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Introduction
Deputy Head
Mr. Jean-François Tremblay was appointed as the Deputy Head of Natural Resources Canada (NRCan), on September 21, 2020. He was also appointed as the Chairperson of the Energy Supplies Allocation Board which remains operationally inactive unless there is an emergency situation (i.e. war).
Mr. Tremblay is exercising the Public Service Commission’s (PSC) authority for the fourth time as Deputy Head (DH). Therefore, it is suggested that the New Direction in Staffing (NDS) highlights for DHs be shared with him. A copy of this document is attached as Annex A.
Deputy Minister University Champion
As a Deputy Minister University Champion (DMUC), Mr. Tremblay plays a key role in Public Service Renewal by building relations between the PSC and Université Laval.
The PSC supported various events at this University, including:
· In November 2019, the PSC Quebec regional office participated in:
· Université Laval’s Public Service Week, an annual event that includes career fairs and presentations from all levels of government. 
· Université Laval’s Mini Career Fair, aimed at promoting Government of Canada jobs to Indigenous students.
· PSC’s Quebec regional office also participated in a virtual career fair at Université Laval on October 6, 2020.



A working-level committee comprised of DMUC designated representatives from Universities across the Quebec region was formed prior to the COVID-19 pandemic. Its objective was to connect representatives, share information and best practices, and to identify opportunities to collaborate together on initiatives with the PSC. Mr. Tremblay has a representative participating in this committee which is scheduled to reconvene in the coming weeks.
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Organizational Context
Mandate
NRCan develops policies and programs that enhance the contribution of the natural resources sector to the economy, improve the quality of life for all Canadians and conduct innovative science in facilities across Canada to generate ideas and transfer technologies. It also represents Canada at the international level to meet the country's global commitments related to the sustainable development of natural resources.
Challenges
The highly specialized scientific workforce of NRCan brings some challenges when staffing and recruiting. The organization often hires scientists who come from other countries which can create delays when recruiting scientists with foreign credentials that may also need to obtain a work permit.  
Experimentation
NRCan served as the home department for the first hub of Canada’s Free Agents. Other hubs are now in place at Treasury Board Secretariat, Transport Canada, and the Canada School of Public Service.
· Canada’s Free Agents is a new model for workforce mobility launched in 2016, inspired by a 2012 report by Deloitte - GovCloud: the Future of Government Work;
· Free Agents are hired through at-level deployments and are placed in a hub in a home department;
· Free Agents are then drawn from the hub for project-based assignments in host departments;
· The hub manages the HR processes and recovers an administration fee from home organizations.
Population and Staffing Activities
Population
NRCan is a large organization that has a population of 4,701 employees (as of March 31, 2020). In the 2019‑2020 fiscal year, it performed 2,741 staffing actions. 
Staffing Activities
In 2019-2020, NRCan proceeded with a total of 2,741 staffing activities:
· 550 appointments to the public service;
· 567 promotions;
· 188 acting appointments;
· 569 casuals;
· 505 students; and
· 362 lateral and downward movements.
Please refer to Annex B for additional details on staffing activities.
NRCan is also one of the few departments with research scientists promoted through an incumbent-based process that reviews scientific publications as part of their career progression framework.
In addition, as a science-based department, the majority of NRCan’s summer students are hired to perform fieldwork. Because of COVID and the limitations to perform field work, it was anticipated that student hiring would decrease. In response to that, the Student Hiring Challenge was launched and managers were encouraged to continue hiring students despite the pandemic, by exploring different ways of working. Incentives were made available to managers whose students worked on projects that helped NRCan adapt to the post-pandemic workplace. The Student Hiring Challenge resulted in additional hires. NRCan also continues to promote the PSC’s student recruitment programs.
Time to Staff
NRCan has a median time of 201 days for internal appointments, which is higher than the median of the public service of 175 days. 
NRCan has a median time of 205 days for external appointments, which is slightly higher than the median of the public service of 203 days.
Staffing Framework
New Direction in Staffing Implementation
NRCan shared their policies and staffing framework with the PSC. The organization is currently looking at ways to improve flexibilities within their framework. In support of that objective, the Staffing Support Advisor (SSA) delivered presentations to hiring managers and human resources (HR) staff highlighting various scenarios that foster flexibilities in staffing practices. For example, three sessions were held in 2019-2020 on topics covering available options during the assessment and appointment phase.
Appointment Delegation and Accountability Instrument Annex D Reporting
Use of the Public Service Official Languages Exclusion Approval Order (PSOLEAO) and the Public Service Official Languages Appointment Regulations (PSOLAR)
NRCan has reported that the organization made use of the Public Service Official Languages Exclusion Approval Order on seven occasions and the Public Service Official Languages Appointment Regulations once for the period of April 1, 2019 to March 31, 2020. 
NRCan has one situation that exceeds the maximum period of time to become bilingual under the PSOLEAO and the PSOLAR. The organization has confirmed that the situation will be resolved in the coming weeks once the employee is deployed to another position within NRCan. 
Approved Deputy Head Exceptions to the National Area of Selection Requirements for an External Advertised Appointment Process
NRCan did not report any deputy head exceptions to the National Area of Selection between April 1, 2019 and March 31, 2020.
Results of Organizational Cyclical Assessment
On March 31, 2018, NRCan has submitted a cyclical assessment for the period of April 1, 2017, to March 31, 2018. The organization has tailored its staffing monitoring activities to its context, business needs, and staffing framework. 
Inquiries and Trends
Since October 2019, NRCan has submitted 57 inquiries to the SSA. Many of the organization’s questions were related to COVID-19 (60%) and the temporary measures put in place by the PSC for second language evaluations and interim PSC testing. A higher percentage of all inquiries were related to the Appointment policy, more specifically on the topic of assessments (65%). These are also reflected in the Covid-19 related questions.
Oversight
Audits
NRCan is not included in any of the PSC audits that are currently underway. However, the organization was included in two horizontal audits that were recently completed, including the Pilot System-Wide Staffing Audit (SWSA) that was published in 2018 and the Horizontal Audit on Credential Validation (HACV) that was published in 2019. 
SWSA was a review of system-wide compliance in staffing. In all, 25 departments and agencies participated in the audit, providing a sample of 386 appointments. Twenty of these appointments were from NRCan. 
The HACV explored whether public servants had obtained the necessary level of education for their position when they were hired. The audit examined a representative sample of 278 external appointments across 15 departments and agencies. Twenty-three of the appointments from this sample were from NRCan.
Investigations
Two investigations were founded following allegations of fraud: one from a 2015 external advertised appointment process intended to staff an Administrative Assistant position at the AS-1 group and level; the other from a 2016 internal advertised process to staff a Finance and Procurement Officer position at the AS-2 group and level. 
Table 1 - Investigations
	Nature of Issue
	Cases Received
	Cases Referred by Organization
	Closed – Not Accepted
	Completed Unfounded
	Completed Founded
	Ongoing

