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l. Introduction

1. Statistics Canada is Canada’s national staistigency. It is required under the Statistics Act
to collect, compile, analyze and publish statisticiormation on the economic, social and general
conditions of the country and its citizens. Thi®imation produced by the Agency helps to clearly
illuminate issues. This information is used by pubkctor departments, both at the federal and
provincial levels, as direct input into decisionkimg and policy development. Other users include
private sector organizations, unions, interest gsand academia. The majority of issues facing
Canadians are discussed using Statistics Canaaladtanalyses, as evidenced by the media
coverage it receives. Such coverage helps Canadmaaseness of important social and economic
developments revealed by new statistics.

2. As a scientific research agency, Statistics Gamablishes a wide range of statistical analyses
and contributes substantially to the developmerstatistical methodologies at the national and
international levels. It operates as the hub ofnidwgon's statistical systems and conducts special
surveys funded by other federal departments andcagge provincial government departments, or
private sector clients.
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3. A total of 6400 employees hired under Canadatdi® Service Employment Act work at the
Agency, mostly at our head office in Ottawa. Theeaof our highly educated public service
workforce is composed of about 100 executive maisageme 1200 economists and sociologists,
most with undergraduate university degrees in eegnc®or sociology and some with graduate
degrees, 300 mathematicians/ statisticians witlergrdduate or graduate university degrees in
mathematics or statistics, 1000 computer systemsigmispecialists, 1300 technicians, 700 clerical
and secretarial staff and 800 administrative stlffaddition to this workforce of public servants,
under the Statistics Act, the Agency employs apipnately 2000 interviewers who are managed from
3 regional offices and work in 8 locations acrdes¢ountry and are primarily involved in the
Agency’s data collection activities.

II.  Human Resources Management Objectives

4. In the mid to late 1980’s human resource managemwctivities were driven by some forty
individual program divisions (health, educatiohdar, manufacturing etc.), based on their local
operational needs. Recruitment was carried outl @ $pecific vacancy, and new employees were
provided with on-the-job training that was relatedhe specific subject matter area. During this
period, promotions and career expectations wergglthto the narrow career path within the
employee’s specific subject matter area. This @ggr to human resources management produced a
workforce that was highly specialized in specifibgct matter areas, but lacked the knowledge and
experience required to move to other program aréas. result was a lack of corporate awareness
and limited career mobility outside of an immediatea of specialization. Three critical factors led
senior management to the realization that it wasmthe best interests of the Agency to contirue t
manage its human resources using this approach:

(&) A demographic analysis of the Agency’'s workémedicated that the top five levels of

management and most of the senior specialists agéng. The impact of employing a

workforce comprised of baby-boomers meant thaheaturn of the new millennium, a vast

majority of the Agency’s workforce would be eligétto retire within 10 years. It was evident

that Statistics Canada would have a successiorigmnabwe continued to manage our human

resources in the traditional manner.

(b) Demands for statistics were changing rapidg.a statistical agency, we needed to have

the flexibility to rapidly adjust our programs tbanging client needs. It was therefore

imperative that our workforce be adaptable, miiled, and have transferable knowledge,

skills and experience so that they could be redeplavhen program priorities were changed

or when there were fluctuations in budgets. A saldienefit of having a multi-skilled

workforce was that we could offer job security, eviea specific project had to be

discontinued. Shifting to an adaptable workforcelené very cost-beneficial to invest in the

long term development of employees.

(c) Increasingly, clients were seeking cross-cgtiirformation rather than data based on the

results of individual surveys. Our traditional apgeh to developing subject matter specialists

had produced highly competent staff, but they watieer narrowly focused and did not have

the breadth of experience needed to work harmolyiauscross-cutting projects or statistical

outputs.

5. The Agency realized that given these factorapee adaptable workforce was needed, one that
was flexible and multi-skilled. The approach thadtiStics Canada took to achieve this objective was
to:



(@)

(b)

()

(d)

(e)
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Incorporate recruitment, development, retendind succession strategies that would
sustain HR capacity over the long term.

Increase organizational efficiency through ¢ffective management of human resources
because salary expenditures represent 80% of teadits budget.

Focus efforts on developing a workforce of tgaayers: multi-skilled, adaptable
employees with a broad range of knowledge who cmdge from one division to
another to address priorities, and could develdfsghat would help meet future client
demands.

Invest in continuous learning, provide oppoities for career development, and
implement mechanisms to enhance employee morale&be a more collegial
workplace.

