responsibility for individuals, corporations and government.

Social VValues and Ethics

Confidence of the Canadian public in the Government is low. To regain the confidence of
Canadians, the Government is reinforcing its procurement, employment and contracting rules.
The expenditure review currently being carried out, and its implementation as an annual
exercise, exemplifies the trend toward improving control over expenditures and activities.
Ensuring the integrity of leadership, the transparency of departmental operations, including
hiring, and monitoring transactions are also seen as particularly important.

Through several provincial Charter cases in recent years, same-sex marriage has become a social
reality in several provinces, yielding potential implications with regard to the management of
employees’ spousal rights and family benefits in terms of both financial and human resources.

Access to social programs has been underscored as important to Canada’s long-term
competitiveness. Both pension and child-care program delivery require considerable investment
as demand increases, with child-care estimates alone running to $10 billion within a decade.
Similarly, the Canada Pension Plan Investment Board concedes the challenges facing the pension
system are considerable given that baby-boomers will start becoming eligible for public pensions
in the near future. According to a study by Statistics Canada, nearly 44% of Canadian
households had insufficient income to sustain their living standard into old age. It also concluded
that families with a major income recipient employed in the public sector were most likely to
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have saved enough for retirement. However, a more flexible workforce at both ends of the
spectrum (aging workers, new parents) would allow increased labour participation and
productivity.

Canadians increasingly emphasize propriety, flexibility and fairness in the workplace above
economic considerations. In December 2004, a federal commission will begin to review the
Canada Labour Code, looking at a score of employment issues such as length of workweek,
maternity leave, minimum wage, vacation standards, etc. It will report to Parliament in the fall of
2005 with suggested amendments to the Code (see Federal Labour Standards Review site at
http://fls-ntf.gc.ca for more information).

Implications
e Closer scrutiny of government performance will remain the norm for some time to come.

e An older population will increase pressures on pension and health care systems.

e Human resources policies, regulations and practices are likely to be affected in reaction to
recent developments, such as political scandals, same-sex marriage and review of the Canada
Labour Code.

Current and Future Needs

ISSUE: Social Values and Ethics
Trends
e Trust in political institutions and in government is at a low level.

e Through several provincial Charter cases in recent years, same-sex marriage has become a social
reality in several provinces, with implications for the management of employees’ spousal rights and
family benefits, in terms of both financial and human resources.

e Access to social programs has been underscored as important to Canada’s long-term competitiveness.
Both pension and child-care program delivery require considerable investment as demand increases.

o Nearly 44% of Canadian households have insufficient income to sustain their living standard into old
age. However, families with a major income recipient employed in the public sector are most likely to
have saved enough for retirement.

e The Canada Labour Code is being reviewed and a report is expected in the fall of 2005.

e Canadians increasingly emphasize propriety, flexibility, and fairness in the workplace above economic
consideration.

e Values and ethics have a higher profile and are critical elements of proper government.
e Current Needs
e The impact of same sex marriage on employee benefits needs to be clarified.

Future Needs

¢ Modifications introduced as a result of the review of the Canada Labour Code will need to be reflected
in the policies and practices of the Public Service.
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Related issues in other sections

Population: Population Ageing

Economy and Labour Market: Labour Relations

Public Service Workforce: An Ageing Public Service Drawing Closer to Retirement

Business and Human Resources Management Goals of the Government: Accountability, Trust and
Financial Management

Working Conditions

A supportive and healthy work environment coupled with effective communication can improve
recruitment and retention and help build a solid reputation as an employer of choice.

The number of employees reporting having difficulties with working conditions or health and
safety risks is decreasing, but an ever-growing portion of the workforce report tight deadlines
and an increased speed. The recent report, The Canadian Labour Market at a Glance (November
2004), estimates that 14% of Canadians bring unpaid *“catch up” work home and that one in five
Canadians put in an average of 8.5 hours of overtime every week. Those working long hours or
at an intense pace also report a greater number of stress-related health problems and difficulties
balancing work and family life.

Survey evidence also shows that perceptions of employment insecurity are on the rise, even
though the level observed in Canada remains below similar indicators in other countries of the
Organisation for Economic Co-operation and Development. Nevertheless, Canadian women are
among the most insecure, likely because they are more often than men unemployed or
underemployed.

Reasons for these feelings may include rising unemployment levels and entrenchment of
long-term unemployment, lower pay for employees, increased number of working hours, growth
in temporary, contract and part-time work (including the absence of defined terms and
conditions, pension provisions and personal insurance), lack of employment protection, no right
to appeal against unfair dismissal, etc.

It seems that few employers in developed countries take an active interest in the physical health
of their employees, and even less attention is paid to mental health issues for workers in high-
risk positions. Jobs with both high demand and low control are associated with elevated health
risk. A recent study in Canada found that public servants had the poorest health, longer hours and
heavier workloads. Female public servants, especially those in clerical and administrative jobs,
are the most likely to consult physicians. The Society for Human Resource Management has
found that alternative work arrangements, leave for school functions, telecommuting, and
compressed workweeks are the best strategies for managing worker illness and absence.
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Women carry a noticeably higher care burden for both children and aging parents. A
combination of workload and elder care can be particularly heavy. A recent study by the Public
Health Agency of Canada found that stress and illness related to work and elder care add an extra
$11 billion annually to health system costs.

A recent study found that rates of overweight and obesity among Canadian adults have more
than doubled in the past two decades. While the Canadian Government cancelled the
Participation program in 2001, some American state governments have started worker-fitness
campaigns, emphasizing healthy menu choices at work meetings, conferences, and training
sessions; posting healthy eating messages in cafeterias and break rooms; and encouraging
employees to exercise, including a 30-minute “exercise release policy”.

Implications

e Job insecurity can influence the employer-employee relationship, by reducing productivity
levels through lowered workplace motivation and satisfaction.

Current and Future Needs

ISSUE: Working Conditions
Trends

o Fewer employees report problems with regard to working conditions, health and safety risks; but more
report problems with tight deadlines and pressure to work ever faster.

e Those working long hours or at an intense pace report a greater number of stress-related health
problems and greater difficulty in reconciling work and family life.

e Perceptions of employment insecurity are on the rise, but remain below levels observed in other
countries of the Organization for Economic Co-operation and Development. A larger proportion of
women feel insecure, possibly because they are more exposed to unemployment and
underemployment.

Future Needs

e Optimization of job satisfaction and working conditions would help the Public Service strengthen its
reputation as an employer, and position itself to compete for new talent.

¢ Investment in workplace counselling, mental health, and stress reduction, may become more
important.

Related issues in other sections

Population: The Situation of Women

Economy and Labour Market: A Changing Labour Market

Science and Technology: Computerization of Work and On-line Learning and Development Tools
Public Service Workforce: More Demand for Alternative Working Arrangements
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Social Inequity and Access to Education

The incidence and severity of poverty increased in the 1990’s. In fact, the proportion of
Canadians below the poverty line is now higher than it was before the 1989 recession, and the
gap between their average income and the poverty threshold has been increasing. Moreover,
workers who entered the workforce in the 1990s typically saw their earnings erode after
adjustment for inflation. Young workers and recent immigrants seem to have been hit the
hardest. In the spring 2004, the Canadian Labour Congress noted that 16.2% of women and
11.2% of men aged 25-54 working in Canada were earning less than $10/hour. These individuals
remain at extreme risk of falling into poverty if they become ill, are asked to work part-time or
get laid-off.

Designated EE group members are more likely to be poor than the rest of the population and the
gap can be substantial. Aboriginal peoples and visible minorities, for example, are more than
twice as likely to live in poverty, and three times as likely to be unemployed, as the average
Canadian. The issue is not purely economic and translates, for example, into higher incarceration
rates and increased difficulty achieving desired education levels.

Education is the single most important decision individuals can make in terms of their economic
security, and results in an 85% income differential between those with a bachelor’s degree and
those without. Recent trends show that education levels are on the rise in Canada. Canadians are
attending university in record numbers and those with post-secondary credentials (including
university, college or trade school) now comprise more than 50% of the working-age population.
Canada ranks fourth among countries of the Organisation for Economic Co-operation and
Development with regard to its proportion of university graduates, and it actually ranks first
when college credentials are taken into account.

However, post-secondary education has become a heavy financial undertaking in the last two
decades. Ontario students, for example, have seen tuition rates rise 137% in the past decade, with
tuition now averaging $4,923 for one year of undergraduate study. Graduate-level class costs and
other fees have also risen sharply in the past decade. Students who graduated in 2000 from a
standard four-year undergraduate program carrying student loan debt (56% of students) owed an
average of $21,200. This represents an increase of roughly 300% from 1984, while the cost of
living rose only 73% in the same period. As a result, only a third of children from households
earning less than $55,000 annually attend university.

Looking ahead, the challenge of maintaining educational access is not solely economic. For
example, retirement trends pressuring governments and business will also affect educational
institutions.
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Implications
e On average, recent graduates recruited into the Public Service will carry higher levels of
student-loan debt, and thus may be less attracted to short-term positions.

Current and Future Needs

ISSUE: Social Inequity and Access to Education

Trends

e The incidence and severity of poverty increased in the 1990’s.

e Designated group members are more likely than the rest of the population to be poor.

e Poverty translates into social issues such as higher incarceration rates and increased difficulty
achieving desired education levels.

e There is an 85% income differential between those with a bachelor's degree and those without.
e Education levels are on the rise in Canada.

e Canada ranks fourth among Organization for Economic Co-operation and Development countries with
regard to the proportion of university educated workers, and first when college credentials are
included.

e Post-secondary education is becoming more expensive. In 2000, graduates of a four-year
undergraduate program carrying student loan debt owed nearly three times as much as graduates
two decades earlier.

¢ Only a third of children from households earning less than $55,000 annually attend university.
e The retirement trends pressuring governments and business will also affect teaching.

FUTURE NEEDS

e The Public Service needs to be able to compete with other employers for the talents of recent
graduates.

Related issues in other sections

Population: An Increasingly Diverse Society

Population: A Younger Population of Aboriginal Peoples

Population: Persons with Disabilities

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Economy and Labour Market: Labour Relations

Science and Technology: Digital Divide

Public Service Workforce: Increasing Employment Equity Expectations

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21% Century Global Economy
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Security and Crime

National security has become a major political preoccupation in recent years, on account of
terrorist attacks in many parts of the world, continued violence in Afghanistan and Iraq,
presidential elections in the United States, etc. Since September 2001, Canada has spent roughly
$8.3 billion on security measures, and last April it issued its first comprehensive statement on
national security. These initiatives have received a poor response from Canadians, with only
12% thinking that Canada could be a terrorist target, and only 49% trusting the Government to
achieve a proper balance between security and civil liberties.

Key measures outlined in the National Security Policy included budgetary increases of 30% for
the Canadian Security Intelligence Service, and 25% for the Communications Security
Establishment. Additional resources were also committed to the Financial Transactions and
Report Analysis Centre of Canada, the Canada Border Services Agency and Transport Canada to
bolster security and intelligence capacity. An Integrated Threat Assessment Centre was created,
with input from the Canadian Security Intelligence Service, the Royal Canadian Mounted Police,
the Communications Security Establishment, the Department of National Defence, Foreign
Affairs, Transport Canada and others — to report directly to a new National Security Advisor to
the Prime Minister. Additional funding included $308 million for marine security, $100 million
for a Royal Canadian Mounted Police fingerprint database linked with borders and airports, and
$85 million for the Department of National Defence to prevent cyber-attacks.

For the immediate future, a growing share of the Public Service may require higher levels of
security clearance, monitoring and oversight. In 2000-01, the Canadian Security Intelligence
Service processed almost 37, 000 security clearances for government workers. Top-secret
clearances can take four months or more to process.

Implications

e To the extent that more current or new employees of the Public Service require increased
security levels, it may take longer to finalize recruitment actions.

Current and Future Nee

ISSUE: Security and Crime

Trends

o National security remains a high-profile issue.

e Since September 2001, Canada has spent roughly $8.3 billion on security measures.
e In April 2004, Canada issued its first comprehensive national security statement.

e Only 12% of Canadians feel that Canada could be a terrorism target, and only 49% trust the
Government to balance security and civil liberties.
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e Several key structural and expenditure measures began under the National Security Policy.
e Current Needs

o For the immediate future, a growing share of Public Servants may require security clearance,
monitoring and oversight.

e Rigorous contingency and disaster planning is a workplace safety and security issue.

e Citizenship and Immigration Canada and the Canadian Border Security Agency will require additional
human resources to deal with new biometric technologies and expanded security responsibilities.

Future Needs
e Emphasis on recruitment and capacity building for defence, diplomacy, and development.

e Close monitoring of the Communications Security Establishment development of data security
standards, to ensure compliance of HR and government personnel data.

Related issues in other sections

Science and Technology: Security, Confidentiality and Privacy

Politics and Governance: Closer Economic, Security and Military Alignment of Canada and the
United States

Business and Human Resources Management Goals of the Government: Supporting
Government’s Commitments

4. Science and Technology

Main Issues

As a workplace, the Public Service is highly computerized and the Government On-Line initiative
puts Canada at the forefront of e-government development.

E-learning provides opportunities for improved delivery of learning at lower cost.

Securing computer networks and computerized information is as critical as ever, given the
increasing sophistication of cyber-criminality and our increasing dependence on computer
systems.

Uneven access to technology could have an impact on employment equity designated groups.

Science and technology should be viewed in the general context of an ongoing shift to a
knowledge-based economy, that links economic growth to major technological change. Hence,
federal science and technology initiatives are part of a changing world, and the pace of this
change is accelerating worldwide. The scientific components of public policy are increasing and
sweeping across departments and national boundaries.
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In February 2002, the federal government launched a 10-year innovation strategy aimed at
moving Canada to the front ranks of the world’s most innovative countries. Through
collaboration with other levels of government and other stakeholders, the strategy calls for
developing and applying the path-breaking technologies of the 21* century; creating and
commercializing new knowledge; promoting continuous learning; training skilled workers;
ensuring a strong and competitive business environment; and strengthening the social economy.

New forms of service delivery are quickly becoming an integral part of the federal government’s
commitment to provide the best service possible to Canadians in their medium of choice.
Governments are increasingly using the Internet to disseminate information and provide services
to citizens. The Government-on-Line Advisory Panel (GOLAP) has committed to addressing
related issues, and providing its findings to the President of the Treasury Board. The Internet and
computerization of services have reduced the need for some human resources functions,
generating cost-savings in certain areas, and allowing for the reallocation of resources. Although
technology can reduce HR needs in some areas, it also leads to demand in other occupational
groups (e.g. the CS group), reflecting a shift in expertise required. Such developments require
government to adapt in order to keep up with the evolution of a dynamic economy.