	s.66 External Appointments (Merit, Error, Omission, Improper Conduct
	7
	2
	6
	1
	0
	0

	s.69 Fraud
	1
	1
	0
	2
	2
	1

	Total
	8
	3
	6
	3
	2
	1


Note: The numbers may not add up as discontinued cases and cases resolved via early intervention are not included in this table.
Note: Each column is an independent calculation of the others. Cases received are cases received in the time period, cases completed are those completed in the period, not necessarily cases completed out of those received.
Staffing and Non-Partisanship Survey Results
Overall, NRCan’s Staffing and Non-Partisanship Survey (SNPS) results are similar in comparison with other large organizations and the public service.
44.3% of NRCan employees completed the 2018 SNPS, compared to 47.6 % for the public service in general.
Below are key findings from NRCan’s 2018 SNPS results:
· 64.6% of employees agreed that people hired can do the job, compared to 52.3% in organizations of similar size, and 53.8% in the federal public service.
· 55.5% of managers agreed that the NDS has improved the way they hire and appoint persons to and within their organization, compared to 54.4% in organizations of similar size, and 56.1% in the federal public service.
· 89.1% of managers agreed that within their organization, the administrative process to staff a position is burdensome, compared to 88.6% in organizations of similar size, and 87.9% in the federal public service.
Diversity Profile
NRCan is slightly above the representation for members of visible minorities, but is below workforce availability (WFA) for:
· Women, who represent 46.5% or its workforce, while the WFA is 52.7%;
· Aboriginal peoples, who represent 2.6% of its workforce, while the WFA is 4.0%;
· Persons with disabilities, who represent 4.5% of its workforce, while the WFA is 9.0%.
The organization should take action to close the gap for women, Aboriginal peoples and persons with disabilities and continue to make merit-based appointments of members of the designated groups when required to ensure ongoing representativeness of its workforce.
Table 2 - Diversity Profile
	Designated Group
	Public Service
Work Force Availability (WFA)
	Natural Resources Canada
	Representation across the  Public Service of Canada

	Women
	52.7%
	  46.5%
	54.8%

	Aboriginal Peoples
	4.0%
	   2.6%
	5.1%

	Persons with Disabilities
	9.0%
	   4.5%
	5.2%

	Members of Visible Minorities
	15.3%
	  15.7%
	16.7%


Source: Employment Equity in the Public Service of Canada 2018-2019 Treasury Board of Canada Secretariat
Priority Entitlements and Veterans
Appointments of Persons with a Priority Entitlement 
From April 1, 2019 to September 25, 2020, NRCan has appointed five persons with a priority entitlement (PPE) indeterminately.