Break down traditional career ‘stovepipes’ r@asing opportunities for employees to
work on projects, and putting in place task foriteg enabled employees to work
together on cross-cutting issues to increase harmon

Initially various efforts were implemented by treadd error, without an overall blueprint. When
programs were successful, the Agency used theic basgram structure to create new
programs which addressed other somewhat similatsnee

lll. Human Resources Management Strategy

Statistics Canada’s

HR Management Strategy

Career Broadening Positive Work
Environment

The Career Public Servant

Adapting to Change

] Professional
Learning Recruitment

6. Since the early 1990'’s, Statistics Canada hablshed a number of human resources
policies, practices and mechanisms that have gligdmelved into a Comprehensive Human
Resources Management Strategy. The Agency’s Corapséle Human Resources Management
strategy is based on four pillars that cover glleass of human resources:

(@)
(b)

()

Professional Recruitment - forecasting hiriegas, undertaking university recruitment,
and hiring employees with the potential to adaptitange.

Learning and Development - promoting a cultafreontinuous learning, investing in
long duration flagship training courses, develogingorts of versatile and mobile
employees at each level form pools that will provide qualified replacentg for future
departures at the next level up.

Career broadening - developing long term cgpegntial of employees by having
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mechanisms in place so that employees can worifereht divisions on rotations or
career broadening assignments to acquire breadtkpairience and enhance
competencies.

(d) Positive work environment — having practicepliace to create a positive work
environment, and enable work life balance to hetlpctivity and encourage retention
of career employees.

7. Fundamental to this strategy is the traditioa &fio lay-off policy”, a practise which fosters
trust, a sense of community within the organizatod encourages retention of career employees.
Under the umbrella of this strategy, over time, ynaitiatives and mechanisms have been
implemented, such as: centralized recruitment ofarsity and college graduates; a two year
internship program for all new professional re@tiitat involves at least three managed rotations;
mentoring programs; career path guides; workplaginess initiatives; and the creation of an on-
campus Training Institute which provides long diaratraining designed by the Agency for Agency
employees.

IV. Professional Recruitment and Development

8.  Since the nature of our work requires a higlelle¥ skill, the level of investment in each
employee is high, so it makes sense to select-ntey professionals wisely and to nurture these
new hires carefully. Annually, micro-simulation deding is used to make projections on skill
shortages given certain scenarios on recruitmegtissments and promotions. Using these data,
the Corporate Resourcing Committee sets out sugmyésstgets for hiring professional and technical
staff, including economists, sociologists, matheomats, statisticians, survey technicians and
computer specialists. Working groups of senior agens are tasked with conducting university
recruitment campaigns and internal selection pseE®t identify a pool of qualified recruits, so
that managers can draw from the pools for eactepsitdn as needed. This recruitment model
enables managers to have continuous access t@ly sfipotential recruits, rather than just the
traditional annual recruitment drive. Student emgplent provides the Agency with another source
of new hires. Each year Statistics Canada prostietents with work experience through coop
assignments and through summer employment opptésiniStudents with substantial work
experience at the Agency can transition to fullediemployment via the federal government’s
Student Bridging Program, and join one of the riéggrent programs after graduation.

9. Newly hired graduates are not placed immediatgtya regular position. Instead, they are
placed in a corporately managed pool, for two ye@rsring this period, they participate in an
apprenticeship/internship program which providesitwith broad exposure to the Agency. They
also take part-time language training to help dgvéhnguage skills needed for career progression.
New recruits rotate on two to three assignment&iious program divisions and participate in
mandatory courses related to the Agency’s busiffdssy are assigned a mentor to help guide them
for the duration of their program. Mentors aresseged senior managers with a broad knowledge of
the skills required by the Agency. Mentors supplogir recruit’s integration into the organizational
culture and provide the recruit with advice on sthg assignments and training. Just recently the
Agency introduced Communities of Practice (COP€PE are clusters of positions that perform
similar types of functions and require similar kriegge, despite being in different divisions.
Assignment rotations for recruits are planned @kino account the learning and developmental
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needs of employees within a COP. Recruits are predniopom a one to a two level while on their
developmental program, and when their program isptete they graduate and begin work in a
regular position in their statistical program aoeZL OP.

V.  Continuous Learning

10. Statistics Canada places the highest priontiearning and invests heavily in formal training,
regardless of volatile swings in financial budgatdls. Over three percent of the Agency's salary
budget is invested in training, with an ensuingrage of six days of formal training annually per
employee.

11. The Agency provides a full range of professioteghnical, computer, management and
human relations training opportunities at our ompas Statistics Canada Training Institute, which
opened in 1993. Some 30 full-time trainers - preifasals who are on temporary assignments to the
Institute- and a further 200 ‘guest lecturers’ dertheir time to performing training functions in
addition to their regular jobs.