The federal government’s workplace has been significantly altered by information and
communication technologies. In 2002, most federal and provincial government institutions were
using personal computers and the Internet. The computerization of work has necessitated
providing employees with on-line learning and development tools. Although e-learning is more
cost-effective than traditional methods, implementation has been slow and requires better
marketing to employees and managers.

Computer technologies are having a deep impact on various aspects of human resources
management. Electronic job searches have become the norm for the younger and more educated
segments of society, leading to the emergence and strengthening of e-recruitment, e-labour
market, e-HR, and employee self service. These innovations have modified the way human
resources professionals, managers and current or prospective employees interact with one
another, and how certain human resources operations are carried out. These advances in human
resources management technologies help ensure that the right people are appointed to the right
jobs, at the right time, and that information dissemination and protection, training and learning
become more available and efficient.

The computerization of human resources activities raises challenges of its own. For example,
e-recruitment may make hiring activities faster and cheaper than traditional advertising
alternatives, but it also yields larger numbers of applicants. When the number of applicants is too
large for manual processing, it may be necessary to automate at least part of the screening
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process. Such automation must strike a balance between reducing the number of candidates
marked for further testing, and ensuring that the quality of the screening process is maintained
and the best applicants retained.

Development of information technology also raises questions about security, confidentiality and
privacy. Cyber-crime could affect the federal government’s computerized human resources
system, disturbing work or resulting in leaks of personal or sensitive information. Smaller
departments may find it difficult to gather the financial and technical support needed to tackle
such situations.

The arrival of the Internet and spread of information and communications technologies (ICT)
have sparked research in new areas. The “digital divide” is one such field, commonly understood
as the gap between the ‘haves’ and “have-nots’ relative to information and communications
technologies. The expression “digital divide” includes factors such as access to infrastructure,
information and communications technologies, and impediments to their use. These factors
determine the technological literacy and skills of individuals and groups, influencing their ability
to position themselves in the labour market and achieve economic well’being. Recent studies
have found that the digital divide is sizeable but closing. Nevertheless, Canadians who are
technological have-nots continue to be disadvantaged. Furthermore, as designated group
members tend to be over-represented among the “have-nots”, the digital divide has implications
for employment equity.

Internet-based Service Delivery and Computerization of Services

Governments are increasingly using the Internet to disseminate information and provide services
to citizens. Canada ranked first for the fourth year in a row in terms of e-government maturity. In
the context of its Government-On-Line initiative, the Government intends to put the most
frequently used services on-line by 2005. Most of these will be integrated, in line with the
enterprise-wide, or “whole-of-government” approach being taken by government to the design
and delivery of on-line services. The Government On-Line Advisory Panel (GOLAP) was
established in September 2001 to advise the President of the Treasury Board on a wide range of
issues related to this objective.

According to an Ipsos-Reid study, eight and a half million Canadians have used the Internet to
search for a job. In fact, e-job searches are now the norm for younger and better-educated

segments of society. E-recruitment, E-labour market, E-HR, and employee self-service, are all
attempts to ensure the technological advances are utilized to attract knowledge-based workers.
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Implications

The computerization and integration of operations and services on-line may affect the
number of human resources professionals required and the qualifications that they will need.

The computerization and integration of services may reduce costs and save time, permitting
the reallocation of resources to more strategic information-management activities.

E-recruitment can provide a cheaper, faster and more efficient way to recruit talent.
However, E-recruitment increases the competition for both employers and job searchers. In a
time of labour shortages, the e-labour market shifts power to the job seeker.

The E-labour market may make it harder to retain good employees by increasing access to
employment opportunities elsewhere.

E-recruitment broadens the access of Canadians to Public Service employment opportunities,
by making information more widely available and making it easier to hold national
competitions.

Manual screening of applicants is not suited to handling the large number of candidates that
can be generated through e-recruitment and on-line postings.

E-HR permits employee self-service, potentially reducing, or at least modifying, the
workload of human resources professionals.

Current and Future Needs

ISSUE: Internet Based Service Delivery and Computerization of Services
Trends

In the first year of its introduction, electronic tax filing was used for 3.7% of personal tax returns; 5
years later, the e-filing rate reached 43%.

Governments increasingly use the Internet to disseminate information and provide services.
Canada has ranked first for the fourth consecutive year in terms of e-government maturity.

Use of electronic and automated human resources functions and tools is increasing. More than eight
million Canadians have used the Internet to search for a job.

Future Needs

Monitor technological innovations to ensure that human resources management is positioned to take
full advantage of them.

Issues regarding the technological training of human resources professionals need to be identified and
addressed.
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Related issues in other sections

Public Service Workforce: A Human Resources Community Faced with Multiple Challenges

Computerization of Work and On-line Learning and Development Tools

The workplace has been significantly altered by information and communications technologies.
Use of personal computers and the Internet extends to practically all organizations of the federal
and provincial governments, and 95% of them had an official website as of 2002. Moreover,
90% of their employees had access to computers, 88% to e-mail and 85% to the Internet.

The rise of information and communications technologies in the workplace has altered how
people work, where they work, how much they work and their interaction with colleagues and
clients. For example, the increased capacity to access work-stations through the Internet blurs the
distinction between home and the workplace; the use of e-mail software tends to reduced face-to-
face communication; computerization of services changes the nature of the work done by some
employees; etc.

The computerization of work has brought on-line learning and other developmental tools for
employees. Both private and public sectors rely increasingly on computerized learning, building
on its main advantages: the ability to provide just-in-time workplace learning; greater employee
control over the learning process; and improvement in the effectiveness of workplace learning. In
addition, e-learning tends to be more cost-effective than traditional classroom-based learning,
allowing savings in training budgets.

However, the implementation of e-learning also brings challenges. In addition to the time and
expense required to develop and implement an electronic learning program, it may also be
necessary to sell e-learning to managers and employees. As it radically changes the context and
structure of learning, it may be necessary to reach out to those who could most benefit from
e-learning and show them the advantages of such programs.

Implications

e The computerization of work has implications for human resources management, both in the
skills sets and the knowledge that employee’s require, and in the training required to develop
employee technological skills.

e Information and communications technologies cut both ways with regard to achieving work-
life balance. While facilitating working arrangements such as telework, they also allow extra
work to be brought home by employees. In fact, trends suggest that the more time people
spend using the Internet, the more time they spend working either at home or at the office.
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e Computerization of work also frees human resources from performing some administrative
and process-related functions.

Current and Future Needs

ISSUE: Computerization of Work and On-line Learning and Development Tools
Trends

e Nearly all-federal and provincial government employees use personal computers; 90% have access to
computers, 88% to email, and 85% to the Internet.

¢ Organisations increasingly use on-line learning and development, and centralize their learning tools at
learning portals.

¢ While computerization facilitates teleworking, it also blurs the distinction between workplace and home,
sometimes resulting in longer hours of work.
Future Needs

e The marketing of e-learning to employees and managers may be necessary to optimize their use of e-
learning programs and maximize return on investment.

Related issues in other sections

Society and Culture: Working Conditions
Public Service Workforce: More Demand for Alternative Working Arrangements

Security, Confidentiality and Privacy

Given the potential security threat of cyber-crime/terrorism, information technology (IT) security
infrastructure has improved rapidly. Privacy concerns have also increased, sparking debate over
the meaning and intent of privacy in a changing political environment. Increased security threats
may have led to some tolerance of broader investigatory powers by government. However,
public and judicial opinions still support rigorous defence of the Charter of Rights and Freedoms.

One recent controversy about government services and civil rights has been the collection and
processing of Canadians’ personal data by private companies. Alternate service delivery, or
outsourcing, has raised privacy and security concerns in the past. Announcements in the summer
of 2004 that Statistics Canada planned to contract Lockheed Martin to process elements of the
2006 Census raised serious concerns. Criticisms mounted over another high-profile case in
British Columbia when the provincial government signed a ten-year, multi-million dollar
outsourcing contract with MAXIMUS, a health administration company. The company will hold
the medical and pharmacy data of all British Columbia residents. Because Maximus is an
American corporation, and subject to the United States Patriot Act, this data will be open to full
scrutiny by foreign intelligence and law enforcement officials. Similar concerns are now being
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expressed over other software providers such as PeopleSoft and Oracle (the corporation seeking
its acquisition) bring subject to the same legislation.

As the single largest employer, ensuring legitimate access to citizens’ personal data is incumbent
upon the Government of Canada. Full adoption of the Personal Information Protection and
Electronic Documents Act in 2004, which covers all government employee records, requires
“limited use” and “’consent” security safeguarding. As Treasury Board security policy states,
“Departments are responsible under the Canada Labour Code, Part 11, and under Treasury Board
policy for the health and safety of employees at work.” In addition, the Public Service must
assure the protection of Canadians’ well-being, security and privacy.

Implications

e As human resources activities are increasingly computerized and automated, they are
vulnerable to disruption, misuse or theft resulting from computer-based criminality (i.e.
hacking of systems, spreading of computer viruses, cyber-crime, etc.).

e Data on applicants and employees requires protection against unauthorized access.
e Smaller organizations may be less well resourced to ensure computer security.

e Protection of information held by the government, whether on the Canadian population or
public servants, is less certain given the Patriot Act by the United States. Disclosure of
personal data could confirm existing mistrust of Canadians in the capacity for government to
handle their information, and affect buy-in with regard to future government on-line
initiatives.

Current and Future Needs

ISSUE: Security, Confidentiality and Privacy

Trends

¢ Criminals are increasingly using the Internet to commit crimes including identity theft.

e Computer viruses and worms continue to increase in number and complexity.

¢ Confidential information is increasingly being stored electronically and transmitted on-line.
e Corporate security is rising along with attacks on information.

¢ Protection of personal information has gained a higher profile in recent years.

Future Needs

e Proper levels of protection and security need to be maintained on data held by the government,
including human resources data.
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Related issues in other sections

Society and Culture: Security and Crime
Politics and Governance: Closer Economic, Security and Military Alignment of Canada and the United
States

Digital Divide

Rapid Internet adoption, an expanding user base, and more computerization in homes and
workplaces, have given an edge to individuals with the knowledge and skills to use technology.
This heightens concern about inequities in technological access and needed development in
valuable skills and knowledge. The “digital divide” separates ‘haves’ and “have-nots’ with
respect to information and communications technologies (ICT). Issues for certain communities
include infrastructure requirements and impediments to the use of technologies. Individuals
lacking access to ICT, or falling behind in skills development, are disadvantaged in accessing
government services and the labour market. Potential employers require certain skills, though
many potential employees cannot access e-recruitment sites. It is estimated that since the 1990s,
1.8 million jobs were created for highly educated people, while a million jobs requiring only a
high school diploma disappeared. In the coming years, over 70% of all new jobs created in
Canada are expected to require post-secondary education.

Males, young people, as well as better-educated and higher income groups, account for a
disproportionate share of the “connected” population. Men use the Internet more than women in
all countries for which data are available. “Connected” individuals are more likely to own a
computer, have home Internet access, make more frequent and diversified use of technology, and
have better digital skills.

Progress is being made, and the digital divide seems to be closing. Middle-income groups in
general, and upper-middle-income groups in particular, have been catching up with the high-
income group. Unfortunately, the gap between the lowest and the highest income groups is
widening. The over-representation of designated group among poorer Canadians could have
implications for employment equity, particularly with regard to future e-recruitment initiatives.

Implications

e Sole reliance on the Internet for recruitment purposes would introduce inequities in access to
Public Service employment, putting segments of the population at a disadvantage, including
a potentially disproportionate number of employment equity designated group members.

e Similarly, not all Canadians can easily access on-line government information and services.
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e Assome Canadians have limited experience with computers, the Internet and Web-based
services, extra attention may need to be paid to the design of Web sites for government
services and public assistance programs.

Current and Future Need

ISSUE: Digital Divide
Trends

¢ 1.8 million jobs for highly educated people have been created since 1990. One million jobs for people
with only a high school diploma have been lost in the last decade.

e More than 70% of all new jobs created in Canada will require post-secondary education.

e Males, young people, the higher educated, and higher income groups tend to have better access to
technology, and better technological knowledge and skills.

e Men use the Internet more than women in all countries for which data are available.

Current Needs

e Examine the demographics of e-recruitment to ensure that employment equity designated groups are
not disadvantaged.

Future Needs

e Computerization of governmental services needs to take into account the digital divide.

Related issues in other sections

Population: The Situation of Women

Population: An Increasingly Diverse Society

Population: A Younger Population of Aboriginal Peoples

Population: Persons with Disabilities

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Society and Culture: Social Inequity and Access to Education

Public Service Workforce: Increasing Employment Equity Expectations

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21% Century Global Economy

Commitment to Research and Development

Global competition is intensifying and Canada trails in overall research and development (R &
D) spending as other countries are investing more and more heavily in R&D. In February 2002,
the federal government launched a 10-year innovation strategy, aimed at making Canada one of
the most innovative countries of the world. A number of long-term targets are to be achieved by
2010, including: ranking among the top five countries in the world in terms of R&D
performance; at least doubling the government’s current investments in R&D; and ranking
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among world leaders in the share of private sector sales attributable to innovations. Another
government goal is development of a highly skilled and talented labour force over the next five
years by increasing by 1 million the number of adults pursuing learning opportunities.

Federal government spending on science and technology was expected to surpass $8.5 billion in
fiscal year 2003-04, up 7% over the level forecasted for 2002/03. For every $100 spent on
science and technology that year, $64 was to be spent on R&D. About 53% of allocations to
R&D were to be spent within the Public Service on activities performed by the government.

The ageing of the workforce and declining birth rates, combined with a rising demand for high-
level skills in all sectors, may intensify competition for highly skilled workers, both within
Canada and internationally. This would make it particularly challenging for Canada to reach its
goal of becoming one of the top five countries for R&D performance by 2010. According to an
Industry Canada estimate, achieving this level of R&D would require more than double the
current number of researchers in the Canadian labour force.

The level and types of skills required by the economy change continuously, making it imperative
that workers and employers invest in continual skills development. Continuous skill upgrading
among workers is essential if Canada is to address this challenge and avoid experiencing severe
skill shortages in the coming years.