Appointments of Persons with a Canadian Armed Forces Priority Entitlement
Since the coming into force of the Veterans Hiring Act on July 1, 2015 until August 31, 2020, NRCan has appointed one person with a statutory Canadian Armed Forces Priority Entitlement. 
Table 3 - Priority Entitlements and Veterans
	Fiscal Year
	Attributable To Service (Statutory)
	Not Attributable To Service (Regulatory)
	Total

	2015 (July 1) - 2016
	0
	0
	0

	2016 - 2017
	0
	0
	0

	2017 - 2018
	0
	0
	0

	2018 - 2019
	0
	0
	0

	2019 - 2020
	1
	0
	1

	2020 – September 30
	0
	0
	0

	Total
	1
	0
	1


Source: Priority Information Management System

Priority Clearance Requests
From April 1, 2019 to September 25, 2020, NRCan submitted 1,368 priority clearance requests. 
Table 4 - Priority Clearance Type
	Priority Clearance Type
	Amount
	Percentage

	Internal advertised processes
· Internal advertised (109)
· Appointment from a previously established pool (83)
· Employment Equity (EE) process (2)
	194
	14%

	Internal non-advertised processes
· Appointment outside intended use of advertised process (4)
· Non-promotional appointment where deployment is not possible (5)
· Shortage group (11)
· Position historically difficult to staff (10)
· Term to indeterminate appointment (not a conversion) (62)
· Highly specialized skills (72)
· Other reasons (286)
	450
	33%

	External advertised processes
· External advertised (163)
· Appointment from a previously established pool (151)
· EE process (1)
	315
	23%

	External non-advertised processes
· Remote Location (1)
· Appointment outside intended use of advertised process (2)
· Position historically proven difficult to staff (8)
· Shortage group (13)
· Highly specialized skills (65)
· Other reasons (249)
	338
	25%

	Simultaneous internal and external advertised process
	1
	0%

	Appointment of persons with a priority entitlement (includes term and indeterminate appointments)
	7
	1%

	Student bridging
	63
	5%

	Section 43
	0
	0%

	Total
	1,368
	100%


Source: Priority Information Management System
COVID-19 Related Priority Clearance Requests
Since the Priority Entitlements Policy Division began monitoring priority entitlement clearances related to COVID-19, NRCan has submitted a total of five requests to staff six positions specifically linked to the pandemic.
Persons with a Priority Entitlement
As of September 29, 2020, NRCan had 7 PPEs activated in the Priority Information Management System.
Non-Partisanship in the Public Service
Since fiscal year 2006-2007, the PSC granted in total 23 permissions to seek nomination, and be, a candidate in an election from NRCan employees:
· 7 at the federal level;
· 1 at the provincial level;
· 3 at the territorial level; and
· 12 at the municipal level.
Currently, there are no NRCan employees elected at the municipal level, and there were no requests for permission for the 2019 federal election.
According to the SNPS:
· 80.4% of the respondents indicated that they are aware of their rights and obligations for engaging in political activities to a moderate and great extent, which is similar to the Public Service in general, with 80.1%.
· 2.8% of the respondents indicated that they engaged in political activities, other than voting or seeking political candidacy, between January 1 and December 21, 2017, compared to 2.4% in the public service in general.
Public Service Commission Initiatives
The PSC is reviewing the Public Service Employment Regulations - a key instrument in support of the Public Service Employment Act. The objectives of the review are to address the current and emerging needs of hiring organizations and eliminate any unnecessary requirements.
The PSC engaged with stakeholders, including NRCan, to seek out views on the application of the regulations, and consulted them on a proposed model. The PSC is currently analyzing feedback from all stakeholders and refining the model, as needed. 
Recruitment Programs
Federal Internship Program for Canadians with Disabilities 
Although NRCan is not currently participating in the Federal Internship Program for Canadian with Disabilities (FIPCD), this program is a great initiative to contribute to the Government of Canada’s Accessibility Strategy. The program offers for a 50% salary reimbursement to hiring departments for the duration of the internship period. 
In addition, the program provides managers and interns with career coaching services and tools to support the interns’ development such as recommended training offered by the Canada School of Public Service.
Employment Opportunity for Students with Disabilities/ Indigenous Student Employment Opportunity 
While NRCan has not currently submitted requests for referrals, the Employment Opportunity for Students with Disabilities (EOSD) and Indigenous Student Employment Opportunity (ISEO) are excellent recruitment options to increase diversity in the workplace by hiring students living with disabilities or indigenous students. Managers and students are provided with resources, such as onboarding tools, training, and networking events. 
The candidates from both these initiatives are available year-round in the Federal Student Work Experience Program (FSWEP) ongoing inventory.
· Number of available students in EOSD[footnoteRef:1]: 3,714 [1:  As of August 31, 2020] 

· Number of available students in ISEO[footnoteRef:2]: 2,263 [2:  As of August 31, 2020] 

Federal Student Work Experience Program (FSWEP)
NRCan has submitted 114 requests for referrals from FSWEP in 2020. This program remains an excellent way for an organization to renew its workforce and bring new energy, ideas and approaches to its workplace. 
The number of available students in this program is 74,468[footnoteRef:3]. For reference, please visit the Monthly FSWEP Dashboards. [3:  As of August 31, 2020] 