12. The scope and thrust of learning activitiedetermined by the Learning and Development
Committee. This committee is chaired by a veryadime manager. The committee is comprised of
a cross-section of directors and assistant direettyo provide overall management and direction for
learning at the Agency. On an ongoing basis, thisroittee identifies training needs and provides
direction to teams of subject matter experts anoissbdesign specialists involved in the development
and delivery of courses. By means of this commitieéning content, scope, and overall thrust is
entirely in the hands of those who will superviseheneficiaries.

13. The Statistics Canada Institute has a full easfgcourses in its curriculum. The aim is to
provide continuous learning activities which sparemployee’s career. Employees take an on-line
Orientation course and are then invited to a “Mawt Greet” networking session. Recruits within
developmental programs participate in mandatogsfigp courses in household and business survey
taking and data analysis. Some of the flagshipitrg courses that recruits participate in inclualé:-
week Survey Skills Development Course (SSDC); ae@kiData Interpretation Workshop and an 8-
week Business and Economic Statistics Course (BEShg¢se basic courses are extensive in nature
and are designed to simulate how the fundamented atcStatCan is carried out. Beyond the entry-
level, the Agency provides a full range of optiopaedfessional and technical courses, on such topics
as computing, sampling, questionnaire design, amality Assurance to name but a few. In addition,
the Agency provides management training tailoregach managerial level. All new supervisors,
middle managers and senior managers are requitaééa number of formal courses and seminars.
At the middle management level, employees haveppertunity to participate on corporate task
forces assigned to address a corporate crossigigtue. Such task force participation provides
exposure to senior management’s decision-makinggss The Agency also has an on-campus
Language Training Centre providing full and pamtéilanguage training to employees.

14.  Across the Agency, a network of divisional leag champions is in place to support learning
within divisions. The Agency has a formal LearniPgjicy that requires the establishment of
divisional learning plans and promotes individwrhing plans. Over 90% of employees have an
individual learning plan. Statistics Canada ubsesapportunity provided by the annual performance
review to encourage employees to each createmriggolan and every year. During the Employee
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Performance Review Process, supervisors and engdogeet and identify the employee’s learning
and development needs for the present job andiford career development. This input is used in
setting out each employee’s individual learningiplBhe Agency has also instituted another
innovative step to help employees plan for the ésrigrm. Employees are offered a biennial ‘skip-
level interview’ with their supervisor’'s supervisordiscuss longer range training in order to meet
career goals. This meeting provides a unique dppity for employees to gain a broader perspective
on corporate requirements and career opporturtitaas might be available from their immediate
supervisor.

VI. Career Broadening

15. Career broadening is a prime focus for the AgeRlexibility to quickly adapt to changes in

the environment is fundamental to an effective pizgtion. Statistics Canada encourages employees
to acquire a firm grounding in a subject area, tweth to develop their versatility by broadeningrthe
experiences and enhancing their long-term poteniibe Agency has adopted a number of
mechanisms to ensure that we have large poolsatifigd and mobile employees who are willing

and able to move to new and demanding work assigtsme

A. Career Path Documents

16. Electronic career path documents have beeragmato help guide employees. The Career
Paths Documents explain the methods of selectioadoh level within an occupational group. They
outline the knowledge, experience and abilitiesdeedor each level as well as the training and the
rotations traditionally used to build competeneiethe levels within each occupational group. The
career paths serve as tools to help employeesnssmes and mentors in planning and selecting
options for career development. These tools argade on the Agency’s Internal Communications
Network (ICN).

B. Corporate Assignments Program

17. The Corporate Assignments Program (CAD) isgiesi to broker assignments, and provide
fast service with minimum red tape to fill humasaarce requirements on a temporary basis to meet
workloads or to facilitate redeployment when progsaand priorities change. For employees, an
assignment may provide the opportunity to acquew work experience, practice second-language
skills, explore different areas in the Agency ortiggpate on an assignment outside the Agency. The
experience gained may lead to a transfer, promatia@ven a fresh start. All employees are eligible
to apply for a Corporate Assignment with their diog's approval. After four years in the same
position, employees need no formal approval toigpéte. At any one point in time, approximately
10% of the entire Agency’s staff is on a CAD. Tiekto both the employee and manager is reduced
by two key rules: employees are guaranteed theigeoifireturning to their home positions; and the
host division can terminate the assignment withweeks notice if the employee is not suited for the
position. The program has been in existence sif88.1lt is a generally accepted fact that those who
have been on corporate assignments often havéharhigte of subsequent career success — which
contributes to the program’s reputation.
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C.  Generics and the Continuous Staffing Model