Ratio of Gross Expenditure in Research and Development to Gross Domestic Product
in Selected Countries of the OECD, 2000

Source: Sweden (1999)
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Implications
e Increasing investments in research and development may come at the expense of government
spending in other sectors.

e In order to become one of the most innovative economies in the world, Canada will need
strong managers who apply their knowledge of human resources management in the science
and technology field, and provide transformational leadership.

Current and Future Needs

ISSUE: Commitment to Research and Development
Trends

e Canada trails in overall R&D spending, but government investments are increasing both within the
Public Service and outside.

e The innovation strategy launched by the government in February 2002 supports substantially
increased investment in R&D.

e Federal government spending on science and technology was expected to surpass $8.5 hillion in fiscal
year 2003-04, up 7% over the level forecasted for 2002/03. For every $100 spent on science and
technology that year, $64 was to be spent on R&D.

o Ageing of the workforce and declining birth rates, combined with a rising demand for high-level skills in
all sectors may result in intensified competition for highly skilled workers, both within Canada and
internationally.

e Continual change in the level and types of skills required by the economy implies that workers and
employers must invest in continuous learning and skills development.
Future Needs

e Support the training needs of employees and managers in tandem with changes in science and
technology.

o Target the recruitment of young science & technology workers while they are still students and
research trainees, and encourage and fund the staffing of post-doctoral scientists.

Related issues in other sections

Population: Population Ageing

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-based
Economy

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21% Century Global Economy

Business and Human Resources Management Goals of the Government: Supporting Government’s
Commitment
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5. Environment

Main Issues

Potential long-term consequences of environmental degradation for practically all facets of
Canadian society are significant.

The Government remains committed to safeguarding the environment, but recent reviews of its
performance have been unfavourable.

Environmental changes could have far-reaching consequences for many aspects of Canadian
society, including the economy, health, mobility, international reputation, and even culture and
values. However, establishing policies and practices to counter environmental deterioration can
clash with other interests and priorities.

In the long-term, the potential consequences of climatic change, and other forms of
environmental deterioration could have a major impact on Canadians. Possible effects include
more frequent and longer smog and heat waves, depletion of fish stocks, reduction of freshwater
supplies, and higher risks of contracting infectious diseases through the spreading of insects and
rodents across broader regions. These and other environmental problems would adversely affect
the health and economic well-being of Canadians, and could trigger changes to values, culture,
the movement of people to and within Canada, etc. Addressing these concerns will require
appropriate departments and agencies to determine what business and human resources decisions
can be made in the short term to facilitate a proper handling of problems in the future.

In the short-term, the Government has renewed its commitment to safeguarding the environment
and supporting sustainable development. The announcements made in both Speeches from the
Throne in 2004 are having an impact on government activities and may require adjustments with
regard to the skills of the workforce. These announcements came at a time when Canada’s
handling of the environment was being criticized.

Impact of Long-term Environmental Issues on Government’s Business and
Workforce Requirements

In the long term, environmental changes may have a significant impact on government priorities
and activities. As freshwater supplies diminish around the world, ownership and management of
Canada’s supply of freshwater is likely to become more and more important. In particular, the
gradual drying up of water supplies in the United States could result in increased political
pressures on the Canadian government to facilitate the flow of fresh water to the south.
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Many environmental changes are likely to have an adverse impact on health. These include
increases in the frequency and duration of smog and heat waves, deterioration of air and water
quality, and changes to the geographic distribution of fauna (e.g. broader range of mosquitoes
and rodents propagating illnesses such as the West Nile virus and hantavirus) and flora (e.g. a
broader range of allergenic plants). Such changes are expected to translate into an increase in
deaths and illnesses from respiratory and cardiovascular diseases, asthma, allergic reactions,
cancer, heath stroke, infectious diseases, etc. Elderly people are especially vulnerable to such
health risks.

Obviously, departments and agencies with a mandate directly related to the environment are
more involved in the management of environmental changes. For example, changes in marine
ecosystems, including associated impacts on fish stocks, would directly concern the Department
of Fisheries and Oceans. Similarly, the emergence of patterns of drought or flood affecting
agriculture would have an impact on activities at Agriculture and Agri-food Canada;
Environment and Parks Canada would be affected by the depletion of terrestrial and marine
ecosystems; Health Canada would be affected by a rise in environment-related illnesses; etc.

The impact of environmental change on Public Service activities may take various forms:
changing workload of skilled scientists (chemists, biologists, climatologists, engineers, etc.);
changing workload of regulatory and inspection specialists (food inspection, pollution
inspection, wildlife protection); changing delivery of services to the public (fishing licences,
agronomic support to farmers, etc.).

Impacts would not be restricted to environment-oriented organizations. Departments and
agencies dealing with immigration and security may be faced with increased workloads if
environmental changes abroad force individuals to seek “ecological refuge” in Canada. Low
coastal plains of developing countries may be particularly exposed to this risk, as they are more
vulnerable to an increase in the frequency and strength of storms and hurricanes in the short term
and to a rise in sea levels in the long term.

Because of its potential economic consequences, environmental change may also have an
indirect impact on departments and agencies that are concerned with the economy, industry or
technology (e.g. supporting the development and commercialization of technological innovations
aimed at addressing environmental concerns; developing, negotiating and enforcing new
pollution-control standards; supporting sectors of the economy adversely affected by
environmental changes; etc.).
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Implications

e Addressing environmental issues provides an opportunity to develop world-class know-how
and expertise with regard to the handling of such issues, as well as, an opportunity to enhance
collaboration and partnership with other countries, other levels of government within
Canada, and the private sector.

e In the mid-term, environmental illnesses may pose a greater risk to an ageing Public Service.

¢ In the long-term, an inflow of “ecological refugees” from developing countries could affect
the employment equity make-up of the Canadian labour force, and have to be reflected in the
proportion of visible minorities employed by the government.

Current and Future Needs

ISSUE: Impact of Long-term Environmental Issues on Government’s Business and Workforce
Requirements

Trends

o Potential long-term effects of environmental change are far reaching and could affect most aspects of
Canadian society.

Future Needs

e Departments affected by long-term environmental changes need to assess their future requirements
with regard to skills and knowledge.

Related issues in other sections

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21* Century Global Economy

Commitment of the Government To Preserve the Environment and Support
Sustainable Development

Both Speeches from the Throne delivered in 2004 underlined the commitment of the
Government to safeguarding the environment and dealing with environmental issues. This
renewed commitment revolved around four points:

1. The Government’s commitment to the Kyoto Accord will be respected and implemented in
partnership with provincial and territorial governments and other stakeholders.

2. The private and public sectors will work together to improve commercialization of
environmental technologies;
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3. The government will review its decision-making processes to ensure decisions are consistent
with the requirements of sustainable development. This implies finding ways of responding
to current needs that will not impair the capacity of future generations to respond to their own
needs;

4. Specific activities aimed directly at safeguarding the environment will be implemented, such
as:

- Consolidating environmental assessments,

- Implementing an environment-friendly policy to guide government’s purchases,

- Strengthening the ecological integrity of national parks, and,

- Developing an Ocean Action Plan aimed at better managing and protecting marine
resources and environments.

The government will also continue to address environmental concerns through international
collaboration on research and preservation initiatives.

Recent reviews of Canada’s environmental protection performance have been less than
satisfactory. A report by the Environment Commissioner pointed out many shortcomings in the
handling of environmental issues by federal departments. The report underlines a lack of
commitment and preparedness within the Public Service, noting that government directives were
not implemented and required action was not being taken. For example, it appears that
departments do not follow a Cabinet directive requiring them to assess the environmental
consequences of their policies, even though the directive was issued 14 years ago. As a result of
such shortcomings, Canada was ranked 16" by the Organization for Economic Cooperation and
Development in its 2003 appraisal of the environmental performance of countries, down from
12" place a year earlier. Former environment minister David Anderson has also questioned the
Government’s performance in past years. Statistics Canada reported recently that in spite of
efforts to improve energy efficiency, emission of greenhouse gases rose by more than 18%
between 1990 and 2001, as did energy consumption. These reviews put additional pressure on
the Government.
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Estimated and Forecasted Emission of Greenhouse Gases, 1990 to 2012
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Implications

e Departments affected by specific activities identified in recent Throne speeches need to
ensure that they have the right skills to do their work, including a capacity to develop
environmental assessment standards.

e Pressure on departments to live up to government’s commitments and to abide by its
decisions may increase (e.g. need to integrate environmental concerns into decision-making
processes).

Current and Future Needs

ISSUE: Commitment of the Government to Preserving the Environment and Supporting
Sustainable Development

Trends

e The two Speeches from the Throne delivered in 2004 underlined the Government’'s commitment to
safeguarding the environment.

e Recent reviews of Canada’s environmental protection performance have been less than satisfactory.

Current Needs

o Departments and agencies need to ensure that they have the skill mix required to carry out the
activities outlined in Speeches from the Throne.
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Related issues in other sections

Politics and Governance: Commitment of the Government to Public-Private Partnerships (P3)

Business and Human Resources Management Goals of the Government: Positioning Canada in the
21% Century Global Economy

6. Politics and Governance

Main Issues

The minority status of the current government creates some uncertainty as to government goals and
priorities, but may foster increased collaboration with stakeholders.

More frequent use of Public-Private Partnerships would modify the way government relates to the
private sector and have an impact on the Public Service, in terms of employee numbers and required
qualifications.

The manner in which the Government chooses to carry out its mandate and interact with the
Canadian population bears directly upon the Public Service, influencing the nature of the work
being done and the mix of skills required to carry it out. Relations with other governments inside
and outside the country also affect both government activities and workforce requirements.

Relationships between the federal government and the private sector will be modified by the
implementation of public-private partnerships. In the short term, this change may require a
reinforcement of the Public Service’s legal infrastructure, management framework, oversight
capacity, workforce skills, etc. A large-scale implementation of public-private partnerships may
also require adjustments to human resources planning in general, and to employment equity
planning and recruitment processes in particular.

Government relationships are likely to change over the coming years under pressure from both
internal and external factors.

Internally, the minority status of the current government will lead to new relations between
federal stakeholders (parties, committees, the Public Service, etc.), as well as with other levels of
government. Government priorities may fluctuate as new political partnerships are negotiated.
Additional flexibility and responsiveness in the Public Service will be required, particularly in
sectors dealing with matters of confidence, such as the budget and the Speech from the Throne.
Increased collaboration between federal and provincial public services may also arise.

Externally, a growing cross-border economic integration of provinces and states could pose new
problems for federal-provincial relations. Moreover, enhanced labour mobility across the border
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could affect labour supply in both Canada and the US. Locally, it may cause problems in those
fields where the US has a skills shortage and is more attractive than the Canadian labour market.
Conversely, it will create new opportunities for Canadian employers to recruit American workers
in those fields where Canada is more appealing.

The Government is addressing the democratic deficit issue through modifications to
parliamentary voting procedures. Among other solutions advanced in various forums, the review
of the electoral system is one that could have a deep impact on the Public Service. On the one
hand, a major modification of the electoral system could generate enormous work for certain
sectors (Elections Canada, Justice Canada, etc.). On the other hand, the implementation of a
system that would lead to more minority governments could perpetuate the current situation and
reinforce its impacts on the way government operates.

Working with a Minority Government

Because of its minority situation, the newly elected Government may change its modus operandi
to put more emphasis on consultation and consensus seeking, involving opposition parties as
well as other levels of government, the Senate, etc. The management of competing interests and
priorities in the preparation of crucial documents like budgets and Speeches from the Throne,
and closer collaboration with multiple stakeholders in the drafting of legislation are also likely to
characterize the way the government does business in the months or years to come.

Among other things, minority status is likely to affect the definition of the goals and priorities of
the Government. This could translate into changing priorities for the Public Service and delay
more difficult decisions. The impact of minority status is also likely to affect the character of
federal-provincial relations. This was clear in the recent intergovernmental meeting on health
care. It could well lead to increased emphasis on effective collaboration between the federal
Public Service and its provincial and territorial counterparts.

History demonstrates that minority governments can be extremely productive. For example, the
Pearson government of the 60’s was responsible for the adoption of universal Medicare, the
Canadian flag, Auto Pact and public pensions, among other things. Nevertheless, a minority
government is a balancing act where competing interests are balanced against one another. This
is not without risks, and some fear it will increase alienation in the West if government policies if
are influenced more by the left-leaning opposition parties (NDP, Bloc), than by the
Conservatives.

To complicate things, the Government must also contend with the Canadian public’s very
negative image of politics and politicians. According to an EKOS poll taken in April of 2003,
“more than 25% of Canadians think politicians are crooked and the ethical standards of
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politicians are lower than those of journalists, union leaders, lawyers and business executives, as
well as almost any other group in Canadian society.” This poor opinion of politics and
politicians, and the perception that the political system serves the interests of politicians rather
than those of their constituents, may help explain the dramatic reduction in voter turnout from
75.3% in 1988 to 60.5% in 2004.

Reform of the political system is seen as a way to reverse this downward trend, and calls for such
a reform have been fuelled by the scandal that followed the tabling of the Auditor General’s
report in the winter of 2002/03. As a first step, the Government tabled its Democratic Reform
Action Plan in February of 2004. Among other things, the plan addresses issues of ethics and
conflict of interests and provides deputies with more freedom on some votes. In addition, in
response to a change made in the speech from the throne in October of 2004, Parliament will
launch a study of electoral reform. Some feel that deep reform is necessary and potential
solutions advanced have included a reform of the senate involving the creation of a “triple-e”
institution (elected, equal and effective); the implementation of a fixed date for holding elections;
and the elimination of the “first-past-the-post” system through the introduction of some form of
proportional system. The latter is of particular interest in the current context, because it is more
likely than the current system to yield minority governments. A number of provinces have
already begun reforming their political system. In particular, British Columbia’s experience with
popular consultation through a Citizens’ Assembly has been presented as an alternative to senate
reform.

63



Voter Turnout at the Last Five Federal Elections, 1988 to 2004
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Implications

e The Government’s minority status could translate into a more conciliatory approach toward
other levels of government and stakeholders. Collaboration with the Public Service and other
levels of government may need to be reinforced.

e Negotiations with opposition parties may introduce uncertainty about government priorities,
requiring additional flexibility and responsiveness from the Public Service, particularly in
those sectors that deal with matters subject to confidence votes, such as the budget and the
Speech from the Throne.

e A major modification of the electoral system could generate enormous work for certain
sectors of the Public Service (Elections Canada, Justice Canada, etc.). Moreover, as
proportional voting is more likely to yield minority governments, the implementation of such
a system would result in more frequent repeats of the current situation, and have a long
lasting impact on the way government operates.
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Current and Future Needs

ISSUE: Having a Minority Government
Trends

¢ The new Government finds itself in a minority situation that affects its relationship with other levels of
government, and with stakeholders at the federal level.

e Canadians have a poor opinion of politics and politicians, and voter turnout rates have declined
steadily from 75.3% in 1988 to 60.5% in 2004.

e There are pressures to reform the political system.