Post-Secondary Recruitment 
NRCan has submitted one request for referrals from the Post-Secondary Recruitment inventories to staff an EC-03 position. These inventories were established to help staff positions in the AS, CS, EC, EN, IS and PM classifications. 
Participation in initiatives related to the hiring of Indigenous Peoples
Although NRCan has not yet consulted the PSC’s Aboriginal Centre of Expertise (ACE) regarding Indigenous recruitment, the ACE and the Office of the Chief Human Resources Officer have developed an Indigenous Career Pathways (IPC) initiative that may be of interest to support Indigenous hiring objectives. 
IPC provides information on Indigenous recruitment, career progression/development and retention:
The Inventory of Indigenous Applicants facilitates the matching between hiring managers and candidates by sourcing indigenous talents from existing inventories of the Public Service Commission and proactively promoting their profiles to federal organizations. 
The Indigenous Recruitment Toolbox provides tools, resources and advice on Indigenous recruitment, outreach and share initiatives that PSC and other departments offer. The toolbox will be updated and accessible to hiring managers and HR advisors on GCintranet at the end of 2020.
Staffing Support
Public Service of Commission Representatives and Organizational Contacts
The SSA assigned to this organization is Véronique Geoffroy, the primary organizational contact is Christine Tanious, Manager, Corporate Staffing. The Head of HR is Anne Casault, Director General and Chief Human Resources Officer.
PREPARED BY:
Véronique Geoffroy, 
Staffing Support Advisor
APPROVED BY:
[image: Approved by Lynn Brault, Director General]
_______________________
Approved by Lynn Brault
Director General, Staffing Support, Priorities and Political Activities
Policy and Communications Sector
[image: Approved by Lynn Brault, Director General]
_______________________
For/Approved by Patricia Jaton
Vice-President, Policy and Communications Sector	
13 November 2020_______
Date
Annexes:
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Highlights for Deputy Heads
A New Direction in Staffing – A Merit-Based System That is Effective, Efficient and Fair
Appointment Policy
New focus on core requirements to provide sub-delegated persons with greater discretion in making an appointment
· One Appointment Policy, no duplication of legal requirements
· Broader focus on values-based system, away from rules-based system
· Appointment Policy supported by streamlined guidance:
· A roadmap to the legislative, regulatory and policy requirements 
· Options and considerations for decision making where there is discretion
· Clear expectations for priority entitlements
· No restrictions on assessment methods for EX appointments
· Exceptions to National Area of Selection approved by deputy head
Delegation
· New ability to customize organizational staffing system based on unique context and evolving business needs
· Deputy heads establish a direction on the use of advertised and non-advertised appointment processes
· Deputy heads to establish requirement(s) for sub-delegated persons to articulate, in writing, their selection decision
· Clarity on requirements related to investigations
· Attestation form to reinforce the accountabilities of sub-delegated persons
All PSC monitoring and reporting requirements now found in the Appointment Delegation and Accountability Instrument
Monitoring and Reporting
Monitoring built by organizations, targeted to their needs
· Annual Departmental Staffing Accountability Report no longer required
· Annual reporting to the PSC limited to:
· Use of Public Service Official Language Exclusion Approval Order
· Exceptions to the National Area of Selection approved by the deputy head
· Results of any internal investigations
· Actions taken following any PSC investigations or audits.
· Deputy head responsible for ongoing monitoring of organizational staffing system based on the organization’s unique context
· Assessment of adherence to requirements, based on organization’s own risks, every five years, at a minimum.

PSC Oversight
System-wide focus
· Government-wide compliance audit every two years
· Renewed Survey of Staffing administered in alternating years with government-wide audit
· System-wide effectiveness and efficiency reviews to support continuous improvement
· Targeted PSC audits as a result of identified system-wide or organizational risks or at the request of deputy head 
· Investigations conducted when there is reason to believe there was political influence, fraud or improper conduct in an appointment process
This document should be read in conjunction with the Public Service Employment Act, the Public Service Employment Regulations, the PSC Appointment Policy and the PSC Appointment Delegation and Accountability Instrument.
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Population by tenure as of March 31, 2020

Figure 1 - Population by tenure as of March 31, 2020
Table 5 - Public Service Employment Act population by tenure as of March 31
	 Year
	Indeterminate population
	Term population 
	Casual population
	Student population
	Total population

	As of March 31, 2015
	3 507
	176
	298
	166
	4 147

	As of March 31, 2016
	3 505
	214
	302
	170
	4 191

	As of March 31, 2017
	3 629
	295
	363
	164
	4 451

	As of March 31, 2018
	3 597
	365
	384
	191
	4 537

	As of March 31, 2019
	3 707
	406
	294
	164
	4 571

	As of March 31, 2020
	3 841
	413
	286
	161
	4 701
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Population by language requirements as of March 31, 2020 

Figure 2 - Population by language requirements as of March 31, 2020
Table 6 - Public Service Employment Act population by language requirements as of March 31, 2020
	Linguistic requirements of the position
	Population as of March 31, 2020
	Percentage of population as of March 31, 2020

	Bilingual 
	1 139
	39%

	Unilingual
	1 786
	61%

	Unknown
	1 776
	0%




Population by occupational group as of March 31, 2020

Figure 3 - Population by occupational group as of March 31, 2020
Table 7 - Top occupational groups, as a percentage of the Public Service Employment Act population as of March 31, 2020
	Occupational group
	Population as of March 31, 2020
	Percentage of population as of March 31, 2020

	EC – Economics and Social Science Services
	748
	17%

	AS – Administrative Services
	613
	14%

	SE – Scientific Research
	533
	12%

	EG – Engineering and Scientific Support
	459
	10%

	EN – Engineering and Land Survey
	433
	10%

	Other
	1 754
	39%




Population by region as of March 31, 2020

Figure 4 - Population by region as of March 31, 2020
Table 8 - Distribution by region, as a percentage of the Public Service Employment Act population as of March 31, 2020
	Region
	Population as of March 31, 2020
	Percentage of population as of March 31, 2020