18. Several years ago the Agency developed gejoéridescriptions and reduced the total number
of job descriptions from 1,600 to just over 300ndifich 215 cover most of the Agency’s jobs. This
made it easier for StatCan to change from tradiistaffing that filled one vacancy at a time, gsin
specific selection process, to now filling manyamagcies through one ‘collective’ staffing process fo
each specific group and level. Recently, throughetfiorts of a committee of senior line managers
tasked with overseeing resourcing activities, tigecy implemented a new Continuous Collective
Staffing Model that continuously replenishes pawlgualified staff at groups and levels in our core
groups. Managers can now draw from the pools teditancies as they arise in core groups, such as
economists, mathematicians, computer specialiststechnicians. With retirements on the increase
and staffing a relatively lengthy process, the Ayemeeded to have quicker access to replacements.
Using this model the Agency now staffs many posgithrough large selection processes for a
specific group at a given level, ensuring thatehisralways a pool of qualified candidates to draw
from for our core groups.

19. Toincrease consistency in rating candiddtes\gency introduced Standardized assessments
which are consistent among groups and levels athes&gency. This makes assessments re-usable
where possible and also ensures consistency wjtbups and across levels. As well, standing
assessment boards were introduced. These boardevamesponsible for staffing collective
processes for a core group and level for a peridd@to three years. This arrangement offers more
opportunities to a larger group of potential caatkd; it is very transparent process and ensures
fairness: plus it reinforces the positives of adggia breadth of experience, since collectivesiireq
candidates to have a broader appreciation of carpassues affecting the Agency. Not all positions
are staffed by collectives, for example, when jadapiire specialists - such as highly qualifiedjscitb
matter analysts - then individual selection preessare run.

20. The ‘generic’ collective approach is also ufsdiring into the assistant director level as
well as the executive cadre. Assistant directdrs are successful on a generic are placed in a
developmental pool and rotated to facilitate tlewvelopment. Divisional directors, and branch
director generals vacancies in the statisticalsarigect matter areas are filled through a generic
selection process. Successful new executives aa@rapd to an EX-01 level position within a pool
of positions. This developmental pool is desigreesttengthen skills and experience, enabling
appointment at the EX-02 level generally withinesipd of eighteen to thirty-six months. Each EX
in the pool has a learning plan that comprises &tnaining, appointment to committees,
mentoring/sponsorship by the Assistant Chief Steids of their field, and other development
opportunities. The executive’s performance iseedd annually by the senior executive committee
and consideration for rotation is discussed. Galyeafter three to four years a rotation is meale
further the development of the executive

VIl. A Positive Work Environment

21. Fostering a positive work environment is areesal pillar in Statistics Canada’s Human
Resource Management Strategy. Statistics Canada &ative steps to ensure that our employees
have a strong sense of the value we attach to theenAgency has a Workplace Wellness Strategy.
That is guided by the Wellness Committee, chaired benior line manager and including members
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from the senior ranks across the organization. Weéness Strategy focuses on five key areas: open
communication, valuing people, investing in empkjacilities, providing activities and enabling a
positive work-life balance.

A. Open Communication

22.  Open communication helps to create a moreipesihd productive environment. Examples
of the mechanisms the Agency has in place to ermper communication include:

(@) In January, the Chief Statistician presergsatmual ‘State of the Union
Address’, which highlights accomplishments of tlastpyear and identifies priorities and
challenges for the upcoming year. When the presents made to senior managers it
is also videotaped for those who cannot attendpéctl Edition of @ StatCan, the
Agency’s news bulletin on the Internal CommunicasidNetwork (ICN) contains
highlights of the speech. This document becomes$esiance source for employees
trying for a promotion.

(b) Debriefings are an important part of keepifgrmed. Weekly meetings of the
Executive Committee are followed by debriefingsrtanagers and then to staff. This
trickle down ensures that critical informatiorpassed quickly. The Chief Statistician
meets semi-annually with small groups of directordiscuss topics of interest and
concern.

(c) For many years the Agency conducted an Enggl@pinion Survey. The value
of this feedback mechanism became widely recogranedhow the Agency administers
a survey for all departments in the public servaeery three years. At Statistics
Canada, our results are used to guide and monaoagement initiatives. The most
important follow-up activity we undertake after tharvey is our ‘shop floor’
discussions which are held between employees andgees. All managers are
mandated to follow-up on the results and each fimsta suitable way to investigate
what lies behind the survey results for their ar@ag results of the survey thus serve as
a tool for dialogue and interaction between empsy@nd managers concerning issues
in the local workplace.