Current Needs
e Cope with political uncertainty and changing priorities.
o Contribute to restoring the confidence of the Canadian public in the Public Service.

Related issues in other sections

Business and Human Resources Goals of the Government: Accountability, Trust and Financial
Management

Government Commitment to Public-Private Partnerships (P3)

The appointment by the new prime minister of a parliamentary secretary of Public-Private
Partnerships in December of 2003 underlines the importance attributed to such ventures by the
new Government. Under these partnerships, the public sector plays a role of oversight and
quality assessment, while the private sector looks after the delivery of the project or service.
Such partnerships are intended to take advantage of the respective strengths of the two sectors,
and each venture would be distinct in terms of its mix of Public/Private involvement and the
degree of risk allocated to each side. These projects tend to be long term (5 years or more) and
may involve the transfer of jobs from the public to the private sector.

The nature and scope of public-private partnerships is very broad. According to John McKay, the
newly appointed parliamentary secretary, the concept of public-private partnerships could be
applied to most government activities, with few exceptions (such as Justice, health care, heritage
sites). In the short-term, partnerships could be used to set up projects that would benefit from the
infrastructure fund. However, the scope of partnerships could be extended eventually to other
sectors and activities of the Public Service.

The implementation of public-private partnerships could affect the occupational mix of the
Public Service workforce, shifting it away from skills associated with service/product delivery




(operational, administrative support, some technical), to skills associated with oversight and
managerial functions.

It is interesting to note that, in parallel to these developments in Canada, outsourcing of human
resources functions is gaining momentum among various levels of government in the United
States. Processing of payroll and benefits, training, and recruitment, are among the main
activities currently being outsourced. Similar trends are also visible in the private sector.

Implications

e Public-private partnerships may result in Public Service job losses, as activities are
outsourced to the private sector. Some human resources operations are more at risk of being
outsourced than others. Job losses could have an impact on employer-union relations, as well
as employee morale. Attrition through retirement may provide some help in attenuating the
impact of job cuts.

e Depending on the extent to which they are implemented, these partnerships could modify the
occupational structure of the Public Service. Such modifications could require adjustments to
human resources planning, recruitment processes and employment equity planning.

e In the short term, the implementation of private-public partnerships may create challenges for
the legal, management and oversight components of the Public Service.

e Depending on its extent and the activities targeted, outsourcing of human resources activities
could potentially affect the capacity of the Public Service to conduct workforce and mobility
analyses. It would be crucial to retain access to the administrative files that support
outsourced activities whenever these files are required for analytical purposes (e.g. pay files,
compensation and benefits files, etc.).
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Current and Future Needs

ISSUE: Commitment of the Government to Public-Private Partnerships (P3)

Trends

e The Government shows a strong commitment to the development of public-private partnerships.
e Public-private partnerships could be applied to most government activities.

e The implementation of public-private partnerships could affect the occupational mix of the Public
Service workforce, shifting away from skills associated with service/product delivery (operational,
administrative support and some technical), toward skills associated with oversight and management
functions.

e OQutsourcing of human resources functions is gaining momentum among various levels of government
in the United States. Processing of payroll and benefits, training, and recruitment are among the main
activities being outsourced. Similar trends are evident in the private sector.

Current Needs
o Ensure that the Public Service has the skills and knowledge to implement public-private partnerships.

e Possible job losses or job outsourcing require sensitive handling.

Related issues in other sections

Economy and Labour Market: A Changing Labour Market

Environment: Commitment of the Government Toward Preserving the Environment and Supporting
Sustainable Development

Public Service Workforce: A Human Resources Community Faced with Multiple Challenges

Closer Economic, Security and Military Alignment of Canada and the United
States

A number of factors suggest a potential reinforcement of the alignment of Canadian economic,
security, and military activities with the United States. Following the events of September 11", a
score of initiatives brought the two countries closer with regard to anti-terrorism activities. More
recently, the priority attached by Paul Martin to Canada-US relations, and the growing consensus
among Canadian leaders on the need for the further economic, security and military integration
of Canada with the United States to secure access to American markets, reinforce the trend.

However, Canadians have mixed feelings on further integration with the United States. On the
one hand, there is very strong support for continued participation in the North American Free
Trade Agreement, although a majority of Canadians believe that the United States has benefited
most from the agreement. On the other hand, Canadians are very critical of American foreign
policy and wary of the impact of new security measures on business exchanges between the two
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countries. In addition, protectionism has been on the rise in the United States partly in reaction to
the outsourcing of jobs to foreign countries.

Implications

e Enhanced labour mobility across the border could affect labour supply on both. It may cause
problems locally in those fields where the US has a skills shortage and is more attractive than
Canada. Conversely it will create new opportunities for Canadian employers to recruit
American workers in fields where Canada is more appealing.

Current and Future Needs

ISSUE: Closer Economic, Security and Military Alignment of Canada and the United States
Trends

o The alignment of Canadian economic, security, and military activities with the United States, is being
reinforced through various initiatives and statements.

e Canadians strongly support continued participation in the North American Free Trade Agreement, but
are very critical of American foreign policy.

e Protectionism is on the rise in the United States.
Future Needs

¢ Increased security integration with the United States could require additional resources in certain
sectors of the Public Service.

Related issues in other sections

Society and Culture: Security and Crime
Science and Technology: Security, Confidentiality and Privacy
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I1l. Internal Scan of the Federal Public Service

1. Public Service Workforce

Main Issues

The ageing of the Public Service raises challenges with regard to knowledge transfer and operational
continuity, but it also creates an opportunity to bring in replacements that fit current and future Public
Service requirements.

Increases in the representation of most employment equity designated groups in the Canadian workforce
will need to be reflected in their representation within the Public Service.

Term employment is increasingly being used to begin a Public Service career.

More emphasis is being put on bilingualism and providing services in both official languages.

Demand for alternative working arrangements is likely to rise in the coming years in response to
demographic changes (older workforce, increased number of workers with eldercare responsibilities, etc.)
and strategic needs (to delay retirement of key workers).

The Human Resources community faces multiple challenges: expansion of role and responsibilities;
workload; and high vulnerability to the coming wave of retirements.

The size and composition of the Public Service workforce is constantly evolving in response to
internal demographic changes and external influences. These include workforce ageing (just as
the wider Canadian workforce ages), increasing representation of employment equity designated
groups in the Public Service (reflecting the increasing diversity of the Canadian population), and
changes to policies and regulations that shape both the composition of the workforce (e.g. the use
of contingent employment) and its mobility (e.g. changing linguistic requirements). Decisions
influencing workplace well-being, training and skills development also affect the ability of the
Public Service to attract and retain employees.

As more public servants near retirement, rejuvenation of the Public Service is increasingly
critical. The departure of older employees will provide an opportunity to hire new talented
employees with a profile fitting tomorrow’s professional, linguistic and representational needs.
While term positions have decreased significantly, approaching lows not seen since the 1990’s,
the extensive use of non-indeterminate employment to recruit indeterminate employees may
complicate hiring of talented employees.

The Public Service increased in size by 21% over the last five years, in part as more
indeterminate positions were created to implement the term conversion policy in 2003. In fact,
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indeterminate hiring has far exceeded departures over the last several years, providing a buffer
against future departures. Overall PS turnover rate is expected to reach approximately 5% in
each of the next 4 years (3-4% for retirements and 1% for all other reasons).

Federal Public Service Workforce by Employment type

180 000
Indeterminate

150 000 - /,//d

120 000 -
90 000 -
60 000 -
30 000 -
Term
0 Casual ‘
2000 2001 2002 2003 2004

Source: Public Service Human Resources Management Agency of Canada, Research Directorate

Current recruitment methods remain transaction-based, leading to delays and inefficiencies. In
addition, the current number of applicants, many very highly qualified, exceeds PS demand.
Retaining new employees will also be a major issue, emphasizing factors that facilitate new
recruitment, such as alternative working arrangements and career development planning.

Beyond the issue of replacing departing employees, Public Service renewal also requires
knowledge transfer from more experienced employees to younger co-workers. In order to extend
the period over which this can take place, it may be prudent to provide potential retirees with
alternatives to full retirement, such as workload or hours reduction, teleworking, etc. In fact,
innovative approaches that do not affect employee pensions may be needed. Management of the
coming retirements will require HR professionals to analyze their workforce to estimate, as
precisely as possible, the nature and magnitude of the challenges their organizations will face.

Changes affecting the roles and responsibilities of human resources professionals, and the issue
of their heavy workload, may make it more difficult to retain members of the human resources
community at a time when ageing of the workforce is further increasing their workload and a
larger proportion of them are becoming eligible to retire. In addition, recruitment and training of
human resources community members may have to be adjusted to reflect the need for new skill
sets. Because managers of the human resources community seem to be more receptive to
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alternative working arrangements, these could be used to prolong the employment of
experienced human resources professionals who are eligible to retire.

In the short term, the implementation of the new employment equity workforce availability
estimates will add to the workload of employment equity practitioners. Workforce analysis will
be need revision; potential changes to employment systems and employment equity plans are
also possible. In the longer term, the need to significantly increase the representation of visible
minorities may require the implementation of special initiatives. Moreover, increases in the
workforce availability of most designated groups may be taken as sign that, inside and outside
the Public Service, representation is regressing rather than improving. Retention of persons with
disabilities may also become an issue as more of them reach retirement eligibility and because of
the tendency of disabilities to become progressively more incapacitating.

The reinforcement of the delivery of bilingual services inside and outside the Public Service will
affect the management of official languages in the Public Service. As language training becomes
pro-active instead of reactive, demand for such training may increase, putting increased pressure
on training infrastructures. Additional financial and human resources could be required to
administer and pay for language training. Moreover, misunderstanding of official languages
policies may provoke negative reactions in the public and in Public Service, particularly where
employment mobility is adversely affected.

An Ageing Public Service Drawing Closer to Retirement

Ageing of the Public Service indeterminate workforce translates into a rise in the proportion of
employees eligible to retire without penalty. Eligible employees accounted for 6.4% of the
March 2004 workforce compared to 4.4% three years earlier. The size of this group is expected
to become even larger within 3 to 5 years from the reference date.

Although these levels of retirement eligibility do not precisely indicate the volume of retirements
to be expected in specific years, because most employees do not leave immediately upon
becoming eligible to retire, they do suggest a near-term acceleration of departures from the
Public Service. As persons with disabilities are older on average than the rest of the Public
Service, they may be affected by this trend sooner than their colleagues. Other designated
groups, and Aboriginal peoples in particular, are younger on average than the rest of the Public
service and should be less affected in the short term.

Fortunately, hiring of young employees in recent years has helped rejuvenate the Public Service.
In fact, the average age of the indeterminate workforce remained almost unchanged between
2001 and 2004 at about 45 years, and the average years of pensionable service has even
decreased from 16.1 years in 2001 to 15.3 years in 2004.
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Indeterminate Departure Rates
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Indicators of Ageing of the Public Service Workforce

Indicator March 2004  |March 2001
Proportion of the workforce eligible to retire immediately 6.4% 4.4%
Proportion of the workforce eligible to retire within 3 years 16.1% 13.1%
Proportion of the workforce eligible to retire within 5 years 33.5% 29.8%
Average age 45.1 45.0
Average years of pensionable service 15.3 16.1

Source: Information extracted from Incumbent files as of the last pay period of

March 2001 and 2004

Implications

e As more public servants near retirement, rejuvenation of the Public Service becomes ever
more critical. The departure of older employees provides an opportunity to hire new talented
employees that fit tomorrow’s skill, linguistic and representational requirements.

e Public Service renewal also requires the transfer of knowledge from older and more
experienced employees to their younger replacements. Offering employees eligible to retire
alternatives to full retirement such as alternative working arrangements, could buy time to
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complete knowledge transfers. Innovative approaches to retirement that do not affect
employees’ pensions may need to be developed to help meet this challenge.

The handling of the coming wave of retirements will require human resources professionals
to analyse their workforce to estimate, as closely as possible, the nature and magnitude of
challenge in their specific organization.

Current and Future Needs

ISSUE: An Ageing Public Service Drawing Closer to Retirement
Trends

e The proportion of employees eligible to retire without financial penalty rose from 4.4% in March 2001 to

6.4% in March 2004. Eligibility levels are expected to become higher.

The rise in the proportion of employees eligible to retire suggests an acceleration of departures from
the Public Service.

As persons with disabilities are older, on average, than the rest of the Public Service, they may be
affected sooner than their colleagues.

The recent hiring of younger employees kept the average age of the indeterminate workforce almost
unchanged between 2001 and 2004 at about 45 years, and to decreased the average years of
pensionable service from 16.1 years in 2001 to 15.3 years in 2004.

Current Needs

¢ Analyze the extent and nature of the coming retirement wave at departmental level.

Develop strategies to facilitate recruitment of new employees and foster their retention.

Replace departing employees, taking into account knowledge transfer and training.

Retain experienced employees by providing appealing alternatives to full retirement.

Ensure that knowledge is transferred to younger employees.

Integrate employment equity and official languages considerations into workforce renewal planning.

FUTURE NEEDS
e Monitor actual and planned departures, and adjust human resources plans and activities accordingly.

Related issues in other sections

Population: Population Ageing

Population: An Increasingly Diverse Society

Population: A Younger Population of Aboriginal Peoples

Population: Persons with Disabilities

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Society and Culture: Social Values and Ethics
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Increasing Employment Equity Expectations

The workforce availability estimates used to determine where members of employment equity
designated groups are under-represented in the Public Service workforce have been updated to
reflect 2001 census data. The new estimates show higher levels of availability for Aboriginal
peoples, visible minorities and women, thus raising expectations with regard to the proportion of
designated group members to be employed in the Public Service.

This is particularly problematic for visible minorities who were under-represented even before
availability estimates increased. As of March 2003, visible minorities accounted for 7.4% of the
Public Service workforce while their workforce availability was estimated at 8.7%. Under the
updated estimates, their availability now stands at 10.4%. Obviously, additional efforts will be
required to raise their workforce representation to their estimated availability. To make matters
worse, visible minorities tend to be over-represented among the dwindling term workforce.