	National Capital Region (NCR)
	2 794
	66%

	Non-NCR
	1 437
	34%

	Unknown
	470
	0%




External indeterminate hires by occupational group, 2019-2020

Figure 5 - External indeterminate hires by occupational group, 2019-2020
Table 9 - External indeterminate hires by top occupational groups, for fiscal year 2019 to 2020
	Occupational group
	Number of indeterminate hiring activities 
	Percentage of all indeterminate hiring activities

	EC – Economics and Social Science Services
	87
	37%

	AS – Administrative Services
	43
	18%

	EN – Engineering and Land Survey
	22
	9%

	Other
	85
	36%

	Total
	237
	100%




Staffing by region

Figure 6 - Staffing by region
Table 10 - Percentage of staffing activities in the National Capital Region compared with all other regions by fiscal year
	Fiscal year
	Percentage of staffing activities in the National Capital Region (NCR)
	Percentage of staffing activities in all other regions (Non-NCR)

	2015 to 2016
	64%
	36%

	2016 to 2017
	77%
	23%

	2017 to 2018
	77%
	23%

	2018 to 2019
	79%
	21%

	2019 to 2020
	75%
	25%


· Regional distribution excludes unknowns

Staffing by process type

Figure 7 - Staffing by process type
Table 11 - Number and percentage of staffing activities by type of process and fiscal year
	Fiscal year
	Non-advertised processes (excludes unknowns)
	Advertised processes
	% of Non- advertised processes

	2015 to 2016 
	137
	379
	27%

	2016 to 2017
	161
	396
	29%

	2017 to 2018
	359
	374
	49%

	2018 to 2019
	431
	461
	48%

	2019 to 2020
	388
	465
	45%


· Includes indeterminate and specified term appointments
· Excludes lateral and downward movements, deployments and acting appointments of less than 4 months
· Includes only appointments where the staffing process type is known (62% to 76% of appointments)

Staffing by appointment type

Figure 8 - Staffing by appointment type
Table 12 - Staffing activities by appointment type and fiscal year
	Fiscal year
	Promotions
	Lateral and downward movements
	Appointments to the public service (includes casuals and students)
	Acting appointments (excludes appointments of less than 4 months)
	Total

	2015 to 2016
	302
	233
	1 415
	213
	2 163

	2016 to 2017 
	355
	312
	1 385
	184
	2 236

	2017 to 2018
	404
	304
	1 550
	126
	2 384

	2018 to 2019
	468
	323
	1 730
	177
	2 698

	2019 to 2020
	567
	362
	1 624
	188
	2 741




Staffing by tenure

Figure 9 - Staffing by tenure
Table 13 - Staffing activities by tenure and fiscal year
	Fiscal year
	Indeterminate staffing activities
	Term staffing activities
	Casual staffing activities
	Student staffing activities
	Total staffing activities

	2015 to 2016
	838
	192
	626
	507
	2 163

	2016 to 2017
	981
	223
	609
	423
	2 236

	2017 to 2018
	974
	296
	657
	457
	2 384

	2018 to 2019
	1 188
	351
	674
	485
	2 698

	2019 to 2020
	1 300
	367
	569
	505
	2 741



Key findings - Staffing and non-partisanship survey (2018)
· 64.6% of employees agreed that people hired can do the job, compared to 52.3% in organizations of similar size, and 53.8% in the federal public service
· 55.5% of managers agreed that the New Direction in Staffing has improved the way they hire and appoint persons to and within their organization, compared to 54.4% in organizations of similar size, and 56.1% in the federal public service
· 89.1% of managers agreed that within their organization, the administrative process to staff a position is burdensome, compared to 88.6% in organizations of similar size, and 87.9% in the federal public service

Student program hires

Figure 10 - Student program hires
Table 14 - Student staffing activities by recruitment program and fiscal year
	Fiscal year
	Federal Student Work Experience Program
	Post-Secondary Co-op/Internship Program
	Research Affiliate Program
	Total

	2015 to 2016
	184
	278
	45
	507

	2016 to 2017
	139
	242
	42
	423

	2017 to 2018
	168
	251
	38
	457

	2018 to 2019
	175
	281
	29
	485

	2019 to 2020
	177
	316
	12
	505




External indeterminate and term hiring activities: Post-Secondary Recruitment Program and former student hires

Figure 11 - External indeterminate and term hiring activities: Post-Secondary Recruitment Program and former student hires
Table 15 - External indeterminate and term hiring activities: Post-Secondary Recruitment Program and former student hires by fiscal year
	Fiscal year
	Post-Secondary Recruitment Program hires
	Hiring of former students

	2015 to 2016
	14
	65

	2016 to 2017
	13
	75

	2017 to 2018
	5
	93

	2018 to 2019
	15
	126

	2019 to 2020
	5
	120


Hiring of former students includes indeterminate and term hires with experience in a federal student recruitment program within the last 10 years.