(d) Every two years, each division prepares aiied Program Report which details
the main program elements or service lines, pedoca measurements, current
challenges, goals and progress since the lasttrépwase reports are key
communication tools with top management. The C8tetfistician personally responds
to each report. His feedback often contains regues clarification and suggestions for
new priorities and goals for the next two yearserfg\fourth year, a more strategic
Quadrennial Program Report is prepared and presémtbe Executive Committee.
Again, the feedback often requests clarificatiomaly contain suggestions for new
priorities and goals for the next two years. TherBial and Quadrennial Program
Reports and the Chief Statistician’s feedbackpamasions for divisional stock-taking
and are typically posted on an internal websitehEsaich report provides an update on
human resource issues, and identifies the numbeaiafng days used in the division
and the progress made on achieving employmentyetqugets.
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B. Valuing People

23. A number of practices and employee supporics\demonstrate Statistics Canada’s

commitment to employees, including:
(@) Since 1979, despite periods of severe budgbacks, the organization has maintained a
‘no layoff policy’. Simply stated, this policy st that, should it become necessary to reduce
or eliminate a program due to budget reductiorshanges in priority, the affected employees
will be moved to other areas requiring staff: tiey have absolute preference in staffing.
(b) A network of senior Harassment Prevention @if$ is in place to provide confidential
support to employees on issues related to harassmdiscrimination.
(c) An Employee Assistance Program, staffed bygssionals, helps employees deal with
personal or work-related problems.
(d) An Informal Conflict Resolution Program progglmediation services to help
employees and managers resolve conflict in a nmatlning environment.
(e) A formal Awards and Recognition Program reéogs and celebrates outstanding
employee achievements. The program consists arihgtwards that can be given anytime to
acknowledge specific contributions and of more falrewards presented annually, such as
those for long service, (25 and 35 years of sejyvindividual and group Merit Awards,
Employee of the Year, Marketing Award, Official lgarages Award, Wellness Award and a
Career Excellence Award for retired employees aogaition of an outstanding career at
STC. The awards are presented annually at an Avizag<elebration presided over by the
Chief Statistician.
(H An Alumni Program provides a framework to dhtthe services of retirees of the
Agency. Retirees have specialized knowledge aitid tat are frequently an asset to
optimize a project, develop a new program, or fiaté the transfer of skills and expertise.
The benefit of inviting retirees back is that tleey pass along historical knowledge, provide
training or mentoring, and can increase the Agenfigxibility in handling peak workload
periods.

C. Investment in Employee Facilities

24. Beyond a safe and healthy environment, Stegi€tanada offers facilities that support active
living and has an impressive number of on-siteisesy including a fitness and cardio facility,
nursing services, and an onsite day-care centre.

D. Providing Employee Activities

25.  Statistics Canada promotes a number of aedviti support of the health and well-being of
employees. A few examples of activities organimedemployees by teams of managers and
volunteers are: an annual influenza immunizatiomglan annual Employee Appreciation Day that
encourages fun at work and fosters a sense of ¢palpto the organizatigriunch information
sessions with speakers on topics such as nutriixarcise, stress management etc. In addition, the
Agency provides support for over 100 employee clobganizations and committees.

E. Enabling a Positive Work-life Balance

26. Statistics Canada offers a truly flexible werkvironment to help employees achieve work-life
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balance. In addition to the normal leave provisifams/acation, sickness and family responsibilities
there are options such as flexible time, part-tijole,sharing, compressed time and telework.

VIIl. Broad Human Resource Management Principles

27. Statistics Canada’s corporate, holistic anatesgic approach to the management of human
resources was made possible because the Agenitytesta fundamental change in our approach to
managing human resources:
(@) First, the Chief Statistician delegated autig@and accountability for human resources
management to line managers. At Statistics Carfagaan resources management truly is a
line management responsibility. Line managers tateership of HR functions, have HR
delegated authority and are held accountable #&r gontributions.
(b) Second, the Agency established a formal HRadament infrastructure to carry out
these responsibilities and ensure comprehensivamessoherence among components of the
strategy.
(c) Third, the Agency's strong, long term humasowgces planning capacity has been in
place for many years and it is integrated withlibsiness planning process of the Agency.

A. Human Resources Management Committee Structure

28. At Statistics Canada, human resources managesreecepted as a primary responsibility of
managers, and HR management is driven by commitfdas managers each tasked with leading
a major human resources program.