Although the availability estimates of women and Aboriginal peoples have increased
substantially as a result of the revision, their overall representation within the Public Service is
higher than their revised availability estimate. Nevertheless, at a more detailed level of analysis,
by department or occupational group for example, the new availability figures may identify
under-representation problems where none were apparent before.

The most recent workforce availability estimate for persons with disabilities is clearly lower than
that observed previously, in part due to changes in data collection. As disability tends to increase
with age, population ageing should translate into higher disability levels in the Canadian
population. The nature and extent of the disabilities affects the representativeness of the Public
Service with regard to persons with disabilities, by influencing both their workforce availability
and their representation within the Public Service.

New Workforce Availability Estimates for Employment Equity Designated Groups

Designated Group

Previous workforce
availability estimates

New workforce
availability estimates

Workforce representation in
March 2003

Visible Minorities 8.7% 10.4% 7.4%
Aboriginal Peoples | 1.7% 2.5% 3.9%
Women 48.7% 52.2% 52.8%
Persons with 4.8% 3.6% 5.6%

Disabilities

Sources: Previous workforce availability estimates and workforce representation as of March
2003 were drawn from Treasury Board Secretariat’s Annual Report on Employment Equity for
fiscal year 2002-03, while the new workforce estimates were drawn from the 2003-04 Report.
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The new availability figures have been distributed to departments and agencies to enable them to
update their workforce analysis. Once the impact of the new figures has been determined,
departments will need to update their employment equity plans to address representation gaps.

Implications

e In the short term, the main implications for human resources management are:

— An increased workload for employment equity practitioners as the implementation of
the new employment equity workforce availability estimates will require a revision of
the workforce analysis and potentially of the employment systems review and
employment equity plan

— The increase in the workforce availability estimates of most designated groups may
trigger the perception that the Public Service is becoming less representative of the
Canadian population.

e In the mid-term and long-term:

— The deterioration of an already problematic situation with regard to visible minorities
may require the implementation of remedial initiatives.

— Retention of persons with disabilities may become an issue in the coming years as more
and more of them reach retirement eligibility.

Current and Future Needs

ISSUE: Increasing Employment Equity Expectations
Trends

o Estimates of workforce availability have increased for most designated group members: from 8.7% to
10.4% for visible minorities; from 1.7% to 2.5% for Aboriginal peoples; and from 48.7% to 52.2% for
women.

e The estimate for persons with disabilities has decreased from 4.8% to 3.6%.
Current Needs

o Departmental employment equity specialists need to revise their workforce analysis using the new
availability figures.

e Where warranted by the results of the revision of the workforce analysis, it may be necessary to
update the employment systems review and the employment equity plan.
Future Needs

e Public Service-wide initiatives may need to be implemented to improve the representation of visible
minorities.

e Department-specific employment equity programs may need to address under representation where
gaps have been identified.
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Related issues in other sections

Population: The Situation of Women

Population: An Increasingly Diverse Society

Population: A Younger Population of Aboriginal Peoples

Population: Persons with Disabilities

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-
Based Economy

Society and Culture: Social Inequity and Access to Education

Science and Technology: Digital Divide

Business and Human Resources Management Goals of the Government: Supporting
Government’s Commitment

Increased Use of Term Employment as a Point of Entry Into a Public Service
Career

The use of term employment provides departments and agencies with the flexibility to respond to
temporary needs and deal with budget variations. But while the use of term employment is
legitimate in itself, concerns have been raised with regard to the extent to which indeterminate
employees are first hired as terms rather than as indeterminate employees. Not only does this
adversely affect access to skilled candidates, but it also reduces access to candidates who belong
to an employment equity designated group. Moreover, until they become “permanent”, term
employees may be attracted to offers of more stable employment elsewhere, and leave the Public
Service.

The number of employees moving from term to indeterminate status has increased over the past
three years, reaching nearly 9,800 in 2003-04. While part of the increase in 2003-04 may result
from the implementation of the new policy on term employment, the fact remains that the
number of “term to indeterminate” appointments has increased by about 1,200 every year since
2000-01.

In 2003-04, only 31% of all new indeterminate employees were recruited from the general
public; the remaining 69% were appointed from the term workforce. This departs from the
pattern of the previous three years when external recruitment accounted for about 40% of all new
indeterminate employees.
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Source of New Indeterminate Employees Between 1999-00 and 2003-04

2003-04 | |
2002-03 |
2001-02 I |
2000-01 e |
1999-00 S |
O% 26% 46% 66% 86% 106%
ODrawn from the internal term population B Recruited from outside the PS
Sources: Public Service Commission’s databases a
http://extranet2.psc-cfp.gc.ca/statistics/index.jsp
Implications

e The recruitment of indeterminate employees from among term employees may jeopardize the
capacity of the Public Service to attract and retain talented employees.

Current and Future Needs

ISSUE: Increased Use of Term Employment to enter a Public Service Career
Trends

e The number of employees moving from term to indeterminate status has increased steadily over the
past three years.

e The use of term in place of indeterminate employment adversely affects access to skilled candidates,
reduces access to candidates who belong to an employment equity designated group, and increases
the risk of losing good prospects to other employers.

e In 2003-04, 69% of all new indeterminate employees were appointed from the term workforce,
compared to about 60% in the two previous years.
Future Needs

e Development of mid-term and long-term human resources plans that clarify recruitment, retention and
financing needs, and make more focussed use of term employment.

Related issues in other sections

Economy and Labour Market: A Changing Labour Market
Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-based
Economy
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Renewal of Official Languages Program

In March 2003, the Government launched a five-year plan to renew Official Languages in the
public service. The renewal effort includes a review of Official Languages policies, better
monitoring of results achieved, and funding to encourage innovative projects in federal
institutions. The intent was to improve service to the public in both English and French,
encourage the use of both languages in federal workplaces, and ensure the equitable
representation of both linguistic groups in the federal workforce.

English/French participation within the federal workforce now tends to be more or less reflective
of the Canadian population. Anglophones represent about 68% of the Public Service workforce
and 76% of the overall Canadian population; conversely, Francophones represent about 32% of
the Public Service workforce and 24% of the overall Canadian population. The higher proportion
of Francophones in the Public Service is largely influenced by the concentration of Public
Service positions in the National Capital Region, about two-thirds of which are bilingual, and by
the significantly higher rate of bilingualism observed among employees whose first official
language is French.

In 2004, more than half of Public Service positions required knowledge of English only, while
only 5% required knowledge of French only. Between 2001 and 2004, the proportion of
employees in bilingual positions grew from 34.2% to 36.6%, partly as the result of the increased
concentration of the Public Service workforce in the National Capital Region. Concurrently, the
share of bilingual positions in overall recruitment jumped from 20.6% in fiscal year 2000-01 to
27.4% in 2003-04.

Under the Official Languages policies issued by Treasury Board in April 2004, imperative
staffing must be used by April 2007 to fill positions at the EX 02 level and above.
Non-imperative staffing is possible for other levels and positions open to the public, but requires
written justification.

The new policies also emphasize pro-active language training as part of employee career
planning. Second official language learning and retention are to be integrated with other aspects
of an employee’s career development plan in order to ensure that employees achieve the level of
fluency required to permit uninterrupted career progression.

A study conducted in 2002 showed that public servants supported providing services to the
public in both official languages, but that most public servants did not understand the
geographical application of service and the language-of-work requirements, and believed that the
official languages program is applied the same way everywhere in Canada. Studies by the
Agency and by the Commissioner of Official Languages indicate that French is used less in the
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workplace than could be expected, and Francophone employees perceive that they are not able to
function fully in their language.

Implications

e As language training becomes pro-active instead of reactive, demand for such training is
likely to grow, thus increasing the need for funding and supporting infrastructure.

e In the short term, access to language training will have to be provided to employees called
upon to fill upper-level bilingual positions, which are staffed on an imperative basis.
Moreover, simultaneous commitments to employment equity and official languages will
require continuous monitoring and consultation with the communities affected.

e Misunderstanding of official languages policies may cause negative reactions from the public
and Public Service employees, particularly where mobility is adversely affected.

Current and Future Needs

ISSUE: Renewal of Official Languages Program
Trends

¢ In March 2003, the Government launched a five-year plan to renew Official Languages in the Public
Service, including a review of policies, better monitoring of results, and funding for innovative projects.

e Anglophones represent about 68% of the Public Service workforce and 76% of the overall Canadian
population; Francophones represent about 32% of the Public Service workforce and 24% of the overall
Canadian population.

¢ In 2004, more than half of Public Service positions required knowledge of English only, while only 5%
required a knowledge of French only.

e The proportion of employees occupying a bilingual position grew slightly from 34.2% to 36.6% between
2001 and 2004.

e The share of bilingual positions in overall recruitment jumped from 20.6% in fiscal year 2000 01 to
27.4% in 2003-04.

e Under the Official Languages policies introduced in April 2004, imperative staffing is the norm when
filling bilingual positions. By April 2007, imperative staffing will be mandatory for EX-02 level and above
and the use of non-imperative staffing at other levels must be justified in writing.

¢ Among employees who have been tested for their knowledge of the second official language, about
30% of those who declared English as their first official language were bilingual at the CBC level or
above, compared to nearly 90% of those who declared French their first official language.

¢ Bilingual positions are usually staffed with candidates who are already bilingual.

o Employment equity designated groups, other than women, tend to show a higher than average
proportion of employees who declared English their first official language.

Current Needs
e Language training needs to be integrated into career planning.
e The impact of linguistic requirements on the mobility of the existing workforce needs to be monitored.

Future Needs
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o Proper financial, human, and technical resources need to be allocated to respond to an expected
increase in the demand for language training.

e Recruitment may require adjustment to optimize the recruitment of candidates who are already
bilingual, including designated group members.

e Specific programs may be required to develop second-language skills among targeted subsets of the
Public Service, such as designated group members.

Related issues in other sections

Population: An Increasingly Diverse Society
Population: A Younger Population of Aboriginal Peoples
Population: Linguistic Composition

More Demand for Alternative Working Arrangements

Studies inside and outside of the Public Service have identified work-life balance as one of the
most important factors in determining employee satisfaction, which in turn affects employee
productivity and retentions. Alternative working arrangements facilitate the achievement of
work-life balance by allowing employees to modify their working schedule, go on some form of
leave, telework, benefit from on-site day-care facilities, pursue continuous education, etc.

A number of factors could lead to an increase in the demand for alternative working
arrangements in the coming years. First, younger workers seem to value work-life balance more
than those of preceding generations. Second, the proportion of employees who are faced with
eldercare responsibilities, sometimes coupled with childcare, is expected to increase. Third, the
ageing of the workforce may bring some employees to seek alternative working arrangements for
personal or health-related reasons. Some working arrangements could provide an alternative to
full retirement thus delaying departure and providing more opportunity to transfer knowledge
from more experienced workers to their younger replacements. Finally, changes in the nature of
work, including transition to a knowledge-based economy, mean that proportionally more jobs
will lend themselves to alternative working arrangements such as teleworking.

Among the many alternative working arrangements available in the Public Service, some come
at a cost for employees. Some of the costs are obvious (e.g. salary reduction resulting from
working part-time rather than full-time), others subtle (e.g. adjustment of leaves on a pro-rata
basis for part-time workers); some are even less obvious (e.g. adjustment of superannuation and
death benefits for part-time workers). In addition, alternative work arrangements may affect
employee career progression by removing them, partially or completely, from the workplace. As
women and Aboriginal peoples tend to be over-represented in alternative working arrangements,
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they may be at a disadvantage compared to the rest of their colleagues with regard to the pace
and reach of their career progression.

Implications

e Alternative working arrangements set up to provide an attractive alternative to full retirement
may facilitate retention of experienced employees, thus providing more time to transfer their
knowledge and allowing departments to benefit longer from their experience and
productivity.

e Such arrangement may also facilitate the hiring and retention of younger employees by
helping to establish work-life balance.

e The impact of alternative working arrangements on employee career development plans
should be considered.

Current and Future Needs

ISSUE: More Demand for Alternative Working Arrangements

Trends

o Work-life balance has been identified as driving determinant of employee satisfaction.

e Younger workers seem to value work-life balance more than those of older generations.

e A higher proportion of employees will face eldercare responsibilities, often in addition to caring for their
children.

o As the workforce ages, more employees may seek alternative working arrangements for personal or
health-related reasons.

e Transition to a knowledge-based economy is facilitating the use of alternative working arrangements.

e Some alternative working arrangements may adversely affect the career progression of employees
using them, especially more prevalent users like women and Aboriginal peoples.

Current Needs

¢ |Integrate alternative working arrangements into the development of human resources strategies and
customize them to achieve human resources goals such as fostering the recruitment and retention of
new employees, improving the retention of older employees, and facilitating the transfer of knowledge
from employees who are about to retire.

Future Needs
e Anincrease in demand for alternative working arrangements may require additional investments in the
development of new policies or the updating of existing ones.

e Assess and monitor the impact of alternative working arrangements on career progression, particularly
for employment equity designated group members.
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Related issues in other sections

Population: Population Ageing

Population: The Situation of Women

Population: Persons with Disability

Economy and Labour Market: A Changing Labour Market

Society and Culture: Working Conditions

Science and Technology: Computerization of Work and On-line Learning and Development Tools

A Human Resources Community Faced with Multiple Challenges

Human resources professionals are at the heart of human resources management activities, but
their work has changed in recent years. In addition to their traditional role of supporting and
delivering human resources operations, human resources professionals are now actively involved
in strategic planning activities at organizational level, and in “change management” activities,
while fostering engagement among employees and promoting ethics and values. Moreover, they
are expected to take full advantage of technological innovations. Consistent with the increasingly
strategic role played by the human resources community, the analysis and measurement of
human resources is gaining more importance (e.g. demographic analysis for retirement planning
purposes, measuring the health of the organization with regard to human resources issues, etc).

The pace of change does nothing to address the workload issue identified by the human
resources community in both the 1999 and the 2002 Public Service employee surveys. In 2002,
about half of the community members who responded to the survey said: (1) they had difficulty
completing their assigned workload during regular hours; (2) the quality of their work suffered
from inadequate resources; and (3) the level of turnover among employees of their unit was
problematic. Although employees of other communities also reported being affected by these
issues, their impact seemed to be felt more strongly in the human resources community.