Internal time to staff
. 
Figure 12 - Internal time to staff  Public service median = 175 days, 2019-2020			Figure 13 - Internal time to staff Natural Resources median = 201 days, 2019-2020
Internal time to staff data table available here

Internal time to staff is calculated as the number of calendar days between the opening date of the advertisement and the date of the first notification
The median internal time to staff for the public service (organizations subject to the Public Service Employment Act) for fiscal year 2019 to 2020 is 175 days

Internal time to staff for fiscal year 2019 to 2020
Natural Resources Canada’s median internal time to staff for fiscal year 2019 to 2020 is 201 days


Internal time to staff
	[bookmark: Internal_time_to_staff]Number of calendar days
	The number of internal appointments for which the TTS-IA was within the specified number of calendar days for organizations subject to the Public Service Employment Act
	The number of internal appointments for which the TTS-IA was within the specified number of calendar days for the specified organization

	0 calendar days
	0
	0

	0 to 29 calendar days
	13
	0

	30 to 59 calendar days
	106
	1

	60 to 89 calendar days
	256
	4

	90 to 119 calendar days
	331
	9

	120 to 149 calendar days
	313
	2

	150 to 179 calendar days
	314
	6

	180 to 209 calendar days
	258
	5

	210 to 239 calendar days
	191
	5

	240 to 269 calendar days
	143
	5

	270 to 299 calendar days
	109
	3

	300 to 329 calendar days
	91
	1

	330 to 359 calendar days
	70
	1

	360 to 389 calendar days
	49
	2

	390 to 419 calendar days
	43
	3

	420 to 449 calendar days
	41
	1

	450 to 479 calendar days
	36
	1

	480 to 509 calendar days
	20
	0

	510 to 539 calendar days
	15
	0

	540 to 569 calendar days
	23
	1

	570 to 599 calendar days
	20
	0

	600 to 629 calendar days
	18
	0

	630 to 659 calendar days
	11
	0

	660 to 689 calendar days
	15
	0

	690 to 719 calendar days
	6
	0

	720 to 749 calendar days
	11
	1

	750 to 779 calendar days
	6
	0

	780 to 809 calendar days
	5
	0

	810 to 839 calendar days
	6
	0

	840 to 869 calendar days
	10
	0

	870 to 899 calendar days
	1
	0

	900 to 929 calendar days
	4
	0

	930 to 959 calendar days
	5
	0

	960 to 989 calendar days
	4
	0

	More than 990 calendar days
	43
	0




External time to staff

Figure 14 - External time to staff Public service median = 203 days, 2019-2020	Figure 15 - External time to staff Natural Resources median = 205 days, 2019-2020

External time to staff data table available here
External time to staff is calculated as the number of calendar days between the opening date of the advertisement and the date of the first estimated external hire
The median external time to staff for the public service (organizations subject to the Public Service Employment Act) for fiscal year 2019 to 2020 is 203 days
External time to staff for fiscal year 2019 to 2020
Natural Resources Canada’s median external time to staff for fiscal year 2019 to 2020 is 205 days



External time to staff
	[bookmark: External_time_to_staff]Number of calendar days
	The number of external appointment processes for which the TTS-EA was within the specified number of calendar days for organizations subject to the Public Service Employment Act
	The number of external appointment processes for which the TTS-EA was within the specified number of calendar days for the specified organization