At the apex of the HR Committee structure is thendn Resources Committee (HRC). HRC is the
Agency’s Policy Committee examining HR issuess listrategic committee chaired by the Chief
Statistician. Itis comprised of the Assistantél8tatisticians along with the Director General of
Human Resources and the Director General of FinRBtarening and Evaluation. The HRC
provides overall direction on workplace and workfomeasures relating to the acquisition,
training, deployment, career development and reterdf employees at the Agency. It approves
HR policies and provides strategic direction forpmryate HR matters.

The Human Resources Sub-committee, which is caathdly two Assistant Chief Statisticians,
coordinates the activities of the HR managementuiti@es. The HR Sub-committee reviews their
work plans, holds the committees accountable feir thork plans and determines items which
should be placed on the agenda of HRC. It alswviges status reports to the HRC. The HR Sub-
committee’s principle role is to serve as a sougdioard for proposals from the committees, prior
to their consideration at HRC.

Most line managers at the EX and EX minus one teasd involved in at least one HR committee,
in addition to their program responsibilities. Otlee years, these HR committees have reinforced a
culture of working to achieve corporate HR objeesiv

The organizational chart which follows illustratbe structure of the HR committees. The
mandate, membership and minutes of these HR Cosesittan be found on the Agency’s Internal
Communications Network (ICN), within the Human Res®s site.
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B. HR Management Committee Structure at StatiSesada

Joint Union/ Management Senior Personnel Review
Committees Committee
[ |
C Workforce ) C Workplace )

Corporate Learning and Official Awards and
Resourcing Development Languages Recognition
Workplace Performance
Wellness Management

Employment

Equity

C. HR Management Ownership and Accountability

29. Statistics Canada’s approach to human resotgsalis in decisions made on the basis of what
is best overall for the Agency rather than on thgidof local need. One of the most positive result
of line management involvement and committee wetthat, over the years, these committees have
reinforced a culture of working to achieve corperabjectives rather than individual divisional
needs. With our approach, individual managers daoake local decisions on recruitment, training
or promotion based on individual positions or tet®ns. Instead, they participate on the corporate
HR committees and contribute to the overall effecthanagement of the Agency. Managers are
expected to make innovative contributions to théRecommittees in addition to carrying out their
statistical program responsibilities, and theirtcbations are factored into their annual perforeen
reviews and career success depends on contributidoeth areas. The degree of empowerment is
high. Statistics Canada gains from this, as prdpdsareate, modify and improve have direct input
from the managers who are the beneficiaries ottiamges. The committee system enables this
balancing between corporate and local needs andesnthat there is a built-in incentive for
managers to do what is best for the Agency.

D. Integrated Human Resources Planning with Businesgr&n Planning Structure and Process

Statistics Canada’s long term business planningga®is well established. The annual planning
process is designed to regularly assess the Agepoygrams and resources in order to adjust them to
meet changing client needs and priorities andgpard to opportunities and operational pressures. |
is a process that provides opportunities to idgfibad cross-cutting human resources issues which
may have an affect on technical and managementigeknd practices. It also provides the



ECE/CES/2008/
Page 12

opportunity to monitor performance of ongoing progs and major initiatives.

30. For purposes of business planning, the formgdrization is structured in a matrix fashion with
five Planning Syndicates under the direction of@weporate Planning Committee, which is
comprised of the most senior executives and thediir of Corporate Planning and Evaluation
Division. Four of these Planning Syndicates arertass syndicates and are associated with the
statistical program and the technical and managemgastructure which supports them. The fifth
Syndicate is responsible for corporate human regomanagement planning. It is the same
committee that coordinates the work of the HR cott@as. Program changes, including new
programs, program reductions, reallocations etd.taeir resultant impact on human resources are
identified by business syndicates and communicatéide HR syndicate. At the same time, the HR
Planning Syndicate identifies corporate human nessupriorities for input to the business planning
deliberations. It is through the interaction of thesiness planning syndicates and the human
resources planning syndicate that human resowssass and priorities are established.

31. Strategic planning is the first formal stephia planning cycle and takes place in the sprirty an
summer. Planning Syndicate deliberations, priariind issues are presented and discussed,;
subsequent planning priorities are establisheddeaSenior Management Strategic Planning
Conference in October. Following this meeting, @yates regroup and develop multi-year
operational plans to respond to the establishediesfic priorities. Current programs and projects ar
identified for possible elimination or reductiondaproposed new projects are identified. In January,
all the Planning Syndicates reassemble to reviewehults of this operational planning phase. The
proposals are discussed and probed for relevartcthamet impact of the “inputs” and “outputs” are
assessed for their impact on the overall statigbicagram as well as their financial and human
resources implications. Final decisions as to whiajects will be funded are made in March by the
Corporate Planning Committee and appropriate atjgsts are made to program and infrastructure
budgets.