In addition, the human resources community in general, and PE employees in particular, may be
more vulnerable to the coming wave of retirements resulting from the ageing of the Public
Service workforce. On average they are closer to reaching retirement eligibility than the rest of
the Public Service, and their salary and working conditions may put them at risk of taking earlier
retirement, although higher education levels and factors associated with recognition and career
satisfaction might help retention. On a more positive note, members of the human resources
community indicated in the 2002 Public Service employees survey that both their supervisors
and senior management showed strong support for alternative working arrangements, more so
than indicated in the rest of the Public Service. The 2002 survey also indicates that members of
the human resources community are more likely to report having access to departmental support
for their career development, as well as access to skill-development opportunities. These factors
may contribute to the retention of human resources community members in the years to come.
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Implications

e Changes affecting the roles and responsibilities of human resources professionals, as well as
the excessive workload issue, may make it more difficult to retain members of the HR
community at a time when ageing of the workforce will further increase their workload, and
make a larger proportion of them eligible to retire.

e Inaddition, recruitment and training of human resources community members may have to
be adjusted to reflect the need for skills that go beyond traditional human resources
practitioner skills.

e Alternative work arrangements may facilitate the retention of experienced human resources
professionals if they provide an attractive alternative to full retirement. Furthermore, the
human resources community has indicated openness to such flexibility.

Current and Future Needs

ISSUE: A Human Resources Community Faced with Multiple Challenges
Trends

e The nature of the work performed by human resources professionals has changed in recent years, and
more complex functions have been added to their traditional role of supporting and delivering human
resources operations.

e The workload and turnover of human resources professionals are problematic.

e The retirement of more experienced employees may affect the human resources community sooner
than the rest of the Public Service.

e Human resources professionals seem to have better access than the rest of their colleagues to
alternative working arrangements, skill-development opportunities, and departmental support for their
career development.

Current Needs

e Recruitment and training of human resources professionals needs to reflect the evolution of the work
they do, shifting away from operations to analysis, planning, and a broader use of technology.

Future Needs

e The development of alternative working arrangements could provide a way to retain human resources
professionals longer.

¢ Monitor departure and turnover rates of the human resources community.

Related issues in other sections

Population: Population Ageing

Science and Technology: Internet Based Service Delivery and Computerization of Services

Politics and Governance: Commitment of the Government to Public-Private Partnerships (P3)
Business and Human Resources Management Goals of the Government: Improving the Mechanics
of the Public Service

Business and Human Resources Management Goals of the Government: Modernizing an Outdated
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Human Resources Management Framework
Business and Human Resources Management Goals of the Government: Accountability, Trust and
Financial Management

2. Business and Human Resources Management Goals of The
Government

Main Issues

The Government has committed to positioning Canada on the international scene, in both economic and
diplomatic terms.

Improvements to the mechanics of government rank high on the Government’s agenda.

The Public Service Modernization Act is intended to facilitate staffing and learning, enhance planning,
and make the Public Service a better place to work.

Fiscal responsibility and accountability are at the forefront of government priorities.

The goals established by the Government provide high-level direction for parliamentarians and
the Public Service. Ultimately, they set the framework within which departments and agencies
will refresh their business and human resources plan, adjusting their priorities to reflect those of
the Government. The Speech from the Throne, which opens every new session of Parliament,
affirms the values of the Government, articulates the over-arching goals and directions it will
pursue, and sets forth the initiatives the Government will take to achieve these goals. The Annual
Report of the Clerk of the Privy Council Office, submitted to the Prime Minister by the Head of
the Public Service each fiscal year in accordance with the requirements of the Public Service
Employment Act, provides an overall picture of the current state of the Public Service, its
commitments, and priorities. The budget, prepared by the Department of Finance, sets forth the
economic plans for pursuing the Government’s agenda.

The Government is focussing on ensuring that the Canadian labour market and its workforce are
ready to face international competition, especially in the knowledge-based economic sectors
requiring highly skilled employees, and research and development investments. In addition to
positioning Canada advantageously on the international economic scene, the Government has
reiterated its commitment to maintaining its influence in the international community, and
fostering multilateral peaceful solutions and fair and equitable economic development.

The notions of fiscal responsibility and accountability are present in virtually all expressions of
the Government’s goals and priorities. The Speech from the Throne reiterates the will of the
Government to avoid deficits, reduce debt and realign Public Service expenditures to better
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reflect current priorities. The 2004 budget was crafted accordingly, prioritising issues of health,
Aboriginal peoples, learning and security. Additional policies and initiatives have contributed to
improved financial management (for example, the implementation of an improved information
system and the introduction of new governance rules for Crown corporations).

The federal Public Service places a high value on serving Canadians with excellence and in the
official language of their choice, with employees effectively and ethically led in a high-quality
work environment respectful of their linguistic rights and cultural diversity. Not only is the
Public Service the single largest employer in Canada; by the very nature of its mandate and
responsibilities its role is highly important to the well-being of Canadians. To properly serve the
public interest and support democratic governance, it is essential the Public Service has the right
people in the right place at the right time. The legal framework that surrounds human resources
activities in the Public Service has a clear impact on its capacity to match required skills with
competencies in a timely fashion. Improving the mechanics of government, and of the Public
Service in particular, has received much consideration, and has been the object of much effort.
Whether within the context of the Public Service Modernization Act or going beyond it, many
initiatives have been put forward. These include issuing the Management Accountability
Framework; establishing expenditure review as a permanent exercise; providing protection for
disclosure of wrongdoing in the workplace; developing a new values and ethics code; etc.

Positioning Canada in the 21* Century Global Economy

The Government has acknowledged the crucial importance of facilitating the transition to a
knowledge-based economy and society. This has been demonstrated in recent Speeches from the
Throne, and in the announcement, in the 2004 budget, of increased funding of education and
R&D in order to take advantage of technological developments and integrate them into the
Canadian economy.

The development and maintenance of a workforce with the necessary skills requires not only a
commitment to education, but also an appreciation of the vital role of immigration. Weakness in
the assessment of foreign credentials and work experience may prevent immigrants from
contributing to the fullest extent in the labour market.

As a major employer and service provider, the federal public service needs to keep pace with the
transition to a knowledge-based society, ensuring its workers possess the skills and expertise to
excel in an increasingly complex and challenging environment.

In addition to positioning Canada advantageously on the international economic scene, the
Government has reiterated its commitment to maintaining and strengthening its influence in
world affairs. Canada wishes to use its influence and credibility to promote a more peaceful,
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secure, and cooperative world community through international institutions and multilateral
initiatives along with fairness and equality of opportunity. Canada’s bilateral relationship with
the United States is also of central importance, and currently focuses on border security.

The Government has recognized that many of the issues facing the world today, like terrorism
and the environment, need to be addressed at the international level and require an
unprecedented level of cooperation among nations. Furthermore, Canada has expressed its
intention to play a key role in such international initiatives.

Implications

e Maintaining Canada’s contribution to international institutions and multilateral efforts,
especially in the areas of environmental protection, international development, and
international security.

Current and Future Needs

ISSUE: Positioning Canada in the 21* Century Global Economy

Trends

e The knowledge-based economy and society is expanding.

e Immigration plays an important role in the development of a skilled workforce.

¢ An increasingly global approach with international cooperation in addressing common issues.

Current Needs
o Greater commitment to security initiatives.

Future Needs
e Supporting the development and maintenance of a highly skilled Public Service workforce.

e Strengthening capacity to initiate and participate in international initiatives, especially in the areas of
environmental protection and sustainable development.
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Related issues in other sections

Population: An Increasingly Diverse Society

Economy and Labour Market: Fiscal Policies of the Government

Economy and Labour Market: Innovation and Productivity

Economy and Labour Market: A Changing Labour Market

Economy and Labour Market: Convergence of Skills and Competencies Toward a Knowledge-Based
Economy

Society and Culture: Social Inequity and Access to Education

Science and Technology: Digital Divide

Science and Technology: Commitment to Research and Development

Environment: Impact of Long-term Environmental Issues on Government’s Business and Workforce
Requirements

Environment: Commitment of the Government Toward Preserving the Environment and Supporting
Sustainable Development

Improving the Mechanics of the Public Service

Multiple efforts have been made in recent years to improve the management of the Public
Service. Examples include enhancement of the ethics code for all federal public office holders,
the creation of the Public Service Human Resources Management Agency, the implementation
of new policies on continuous learning and term conversions, and on-going expenditure review.

In June of 2003, Treasury Board Secretariat issued the Management Accountability Framework,
which established expectations for sound management practices in the Public Service. It provides
managers with a comprehensive and integrated model for assessing progress and measuring
results through the use of clear indicators, while at the same time strengthening accountability at
all levels of management. The Management Accountability Framework integrates the principal
elements of Modern Comptrollership, Human Resources Modernization, Service Improvement
and Government On-line. It provides a way to understand and connect various Treasury Board
Secretariat management improvement initiatives and provides a basis for engagement with
departments and suggests ways to both move forward and measure progress. The Management
Accountability Framework recognizes that the role of Public Service employees is to translate
the direction provided by government into results for citizens.

The framework integrates management reporting procedures related to Treasury Board
Secretariat management improvement initiatives. The framework will be used in several ways. It
will form a basis for dialogue between Treasury Board Secretariat and deputy heads on the state
of management practices in their organizations, and on priorities for improving the situation. It
will help Treasury Board Secretariat provide the Privy Council Office information relative to the
assessment of deputy head performance in managing their departments and agencies. It will also
support management assessment within the five-year cycle of expenditure and management

87



reviews being undertaken by the Treasury Board Secretariat. Implementation is proceeding from
the top down, with Deputy Heads leading by example.

Recent high-profile cases of unethical and even illegal activity in both the private and public
sectors have underlined the importance of disclosing wrongdoing in the workplace. This
disclosure can be made to the employer, customers, law enforcement authorities, regulators or
the media. The risk of reprisals or other negative consequences for disclosing wrongdoing can
lead to a workplace culture of secrecy. Such a culture would deny organizations a vital
opportunity to deal with serious problems pro-actively.

The issue of disclosure of wrongdoing in the workplace figured prominently during recent
debates around bill C-11. The Public Service Human Resources Management Agency has moved
to facilitate the creation of an environment in which disclosures can safely be made through
explicit policy directives such as the Policy on the Internal Disclosure of Information
Concerning Wrongdoing in the Workplace and the Values and Ethics Code for the Public
Service. However, a number of stakeholders feel that these initiatives provide insufficient
protection for individuals making such disclosures.

Implications

e To ensure that all levels of management become familiar with the common framework for
results-based management, human resources professionals will provide managers with
related information and strategic advice.

e Departments will need to report outcomes to central agencies to allow them to gain a
government-wide perspective on the situation.

e Human resources professionals will be tasked with the implementation of human resources
metrics under the management accountability framework

e Disclosure of wrongdoing in the workplace provides a means of protecting politicians, public
servants and the Canadian public from the economic and political costs of illegal activities in
the Public service.
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Current and Future Needs

ISSUE: Improving the Mechanics of the Public Service
Trends

e The implementation of an integrated results-based approach to management across the Public
Service.

Current Needs
¢ Raising employee awareness of government policy related to values and ethics.
Future Needs

o Managers at all levels need to be educated about the Management Accountability Framework and
have the necessary human resources support to meet their performance goals.

e Continue to foster an open and honest workplace culture where unethical activity is neither tolerated
nor ignored.

Related issues in other sections

Economy and Labour Market: Labour Relations
Public Service Workforce: A Human Resources Community Faced with Multiple Challenges

Modernizing an Outdated Human Resources Framework

The Public Service Modernization Act (PSMA) establishes a new legal and conceptual
framework for managing human resources, replacing a system that is unsuited to meeting current
and future staffing requirements. Above and beyond legal implications, the legislative reform
aims at introducing cultural changes into Public Service human resources management to make it
easier and faster to address human resources issues and find efficient and innovative solutions.
The new legislation will be phased in over a two-year period. Emphasizing the importance of
modernizing the management of human resources, the Clerk of the Privy Council Office has
made the implementation of the PSMA a corporate priority for the Public Service of Canada.

The PSMA constitutes the broadest legislative reform of Public Service human resources
management in over 35 years. In order to improve the hiring, learning and training of employees,
as well as labour management relations and accountability, the PSMA changes four existing acts:
the Public Service Staff Relations Act (PSSRA), the Public Service Employment Act (PSEA), the
Financial Administration Act (FAA) and the Canadian Center for Management Development Act
(CCMDA).

The modifications are designed to facilitate staffing planning and operations for managers and
human resources professionals alike. Delegation of staffing authority to departments and
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agencies is expanded, and managers are provided with more flexibility to staff positions through
a simpler system. The integration of HR and business planning, supported by staffing programs
developed in-house or at the Public Service Commission, opens the way to more timely, more
efficient, and better targeted staffing. Employment equity considerations are also integrated into
human resources planning and staffing activities. Although merit remains the cornerstone of
Public Service staffing, it takes on a different meaning. Merit used to imply the appointment of
“the most qualified” candidate, but now refers to the appointment of “a qualified” candidate. The
definition of qualification requirements goes beyond immediate job requirements to include the
future operational needs of the organization.

The PSMA fosters better collaboration between the government and its employees’ bargaining
agents, moving employer-union relationships away from confrontation and toward a more
conciliatory approach. Under the new Public Service Labour Relations Act (PSLRA), which
replaces the PSSRA, departments and agencies will have to establish labour-management
consultation committees to discuss workplace issues such as harassment and disclosure of
wrongdoing. Furthermore, in line with the collaborative spirit of the new Act, departments and
agencies are encouraged to work with unions to develop solutions to such issues. In consultation
with bargaining agents, Deputy Heads must establish an informal conflict management system
for the purpose of preventing and addressing workplace disputes.

The PSMA has replaced the Canadian Center for Management Development Act (CCMDA) with
the Canada School of Public Service Act (CSPSA). As a result, the Canadian Centre for
Management Development, Training and Development Canada and Language Training Canada
have been integrated into a new entity: the Canada School of Public Service. The task of this new
institution is to integrate and deliver learning activities for all employees.

Implications

e Implementation of the Public Service Modernization Act raises both challenges and
opportunities.

e Within the next year or so, human resources professionals need to develop a thorough
knowledge of the new human resources regime in order to support staffing activities
(including staffing planning, support to hiring managers, etc.), more collaborative labour
management relations (including conflict resolution, labour management consultation
committees, new merit principle, etc.), and other aspects of human resources management
modified by the PSMA (planning and delivery of learning, etc.).

e Managers at all levels of delegated authority also need to ready themselves to fulfil their
staffing, planning, accountability and labour relation obligations under the new regime. In
order to benefit fully from the improvements introduced in the PSMA, they must be
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communicated clearly; and appropriate tools (such as descriptions of best practices) and
support must be provided.