	0 calendar days
	0
	0

	0 to 29 calendar days
	55
	2

	30 to 59 calendar days
	75
	2

	60 to 89 calendar days
	95
	4

	90 to 119 calendar days
	108
	2

	120 to 149 calendar days
	166
	3

	150 to 179 calendar days
	164
	7

	180 to 209 calendar days
	160
	8

	210 to 239 calendar days
	133
	3

	240 to 269 calendar days
	122
	5

	270 to 299 calendar days
	101
	6

	300 to 329 calendar days
	80
	1

	330 to 359 calendar days
	61
	3

	360 to 389 calendar days
	50
	2

	390 to 419 calendar days
	45
	3

	420 to 449 calendar days
	34
	1

	450 to 479 calendar days
	34
	0

	480 to 509 calendar days
	21
	1

	510 to 539 calendar days
	16
	0

	540 to 569 calendar days
	19
	0

	570 to 599 calendar days
	13
	0

	600 to 629 calendar days
	7
	0

	630 to 659 calendar days
	7
	0

	660 to 689 calendar days
	4
	0

	690 to 719 calendar days
	11
	0

	720 to 749 calendar days
	6
	1

	750 to 779 calendar days
	2
	0

	780 to 809 calendar days
	4
	0

	810 to 839 calendar days
	4
	0

	840 to 869 calendar days
	0
	0

	870 to 899 calendar days
	1
	0

	900 to 929 calendar days
	0
	0

	930 to 959 calendar days
	0
	0

	960 to 989 calendar days
	0
	0

	More than 990 calendar days
	0
	0




Technical notes:
· The Time to Staff - Internal Appointments (TTS-IA) is the median number of calendar days between the opening date of an internal advertisement and the date of the first Notice of Appointment or Proposal of Appointment (NAPA) from the Public Service Resourcing System for internal term and indeterminate positions. As NAPAs are not required for all internal staffing actions, this measure is limited to reporting on internal promotional appointments.
· The Time to Staff - External Appointments (TTS-EA) is the median number of calendar days between the opening date of an external advertisement and the date of the first estimated appointment of an individual from outside an organization subject to the Public Service Employment Act for term and indeterminate positions. Because data between systems is linked using a probabilistic match, errors in data linkage are a potential source of measurement error.
· Only estimated term and indeterminate appointments/notifications are included (deployments, casual and acting appointments are excluded). 
Sources:
· Hiring and staffing activities data are derived from information received from the Treasury Board of Canada Secretariat Incumbent File.  The Incumbent File is extracted from the Public Services and Procurement Canada’s pay system.  The data constitutes an estimate of hiring and staffing activities to and within organizations.
· Information from the Priority Information Management System and the Public Services Resourcing System is also used to determine if staffing actions are advertised or non-advertised as well as for calculating time to staff.
· The data are not expected to match an organization’s human resources data, due to methodology and timing differences.
· The Time to Staff - Internal Appointments (TTS-IA) is the median number of calendar days between the opening date of an internal advertisement and the date of the first Notice of Appointment or Proposal of Appointment (NAPA) from the Public Service Resourcing System for internal term and indeterminate positions. As NAPAs are not required for all internal staffing actions, this measure is limited to reporting on internal promotional appointments
· Only estimated term and indeterminate appointments/notifications are included (deployments, casual and acting appointments are excluded)
· The Time to Staff - External Appointments (TTS-EA) is the median number of calendar days between the opening date of an external advertisement and the date of the first estimated appointment of an individual from outside an organization subject to the Public Service Employment Act for term and indeterminate positions. Only estimated term and indeterminate appointments/notifications are included (deployments, casual and acting appointments are excluded)
· Because data between systems is linked using a probabilistic match, errors in data linkage are a potential source of measurement error
· Hiring and staffing activities data are derived from information received from the Treasury Board of Canada Secretariat Incumbent File.  The Incumbent File is extracted from the Public Services and Procurement Canada’s pay system.  The data constitutes an estimate of hiring and staffing activities to and within organizations.
· Information from the Priority Information Management System and the Public Services Resourcing System is also used to determine if staffing actions are advertised or non-advertised as well as for calculating time to staff.
· The data are not expected to match an organization’s human resources data, due to methodology and timing differences.
Population by tenure as of March 31, 2020

 Indeterminate 	
 2015 
(N=4 147) 	 2016 
(N=4 191)	 2017 
(N=4 451) 	 2018 
(N=4 537) 	 2019
(N=4 571) 	 2020
(N=4 701) 	3507	3505	3629	3597	3707	3841	 Term 	
 2015 
(N=4 147) 	 2016 
(N=4 191)	 2017 
(N=4 451) 	 2018 
(N=4 537) 	 2019
(N=4 571) 	 2020
(N=4 701) 	176	214	295	365	406	413	 Casual 	
 2015 
(N=4 147) 	 2016 
(N=4 191)	 2017 
(N=4 451) 	 2018 
(N=4 537) 	 2019
(N=4 571) 	 2020
(N=4 701) 	298	302	363	384	294	286	 Student 	
 2015 
(N=4 147) 	 2016 
(N=4 191)	 2017 
(N=4 451) 	 2018 
(N=4 537) 	 2019
(N=4 571) 	 2020
(N=4 701) 	166	170	164	191	164	161	



Population by language requirements as of March 31, 2020 
(N=4 701)

Population by Language Requirements as of March 31, 2016	
Bilingual 	Unilingual	1139	1786	
Population by occupational group as of March 31, 2020
(N=4 701) 

Population by Occupational Group as of March 31, 2016	
EC	AS	SE	EG	EN	Other	748	613	533	459	433	1754	
Population by region as of March 31, 2020 (N=4 701)

Population by Language Requirements as of March 31, 2016	
NCR	Non-NCR	2794	1437	
External indeterminate hires by 
occupational group,
 2019-20 (N=237)

Population by Language Requirements as of March 31, 2016	
EC	AS	EN	Other	87	43	22	85	
Staffing by region

National Capital Region (NCR)	
2015-16	2016-17	2017-18	2018-19	2019-20	0.64	0.77	0.77	0.79	0.75	Outside the National Capital Region (Non-NCR)	
2015-16	2016-17	2017-18	2018-19	2019-20	0.36	0.23	0.23	0.21	0.25	



Staffing by process type

Non-advertised (excludes unknowns)	
2015-16 	2016-17	2017-18	2018-19	2019-20	137	161	359	431	388	Advertised	
2015-16 	2016-17	2017-18	2018-19	2019-20	379	396	374	461	465	% of Non- advertised	
2015-16 	2016-17	2017-18	2018-19	2019-20	0.27	0.28999999999999998	0.49	0.48	0.45	