E. Human Resources Planning Component

32. Data on human resources is vital to the plappmcess. The HR Planning Syndicate ensures
the Agency has the data required for informed d@eimaking. In preparation for the Fall Senior
Management Strategic Planning Conference, undatitbetion of the HR Planning Syndicate, an
HR workforce analysis is conducted by STC professianalysts using a Personnel Micro-
simulation Model (PERSIM) developed by agency etger

33. PERSIM uses historical human resource dataltmlate historical probabilities for retirements
based on age and years of service. Other sepambbabilities are estimated as a function of age
and work experience. Promotions are projectederbasis of work experience. The characteristics
of new hires are simulated on the basis of the dgaptic profile of previously hired employees.
These probabilities are applied to the current Wowde distribution to project the one to three year
recruitment and promotion rates, by professionlawel, in a manner that will hold employment
levels constant.

34. The baseline projections produced by PERSIMigegl as a starting point to determine the
recruitment and promotion targets that will be 3segy over the next three years to meet operational
needs. Outcomes of decisions from the planninggs®are added (or subtracted in the case of
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program reductions) to the PERSIM baseline prapestito determine the number of new professional
and technical staff the Agency will need to hirghe recruitment campaign, and the number of
positions to be staffed. In addition to determgnihe recruit targets, PERSIM is used to analyse th
number and maturity, or years of experience, ofi@our pools of employees to determine if these
pools are sufficiently robust to replace deparstaff at the next level up (departing either beeaafs
separations or as a result of promotions).

35. Following the planning decisions in March, #mmual STC Human Resources Strategic Plan is
generated. It documents the result of the intedrptanning process, identifying human resources
priorities for the coming year, indicating recruént targets and outlining staffing plans. This Hama
Resources Strategic Plan provides the basis froithvithe network of HR Management Committees
set up action plans. It also serves as the folord&dr the Human Resources Branch Business Plan.
Progress against these action plans of the HR ctigesiand the Human Resources Branch are
monitored regularly throughout the year.

To facilitate HR planning at the local level, ditews are provided with Quarterly ‘Dashboards’ that
profile each division with their demographic picwand vacancies. A pilot project is underway té& lin
this information to the financial forecasting systso that a proactive approach can be taken in
planning and addressing staffing needs.

IX. Assessment of the Overall HR Strategy

36. The policies, programs and mechanisms that bese put in place to support Statistics
Canada’s Human Resources Strategy require comstaritoring and evaluation to assess their
effectiveness, so any necessary adjustments caratte. Some of the mechanisms used to measure
the success of our human resources programs include

A. Employee Opinion Surveys

37. Since the beginning of the implementation ef¢brrent approach to Human Resources
Management, Statistics Canada has utilized Empl@g@rion Surveys to obtain feedback and assess
the success of the programs. The first internalesuwas conducted in 1992 and was followed by
similar subsequent ones in 1995 and 1998. The Cam&diblic Service requested that Statistics
Canada broaden this program and conduct a Pubtic8evide employees survey in 1999, 2002,
2005 and again in 2008.

38. The results of the employee opinion surveysaken very seriously and are the primary
mechanism used to assess the effectiveness ofgineci's HR Strategy. For the entire Agency
analysis of the responses are carried out in a ruofbvays.

39. First, at the aggregate level, the resporstfeetover one hundred questions are grouped under
four major themes: sharing information and goaisitable work environment, work and workload,
and training and career development. The resudts@mnpared to previous internal survey results and
to the overall results for the public service aghmle. The highs and the lows are explored to
determine the reasons and appropriate action takea to correct the identified issues. For example
in one of the earlier surveys, respondents fettttiey were not being given fair access to
developmental assignments by their local managierssponse, as previously mentioned, a new
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policy was implemented that gave the right for esyipes to go on a corporate assignment after four
years in the same job. Subsequent surveys showeshsed satisfaction in this area. Similarly, an
early survey identified fairness of promotional ogpnities as a concern; it was in response to this
finding that we introduced our generic/collectietestion processes.

40. Second, a more in-depth analysis of the Sualayg themes is conducted and the results
referred to the line management HR committee resiptanfor follow-up action. Follow-up often
includes the use of focus groups composed of erapkio explore the issues in depth. Action plans
are developed to deal with identified issues. Thptges are approved and progress monitored by
Statistics Canada’s senior executives. As a rasewNt, learning programs have been implemented,
new policies initiated and continuous improvemeéatthe generic competition process have been
implemented.