Departments and agencies must facilitate the implementation of the PSMA in their
environments (including training of employees, development of tools and support
mechanisms, development of the required infrastructure, etc.).

Central Agencies must facilitate the implementation of the PSMA within the scope of their
respective mandates.

The financial resources required to implement and support the PSMA will need to remain
available throughout the implementation period and until required training is completed.

The integration of human resources and business planning may be adversely affected by
simultaneous changes in organizational structures, budget allocations and priorities.

The development of better labour management relations will require good communications,
respect and effective cooperation among all stakeholders (management, employees,
bargaining agents and committees).

The modernized human resources framework provides departments and agencies with more
flexibility in staffing positions. In addition, better employee-management collaboration in the
identification and the resolution of workplace issues should improve workplace satisfaction
on both sides. Using the informal conflict management system to address grievances at
earlier stages can help reduce workplace tensions. Effective monitoring of workplace
conditions can also result in more focussed efforts to prevent conflicts.

Current and Future Needs

ISSUE: Modernizing an Outdated Human Resources Framework (PSMA)

Trends

The implementation of the Public Service Modernization Act over the next two years will make it easier
and faster to address human resources issues, and come up with efficient and innovative solutions.

Expanded delegation of staffing authority to departments and agencies.
Managers gain increased flexibility in staffing positions.

Human resources planning will be integrated with business planning and incorporate employment
equity requirements.

Although merit remains the basis for all appointments, its definition has changed.

Employer-employee relations should be handled in a more collaborative manner than before, through
labour-management consultation committees, informal conflict management mechanisms, etc.

The Canada School of Public Service becomes the central training provider for the Public Service.

Current Needs

The Public Service needs to ready itself to operate under the new human resources regime. This
affects human resources professionals, delegated managers, departments and agencies, as well as
central agencies.
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Financial and human resources need to remain available until the implementation of the Public Service
Modernization Act and the related training of employees are completed.

Future Needs

Ensure that the improvements introduced by the Public Service Modernization Act are well understood
by human resources professionals and delegated managers, and used to the fullest extent.

Optimize the match between employee training needs, organizational requirements, and the curriculum
offered by the Canada School of Public Service.

Related issues in other sections

Economy and Labour Market: Labour Relations
Public Service Workforce: A Human Resources Community Faced with Multiple Challenges

Accountability, Trust and Financial Management

In order to restore trust of Canadians, the Government wishes to reinforce accountability and
sound financial management. This can be achieved, in part, through policies, regulations and
political reforms (placing added emphasis on values and ethics, disclosure of wrongdoing
protection, etc.). The Government’s handling of finances and the budget will provide
opportunities to influence public perceptions.

For the first time since confederation, the Government has balanced its budget for an eighth
consecutive year. Moreover, the Government indicated in the October 2004 Speech from the
Throne that it intends to manage finances in such a way as to avoid budgetary deficits.
Consistent with this objective, in December of 2004 the Public Service workforce size was
capped and reclassifications frozen.

The goals outlined in the 2004 Speech from the Throne indicated a strong commitment to
restraint and financial management. Debt reduction remains a top priority, and the ratio of the
debt to the gross domestic product is to be reduced from its current level of about 40% to 25%
within the next ten years. As a prudent financial manager, the government maintained a $3
billion contingency reserve and a $1 billion economic prudence fund in both 2004-05 and
2005-06.

The Speech from the Throne of 2004 also reiterated the will of the Government to review its
expenditures, with the intent of reallocating resources to better reflect current Government
priorities and improve operational efficiency. The expenditure review aims at reallocating
$12 billion over the next five years. About $2 billion of this is to be raised through cuts to
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non-statutory spending over the next three years. Together, these cuts will represent about 5% of
current non-statutory spending and are expected to result in some job losses.

The remaining $10 billion would be generated through improvements to the efficiency of
selected government operations, namely real estate management, procurement, corporate
services and information technology. For example, it is believed that by selling government-
owned office buildings and leasing them back, the government could generate savings of
between $2.5 and $4 billion. Similarly, it is felt that consolidating and integrating corporate and
administrative services, and thus reducing duplication of work among departments, will yield
important savings. Initial emphasis will be put on integrating personnel, finance, inventory, and
asset management. Eventually, integration could extend to records management, libraries,
translation and printing.

Expenditure review is not seen as an ad hoc exercise. Starting with the 2006 budget cycle, the
review of program and service expenditures will be undertaken annually.

Improved financial accountability and integrity is included in the Government’s aims. The
introduction of new corporate governance rules for Crown corporations and the requirement that
they undergo special five-year audits, to be conducted by the Auditor General, reflect a desire to
improve financial management. Similarly, the introduction of modern, real-time information
systems to track all spending, and provide appropriate tools for effective scrutiny and decision-
making, will support the accomplishment of the same objective.

Implications

e The Government’s approach to fiscal management will affect departmental budgets, and may
affect their ability to respond to human resources challenges such as reducing the use of term
employment to recruit indeterminate employees; implementing strategies to delay the
retirement of experienced employees; or otherwise transferring their knowledge to younger
employees.

e Expenditure review could trigger additional mobility within the Public Service as employees
move from lower to higher priority projects. Accordingly, employees will require flexibility
and adaptability, and human resources professionals may see their workload increase. The
integration of expenditure review in the annual budget preparation exercise suggests that
mobility may remain significantly above its current levels.

e Expenditure review re-investment is expected to affect professional and scientific roles,
while future recruitment impacts remain unclear. Reallocations and shared services initiatives
may also affect the PS workforce. The greatest challenge during expenditure review
implementation will be managing staff reallocations while meeting current and future
recruitment needs.
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The centralization of some human resources operations under expenditure review could free
up time and resources, enabling departmental human resources professionals to focus on
strategic planning and analytical activities.

Current and Future Needs

ISSUE: Accountability, Trust and Financial Management
Trends

The goals outlined in the 2004 Speech from the Throne indicate a strong desire to show restraint in
financial management.

The ratio of the debt to the gross domestic product is to be reduced to 25% within the next ten years.

To avoid budgetary deficits in 2004, the Government placed a cap on salary expenditures, and a
temporary freeze on reclassifications.

A review of expenditures aims at reallocating $12 billion over the next five years: $2 billion being
raised through cuts to non statutory spending and $10 billion through improvements to the efficiency
of selected government operations over the next three years. These initiatives will include a
consolidation of certain human resources activities across the Public Service.

These spending cuts represent about 5% of current non-statutory spending and may result in some
job losses. Close to $11-billion in savings will affect approximately 10,600 positions.

$1.5-billion in savings is expected through administrative efficiencies over the next five years.

Government estimates the net number of employees at risk of job loss could be as low as 2,300 and
as high as 4,100 over five years depending upon attrition rates, retraining, and redeployments.

The review of program and service expenditures is to become an annual exercise, starting with the
2006 budget cycle.

Current Needs

Resources will need to be invested in completing the current round of expenditure reviews and
implementing an annual repeat of the exercise.

Possible job losses need to be handled appropriately.

Consolidation of certain human resources activities will deeply affect the manner in which targeted
personnel and finance operations are handled by departments.

Future Needs

Human resources professionals need to be prepared to handle an increased workload in areas where
expenditure review generates a large volume of redeployments.

Related issues in other sections

Economy and Labour Market: Fiscal policies of the Government

Economy and Labour Market: Labour Relations

Society and Culture: Social Values and Ethics

Politics and Governance: Having a Minority Government

Public Service Workforce: A Human Resources Community Faced with Multiple Challenges
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Supporting Government’s Commitments

The spending priorities established by the Government in the budget have translated into
concrete terms the commitments made in the Speech from the Throne, and in federal-provincial
agreements, etc. The last budget included measures to deal with important health issues. In
particular, it allocated an additional $2 billion to Provinces and Territories for health care,
bringing to $36.8 billion the funding provided under the February 2003 Ministers Accord on
Health Care Renewal. Moreover, it supported the establishment of the Canada Public Health
Agency as a focal point for disease control and emergency response.

Commitment to Aboriginal issues translated into an investment of $125 million over five years
for the Aboriginal Human Resources Development Strategy, and the doubling of financial
support for the Urban Aboriginal Strategy, bringing its funding up to $50 million. Some tax
relief was offered to Canadians with disabilities and caregivers, as well as to registered charities,
along with continued support for the VVoluntary Sector Initiative.

Investments in learning took various forms. There was an extension of the education tax credit to
employees pursuing career-related studies at their own expense. New funding of $15 million a
year was allocated to support of enhanced language training to reduce labour market barriers
faced by immigrants. Research and development also benefited from the 2004 budget, with the
annual funding of Canada’s three federal granting councils being increased by $90 million. Over
the past seven years, federal support for research, especially at universities, colleges and research
hospitals, has increased by some $9 billion.

Finally, an additional $605 million was committed to address security issues.

Implications

e Investments in health care may translate into additional work for the Public Service,
particularly as it relates to the Public Health Agency and the establishment of national health
care standards.

e To the extent that it affects their availability in the labour force, budget spending for
Aboriginal peoples, persons with disabilities and visible minorities could have an impact on
their workforce availability.
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Current and Future Needs

ISSUE: Supporting Government’s Commitments
Trends

e The 2004 budget included measures to deal with important health issues, including support for the
establishment of the Canada Public Health Agency.

e Funding was allocated for Aboriginal peoples, persons with disabilities, and immigrants.
¢ Financial support for research and development was increased.
¢ An additional $605 million was committed to address security issues.

Current Needs

o Priority put on health issues could have an impact on workforce needs in specific sectors of the Public
Service.

Future Needs

¢ Improvements in the representation of designated group members in the Canadian labour force will
need to be reflected in the Public Service workforce.

Related issues in other sections

Population: An Increasingly Diverse Society

Population: A Younger Population of Aboriginal Peoples

Population: Persons with Disabilities

Population: Linguistic Composition

Society and Culture: Security and Crime

Science and Technology: Commitment to Research and Development
Public Service Workforce: Increasing Employment Equity Expectations
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IV. Conclusion

Like other employers, the federal Public Service experiences a rapid pace of workplace change,
in response to the constant expansion of information technology, the rise of performance-
oriented management practices, as well as broader demographic and economic changes.
Moreover, as a public institution, the Public Service must adjust to the changing values,
composition and expectations of the Canadian population.

To respond to the parallel evolution of the workplace and Canadian society, major reform began
with the promulgation of the Public Service Modernization Act in November 2003. Canada thus
positioned itself at the forefront of modern countries with a human resources management model
that emphasizes results, values, learning, and representation. Efficient human resources planning
is a key component of this model. It requires an integration of business and human resources
plans, as well as the identification of current and future human resources needs, and their
integration into the planning process. Environmental scanning provides a tested tool for
identifying current and future needs.

In support of strategic human resources planning, the responsibility for developing an
environmental scan lies with the Public Service Human Resources Management Agency of
Canada. A consultative committee met to assist the Agency’s Research Directorate in carrying
out this initiative, which began in August 2004. In addition to analyzing the situation within the
Public Service workforce, and the goals and business of the government, the multidisciplinary
team responsible for the project conducted an analysis of six broader factors: population and
demography, economy and labour market, society and culture, science and technology, physical
environment, and politics and governance.

Ongoing changes in the demographic characteristics of the Canadian population will bring
important challenges. In particular, population ageing will have far ranging consequences for our
society, affecting the labour market, the demand for social services and more particularly for
health services, increasing pressure on the public pension system, etc. Although widespread
labour shortages are unlikely, there may be specific skill shortages. The Public Service is not
immune to the impacts of population ageing. On the contrary, it seems more vulnerable to the
coming wave of retirements. The capacity to persuade older workers to delay their retirement
and to attract and retain new blood in the Public Service will become increasingly important over
the coming years. Demographic changes may force the Public Service to become more
competitive with other employers, both in salary terms, and in working conditions.

The Canadian population in general, and the labour market in particular, are expected to further
diversify as the result of immigration trends, large cohorts of young Aboriginal peoples entering
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the workforce and increased labour force participation rates for women. Obviously, the Public
Service will need to reflect these changes.

In addition to ageing and diversification, the workplace changes through continuous expansion
of the knowledge-based economy and the parallel increase in the educational level of the
population. The accumulating impacts of innovation and productivity improvements on
economic growth are triggering additional governmental investment in research and
development, and highlight the benefits generated by investments in education and targeted
immigration.

In terms of fiscal management, reduction of the debt remains a government priority. Ongoing
measures to control government spending began with the implementation of a permanent
expenditure review process and the development of partnerships with the private sector. Both of
these initiatives are likely to have a budgetary impact on departments and agencies.

The Public Service will likely remain relatively unchanged for the next five years, with an
overall annual turnover rate of 4% to 5%. Although a general labour shortage is unlikely, the PS
may experience recruitment problems in the near future in the area of more-specialized and
unique skills. With expenditure review and the focus on knowledge work, it is likely higher
skilled positions replace low-skill jobs. The trend towards reductions in lower administrative and
program officer levels and clerical positions is likely to continue for the near future.

Technological developments continue to penetrate our daily lives, at home as well as at work.
Some of these developments bring challenges as well as opportunities. For example, while the
ever-increasing computerization of the workplace carries many advantages (gains in
productivity, facilitation of work, easier and broader access to services, quicker communications,
etc.), it also raises serious concerns about privacy, security, inequalities in access to technology
and acceleration of the pace of work.

The impact of environmental shift such as climatic change are being experienced on a more
regular basis, and has led Canada to renew its commitment to sustained development and to
preserving the environment. However, recent report cards indicate that Canada’s performance
has not been satisfactory.

Canadians’ trust in government and its institutions is low and the Public Service is likely to
remain under the close scrutiny of the media and the public for some time to come. In this
context, the effective protection of employees disclosing wrongdoing in the workplace, and
respect of values and ethics, will be critical for regaining the confidence of Canadians in the
Public Service. In addition, the minority status of the Government translates into a need for a
more subtle way of governing that makes increased use of collaboration and conciliation
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between the various stakeholders on the federal political scene and at the intergovernmental
level.

Issues related to internal and international security remain important. They affect the broader
areas of Canada’s relationship with the United States and position on the international scene.

In the years to come, the evolution of the following issues is likely to bear upon human resources
management and thus is likely to appear in future updates of the environmental scan:

In the field of Demographics: status of population ageing; increased diversification of the
population; international migration and internal mobility; and evolution of family structure.