Staffing by appointment type

Promotions	
2015-16
(N=2 163)	2016-17 
(N=2 236)	2017-18
(N=2 384)	2018-19
(N=2 698)	2019-20
(N=2 741)	302	355	404	468	567	Lateral and downward movements	
2015-16
(N=2 163)	2016-17 
(N=2 236)	2017-18
(N=2 384)	2018-19
(N=2 698)	2019-20
(N=2 741)	233	312	304	323	362	Appointments to the public service  (includes casuals and students)	
2015-16
(N=2 163)	2016-17 
(N=2 236)	2017-18
(N=2 384)	2018-19
(N=2 698)	2019-20
(N=2 741)	1415	1385	1550	1730	1624	Acting appointments (excludes appointments of less than 4 months)	
2015-16
(N=2 163)	2016-17 
(N=2 236)	2017-18
(N=2 384)	2018-19
(N=2 698)	2019-20
(N=2 741)	213	184	126	177	188	



Staffing by tenure

Indeterminate	
2015-16
 (N=2 163)	2016-17
 (N=2 236)	2017-18
 (N=2 384)	2018-19
 (N=2 698)	2019-20
 (N=2 741)	838	981	974	1188	1300	Term	
2015-16
 (N=2 163)	2016-17
 (N=2 236)	2017-18
 (N=2 384)	2018-19
 (N=2 698)	2019-20
 (N=2 741)	192	223	296	351	367	Casual	
2015-16
 (N=2 163)	2016-17
 (N=2 236)	2017-18
 (N=2 384)	2018-19
 (N=2 698)	2019-20
 (N=2 741)	626	609	657	674	569	Student	
2015-16
 (N=2 163)	2016-17
 (N=2 236)	2017-18
 (N=2 384)	2018-19
 (N=2 698)	2019-20
 (N=2 741)	507	423	457	485	505	



Student program hires

Federal Student Work Experience Program (FSWEP)	
2015-16
 (N=507)	2016-17
 (N=423)	2017-18
 (N=457)	2018-19
 (N=485)	2019-20
 (N=505)	184	139	168	175	177	Post-Secondary CO-OP/Internship Program (COOP)	
2015-16
 (N=507)	2016-17
 (N=423)	2017-18
 (N=457)	2018-19
 (N=485)	2019-20
 (N=505)	278	242	251	281	316	Research Affiliate Program (RAP)	
2015-16
 (N=507)	2016-17
 (N=423)	2017-18
 (N=457)	2018-19
 (N=485)	2019-20
 (N=505)	45	42	38	29	12	



External indeterminate and term hiring activities: Post-Secondary Recruitment Program and former student hires

Post-secondary Recruitment (PSR)	
2015-16	2016-17	2017-18	2018-19	2019-20	14	13	5	15	5	Former student hires*	
2015-16	2016-17	2017-18	2018-19	2019-20	65	75	93	126	120	



Internal time to staff
Public service median = 175 days
 2019-2020

Duration in Calendar Days	0	0-29	30-59	60-89	90-119	120-149	150-179	180-209	210-239	240-269	270-299	300-329	330-359	360-389	390-419	420-449	450-479	480-509	510-539	540-569	570-599	600-629	630-659	660-689	690-719	720-749	750-779	780-809	810-839	840-869	870-899	900-929	930-959	960-989	>	990	0	13	106	256	331	313	314	258	191	143	109	91	70	49	43	41	36	20	15	23	20	18	11	15	6	11	6	5	6	10	1	4	5	4	43	Calendar days


Frequency



Internal time to staff
Natural Resources median = 201 days
 2019-2020

Duration in Calendar Days	0	0-29	30-59	60-89	90-119	120-149	150-179	180-209	210-239	240-269	270-299	300-329	330-359	360-389	390-419	420-449	450-479	480-509	510-539	540-569	570-599	600-629	630-659	660-689	690-719	720-749	750-779	780-809	810-839	840-869	870-899	900-929	930-959	960-989	>	990	0	1	4	9	2	6	5	5	5	3	1	1	2	3	1	1	0	0	1	0	0	0	0	0	1	0	0	0	0	0	0	0	0	0	Calendar Days


Frequency



External time to staff
Public service median = 203 days
 2019-2020

Duration in Calendar Days	0	0-29	30-59	60-89	90-119	120-149	150-179	180-209	210-239	240-269	270-299	300-329	330-359	360-389	390-419	420-449	450-479	480-509	510-539	540-569	570-599	600-629	630-659	660-689	690-719	720-749	750-779	780-809	810-839	840-869	870-899	900-929	930-959	960-989	>	990	0	55	75	95	108	166	164	160	133	122	101	80	61	50	45	34	34	21	16	19	13	7	7	4	11	6	2	4	4	0	1	0	0	0	0	Calendar days


Frequency



External time to staff
Natural Resources median = 205 days
 2019-2020

Duration in Calendar Days	0	0-29	30-59	60-89	90-119	120-149	150-179	180-209	210-239	240-269	270-299	300-329	330-359	360-389	390-419	420-449	450-479	480-509	510-539	540-569	570-599	600-629	630-659	660-689	690-719	720-749	750-779	780-809	810-839	840-869	870-899	900-929	930-959	960-989	>	990	2	2	4	2	3	7	8	3	5	6	1	3	2	3	1	0	1	0	0	0	0	0	0	0	1	0	0	0	0	0	0	0	0	0	Calendar Days


Frequency
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