41. Finally, and perhaps most significantly, surveyses are compiled and comparisons are
made both amongst StatCan divisions and with tidigservice at large. Care is always taken to
ensure confidentiality of individual respondentsviBional directors are expected to provide
feedback on the results to their employees, pin@o#as that require attention, and engage
employees in finding and implementing appropriatetsons. Line directors are required to report
their action plans, follow-up mechanisms and improents. Divisional results are taken into
consideration in the annual performance reviewachedirector.

42. How do Statistics Canada’s survey results @mpith those of the public service at large? In
the 2002 Public Service-wide survey, Statisticsa@iars results were the best in the Public Service.
Beyond this comparison, the 2002 results repredearieoverall improvement in the generally very
good results of the previous 1999 survey. In tHeg52Bublic Service wide survey, the majority of
Statistics Canada employees reported being vesfisdtwith their workplace. In most areas,
Statistics Canada's results showed the highedsle¥eatisfaction within the Public Service

compared to the other large departments. StatiSargda employees responded more positively than
the average public servant on 90% of the questrarisded in the survey.

B. Feedback From Employees

43. Having implemented changes in human resoureesgement and introduced tools, the
Agency has reached out to employees to obtain tbedback. For example we conduct a Selection
Process Feedback Survey for candidates and wdesdihack via an Employee Exit Survey. We
also seek feedback from students using a Studgueriexnce Survey.

C. Central Agency Assessments

44. Successive Human Resources Management reviehaudits conducted by Central Agencies
of the Canadian Federal Public Service - to eshlaind monitor Statistics Canada’s implementation
of public service wide policies and guidelines véndeen extremely positive. Statistics Canada is
considered a ‘best practices’ organization in aofascruitment, learning, human resources planning
performance management, and workplace wellness.
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D. Human Resources External Awards

45. Since 2000, Statistics Canada received a nuailpgestigious external awards for various
aspects of our human resource management stratdgyragrams, including:

(@ The International Personnel Management Assoai@dPMA) "Gold Star Agency
Award" for our Human Resources Strategy.

(b) The Office of the Commissioner of Official Larmapes Leadership Award for
bilingualism.

(c) The National Managers' Community Leadership Alxfar our Management
Development Program.

(d) The APEX "Grand Award Winner" in the categofyNewsletters (Not for profit) for
our internal employee electronic newslet@&atcan.

(e)  The "Healthy Workplace Award" from the National Qtyalnstitute (NQI)

() The “Order of Excellence”, the NQI's highest lee¢lrecognition, recognizing
outcomes achieved in creating and sustaining dhyeabrkplace culture. Statistics
Canada was the first public-sector organizatiobeelected for this special
recognition and is considered a healthy workplate model organization.

(H  The Head of the Public Service Award, for tia¢egory of “Valuing and Supporting
People”.

(9) The Public Service Award of Excellence, for Hoyee Health and Well-being.

(h) Best employer for Over 50.

0] Among the ‘Top 20 Employers’ in the National @l Region.

X. Observations and Conclusions

46. It has taken many years for Statistics Canadivelop and implement an integrated and
comprehensive Human Resources Management Strategyafter year, mechanisms have been
added and it continues to evolve. The successrastoategy is in no small way due to:

@) Senior line management involvement and acednilityy for managing human resources,
along with support from a team of highly qualifiedman resource professionals.

(b) A strong long term human resources planningciéypthat is integrated with the
business planning.

(c) Consistency of approach that has built thet tind commitment of employees.

47. Statistics Canada has some distinct advantaggsnany organizations. Our mandate is clear
and non political. The majority of our employees eoncentrated at head office in one complex of
buildings. Beyond this, the senior managemenommitted to sound human resource management.

48. Our Human Resources Strategy has served us 8#ellistics Canada’s is responding
effectively to the strategic issues that were idieakin the early 1990’s. Over half of the senior
executives have now retired and have been repfagetdinternal succession pools. Our succession
pools are sufficiently robust to replace the retieats yet to come. We have a flexible workforce tha
enables us to address budget fluctuations and tigaolient needs and priorities in a quick and
efficient manner. Employee survey results reflaat bur workforce satisfaction. Employees find
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Statistics Canada an excellent place to work. shategy has enabled us to be at the leading edge,
providing Canadians with statistical data thatnilnates issues and provides input for evidenceebase
decision-making.
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