In the field of Science and Technology: computer developments and innovations affecting the
workplace; access to technology (proportion of the population “connected” to new technologies;
discrepancies in access to technology for certain segments of society; etc.); computerization of
government services; information security and privacy.

In the field of Economy and the Labour Market: further expansion of the knowledge-based
economy; impact of population ageing on the labour market (potential skill shortages; changes in
retirement patterns; retention practices; etc.); impact of diversification on the labour market
composition; impact of changing poverty levels on the labour market; and globalization and
outsourcing of employment.

In the field of Society and Culture: citizenship and engagement (volunteering, citizens’
involvement in public affairs, e-democracy, etc.); health; and the public’s trust in the government
and the Public Service.

In the field of Environment: implementation of current governmental commitments; assessment
of Canada’s environmental situation; and the impact of new commitments.

In the field of Politics and Governance: next elections; electoral reform; and the evolution of
private-public partnerships and their impact on the Public Service.

With regard to the Public Service Workforce: the impact of population ageing (retention of older
employees, potential skill shortages, retirement patterns); the impact of population
diversification; the impact of further computerization of the workplace (e-recruitment, e-
learning, privacy and security of information, etc.); and the work environment (work-life balance
issues including access to alternative working arrangements, workload, pace of work, etc.);

With regard to the Business and Human Resources Management Goals of the Government: the
impact of fiscal management on the budget of departments and agencies; the impact of
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expenditure review on the Public Service budget and workforce; the impact of continued efforts
to position Canada in the global market; relationship with the United States and with the rest of
the world; implementation of the Public Service Modernization Act; of the protection provided
to employees disclosing wrongdoing in the workplace protection; values and ethics; and the
consolidation and integration of corporate services across organizations.

The passage of time will help confirm or nuance the issues raised in this first scan. Some
identified issues such as government priorities and public distrust of the government may change
radically over a relatively short period, either defusing the issue or exacerbating it. Fundamental
trends such as population ageing and the growth of the knowledge-based economy will not go
away, but their impact on Canadian society and human resources may well change. Nevertheless,
the information and analysis gathered in the present environmental scan report should provide a
sound basis for determining the main issues influencing the current and future needs of the
Public Service at a global level.
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Data Sources

Source

Main Focus

Description

Main Internet Address

PSHRMAC's main site provides access
to a series of Internet sites holding
information and statistics that support
the main activities of the Agency,
including best practices, networking,
reports, speeches, etc.:

PSHRMAC

Human
Resources
Management

a. Human Resources Planning and
Accountability (including research
activities), provides access to
reference documents (human
resources planning and research,
accountability, information
management), as well as, to statistical
information (Public Service
employment, Public Service-Wide
Employee Survey);
http://publiservice.hrma-
agrh.gc.ca/hr-rh/hrp-prh/index_e.asp

b. Office of Public Service Values and
Ethics provides access to
information on values and ethics,
workplace well-being and work / life
balance, and prevention and
resolution of harassment in the
workplace; http://publiservice.hrma-
agrh.gc.ca/veo-bve/index_e.asp

c. Employment Equity and Diversity
provides information and statistics on
these topics (guides, annual report,
committees and forums, etc.);
http://publiservice.hrma-
agrh.gc.ca/ee/index_e.asp
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http://publiservice.hrma-agrh.gc.ca/hr-rh/hrp-prh/index_e.asp
http://publiservice.hrma-agrh.gc.ca/hr-rh/hrp-prh/index_e.asp
http://publiservice.hrma-agrh.gc.ca/index_e.asp
http://publiservice.hrma-agrh.gc.ca/index_e.asp
http://publiservice.hrma-agrh.gc.ca/veo-bve/index_e.asp
http://publiservice.hrma-agrh.gc.ca/veo-bve/index_e.asp
http://publiservice.hrma-agrh.gc.ca/ee/index_e.asp
http://publiservice.hrma-agrh.gc.ca/ee/index_e.asp

Source

Main Focus

Description

Main Internet Address

d. Human Resources Management
Modernization provides access to
information on Public Service
modernization, classification reform,
and recruitment and renewal;
http://publiservice.hrma-
agrh.gc.ca/lhrmm-mgrh/index_e.asp

e. Official Languages provides access
to studies, annual report, statistics,
audits, events, etc.;
http://publiservice.hrma-
agrh.gc.ca/ollo/index_e.asp

f. The Leadership Network provides
access to various development
programs ADM, AEXDP, AETP,
CAP, IC, MTP), as well as, to
reference information on the
Executive group and leadership
development).

http://publiservice.hrma-
agrh.gc.ca/leadership/ld
_e.asp

PSHRMAC

Human
Resources
Management

The former Human Resources
Community Secretariat had developed
this site to provide information and
support to Public Service human
resources professionals. The site
provides information on various aspects
of human resources management
(staffing, compensation, learning, etc.),
as well as, analytical reports on the
human resources community and on the
Public Service at large, network building
and networking opportunities, best
practices and tools aimed at facilitating
and improving human resources
planning and human resources
management, and professional
development.

http://hrcs.gc.ca/menu.as
p?lang=e
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Source Main Focus Description Main Internet Address
Policies, Values and ethics code for the Public htto:// h
regulations Service tp://www.hrma-
PSHRMAC and ' agrh.gc.ca/veo-bve/vec-
- cvel/vec-cve_e.asp
guidelines
Policies, Policy for continuous learning in the http://www.tbs-
PSHRMAC regulations Public Service of Canada. sct.gc.ca/pubs_pol/hrpub
and s/tb_856/pclpsc-
guidelines pacfpc_e.asp
s | ety on e preveton and S| s
PSHRMAC and ' sct.gc.ca/pubs_pol/hrpub
- s/hw-hmt/hara_e.asp
guidelines
Policies, Policy on the Internal Disclosure of http://www.tbs-
PSHRMAC regulations Information Concerning Wrongdoing in | sct.gc.ca/pubs_pol/hrpub
and the Workplace. s/tb_851/idicww-
guidelines diicaft_e.asp
Policies, Policy on the Indemnification of and )
regulations Legal Assistance for Crown Servants ttp:/Awww. ths-
PSHRMAC and ' sct.gc.ca/pubs_pol/hrpub
- s/tb_851/pila_e.asp
guidelines
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http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/hw-hmt/hara_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/hw-hmt/hara_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/idicww-diicaft_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/pila_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/pila_e.asp
http://www.tbs-sct.gc.ca/pubs_pol/hrpubs/tb_851/pila_e.asp

Source

Main Focus

Description

Main Internet Address

PSHRMAC

Statistical
information
on the Public
Service

This site gives access to two series of
statistical tables: (1) Employment
statistics tables providing historical
information on the Public Service
workforce with varied breakdowns
(Department, occupation, region, etc.);
(2) Statistics provided in the
Employment Equity Annual Report
going back to 1998-99, including
information on the representation of
designated group members in the
workforce, as well as, among hires,
promotions and separations. The site
also includes various elements of
information in support of the statistical
tables (description of the databases that
provided the information, definition of
the main variables and concepts, list of
departmental reorganizations in the
1990's). Through "Advanced" functions,
users can export statistical tables in one
of three formats (including Excel and
Beyond 20/20).

http://be2020.publiservic
e.ths-
sct.gc.ca/eng/home_e.as

p

PSHRMAC

Functional
Communities

This portal provides access to the
respective sites of 13 functional
communities. The nature and volume of
information available on these sites
varies widely between communities, but
a number of them provide information
that can help with human resources
planning, such as statistical profiles of
the community membership, studies on
hiring, learning, retention and
retirement.

http://www.communities

collectivites.gc.ca’/home.
html
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Source

Main Focus

Description

Main Internet Address

The functional communities available
through this portal are:

a. ADM Corporate Secretariat
(Assistant Deputy Ministers)

b. Evaluation Community

c. Financial Management Community
Development

d. Human Resources Community
Secretariat

e. Information Management
f. Information Technology

g. Internal Audit

h. Council of Federal Libraries

i. National Managers Community

J. Procurement, Material, Real Property

K. Regulatory Inspection Community

I. The Federal Science and Technology
Community

m. Service Delivery

HRSDC

Information
on
workplace,
employment
and labour

Human Resources and Skills
Development Canada's site caters to
multiple types of clientele: individuals
looking for work or for specific
information related to the workplace;
businesses looking for information on
human resources planning, laws,
partnership opportunities, health and
safety, etc. Some of these sections may
be of particular interest to human
resources professionals.

http://www.hrsdc.gc.ca/e
n/home.shtml
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Source

Main Focus

Description

Main Internet Address

HRSDC

Labour
market
information

The section on "Labour Market
Information™ provides tools that can

help refine human resources planning.
The "Employment Prospects™ option
(vertical bar on the left-hand side) can
help figure out occupations that are in
short supply and those where availability
is higher.

http://www.labourmarke
tinformation.ca/standard
.asp?pcode=Imiv_main
&lcode=E

HRSDC

National
Occupational
Classification

The section on "National Occupational
Classification” (NOC) offers
information of the occupational coding
structure developed by Human
Resources and Skills Development
Canada and Statistics Canada. It
includes a description of each code in
terms of the nature of the work, the main
duties, employment requirements and
related occupations. The "Career
Handbook™ also contains various
descriptors of occupations found in the
Canadian Labour Market. The site
currently includes the 1992, 1996 and
the 2001 versions of the "NOC" codes.

http://www23.hrdc-
drhc.gc.ca/2001/e/generi
c/welcome.shtml

HRSDC

Employment
Equity

As Human Resources and Skills
Development Canada is responsible for
the application of the Employment
equity Act in the private sector, it has
developed sites that offer information
and support to human resources
professionals who deal with
Employment Equity issues. Although
some of these pages are intended
specifically for employers outside the
public sector, many can provide useful
insight to Public Service human
resources specialists.

http://www.hrsdc.gc.cal/e
n/gateways/topics/wzp-
gxr.shtml
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Source Main Focus Description Main Internet Address
This site provides access to information
on issues related to work-life balance. It
covers the subject from various angles, http://www.hrsdc.gc.ca/a
HRSDC Work-life looking at the nature and relevance of sp/gateway.asp?hr=en/Ip
Balance work-life balance, best practices and /spila/wlb/01home.shtml
experiences, forms of alternative &hs=wnc
working arrangements, research and
analysis, etc.
This site provides access to historical
information on appointments and
staffing activities going back to 1999-
Statistical 2000. It allows for various breakdowns
information of counts of appointments to the Public hito:
. . ttp://extranet2.psc-
PSC on Service, promotions, Iatgral and cfp.gc.ca/statistics/index
appointments | downward transfers, acting .
and staffing appointments, hiring of casuals and 5P
activities students. It includes definitions and
technical notes. The site is set up to
export statistical tables in an Excel
format.
PSC's site offers information on aspects
of human resources management that are
relevant to the mandate of the Agency. It
covers employment availability in the
Public Service (including certain
Human development programs, student hito:
X ttp://www.psc-
PSC Resources employment, etc.), learning and career .
. . cfp.gc.ca/index_e.htm
Management | development, Executive resourcing,
staffing information (priority
administration, employment equity,
staffing policies and guidelines,
assessment tools and services), and
appeals and investigation.
Policies, Public Service modernization act.
JUS regulations http://laws.justice.gc.ca/
and en/p-33.4/
guidelines
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http://www.hrsdc.gc.ca/asp/gateway.asp?hr=en/lp/spila/wlb/01home.shtml&hs=wnc
http://www.hrsdc.gc.ca/asp/gateway.asp?hr=en/lp/spila/wlb/01home.shtml&hs=wnc
http://www.hrsdc.gc.ca/asp/gateway.asp?hr=en/lp/spila/wlb/01home.shtml&hs=wnc
http://www.hrsdc.gc.ca/asp/gateway.asp?hr=en/lp/spila/wlb/01home.shtml&hs=wnc
http://extranet2.psc-cfp.gc.ca/statistics/index.jsp
http://extranet2.psc-cfp.gc.ca/statistics/index.jsp
http://extranet2.psc-cfp.gc.ca/statistics/index.jsp
http://www.psc-cfp.gc.ca/index_e.htm
http://www.psc-cfp.gc.ca/index_e.htm
http://laws.justice.gc.ca/en/p-33.4/
http://laws.justice.gc.ca/en/p-33.4/

Source Main Focus Description Main Internet Address
Policies, Public Service employment act.

JUS regulations http://laws.justice.gc.ca/
and en/P-33.01/index.html
guidelines
Policies, Public Service staff relations act.

JUS regulations http://laws.justice.gc.ca/
and en/P-35/index.html
guidelines
Policies, Financial administration act.

JUS regulations http://laws.justice.gc.ca/
and en/F-11/index.html
guidelines
Policies, Official languages act.

JUS regulations http://laws.justice.gc.ca/
and en/0-3.01/index.html
guidelines
Policies, Employment equity act.

JUS regulations http://laws.justice.gc.ca/
and en/E-5.401/index.html
guidelines

Statistics Canada can provide
information on various aspects of the
Canadian society: economy, education,
employment, technology, environment,
Statistical etc. The information is drawn from

sTC information Censuses, surveys, administrative http://www.statcan.ca/st
on Canadian | databases and analytical work and it art.html
society covers recent trends, as well as,

historical ones. Although the agency's
internet site does offer some statistics
free of charge, generally speaking,
information has to be bought.

sTC 2001 Census | This site provides the results of the 2001 | http://www.statcan.ca/en
data Census on Population and Demography. | glish/Pgdb/popula.htm
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http://laws.justice.gc.ca/en/P-33.01/index.html
http://laws.justice.gc.ca/en/P-35/index.html
http://laws.justice.gc.ca/en/P-35/index.html
http://laws.justice.gc.ca/en/F-11/index.html
http://laws.justice.gc.ca/en/F-11/index.html
http://laws.justice.gc.ca/en/E-5.401/index.html
http://laws.justice.gc.ca/en/E-5.401/index.html
http://www.statcan.ca/start.html
http://www.statcan.ca/start.html
http://www.statcan.ca/english/Pgdb/popula.htm
http://www.statcan.ca/english/Pgdb/popula.htm

Source Main Focus Description Main Internet Address

Policies, Speech from the Throne.

OPM regulations http://www.pm.gc.ca/en
and g/sft-ddt.asp
guidelines
Policies, Results for Canadians: A Management .

. http://www.tbs-

regulations Framework for the Government of

TBS sct.gc.ca/res_can/rc_bro
and Canada.

- _e.asp

guidelines
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