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His Honour the Honourable John Harvard, P.C., O.M.

Lieutenant Governor of Manitoba
Room 235, Legislative Building
Winnipeg, Manitoba R3C 0V8

May It Please Your Honour:

| present herewith the 89" annual report of
the Manitoba Civil Service Commission for
the period April 1, 2006 to March 31, 2007.

Respectfully submitted,

Greg Selinger
Minister Responsible for
The Civil Service Act

Son Honneur I'honorable John Harvard, C.P., O.M.
Lieutenant-gouverneur du Manitoba

Palais |égislatif, bureau 235

Winnipeg (Manitoba) R3C 0V8

Monsieur le lieutenant-gouverneur,

Jai le privilege de vous soumettre le quatre-vingt
neuvieme rapport annuel de la Commission de la
fonction publigue du Manitoba pour la période du
1*" avril 2006 au 31 mars 2007.

Veuillez accepter, Monsieur le lieutenant-gouverneur,
I'expression de mes salutations les plus
respectueuses.

Greg Selinger
Ministre chargé de I'application
de la Loi sur la fonction publique



This publication is available on
request in large print, electronic
media and other formats as needed
by persons with disabilities.

Selon leurs besoins et sur demande,
les personnes handicapées peuvent
obtenir une version de ce document
en gros caractéres, en format
électroniqgue ou en tout autre format.



Honourable Greg Selinger
Minister Responsible for

The Civil Service Act

Room 103 Legislative Building
Winnipeg MB R3C 0V8

Dear Mr. Selinger:

In conformity with the provisions of The Civil
Service Act, | am pleased to forward to you, the
Minister Responsible for The Civil Service Act,
the 89" annual report of the Manitoba Civil
Service Commission.

This report covers the period April 1, 2006 to
March 31, 2007 and includes a review of the
Civil Service Commission's activities for that
period.

Respectfully submitted,

Shirley Delaquis
Chairperson

Monsieur Greg Selinger
Ministre chargé de I'application
de la Loi sur la fonction publique
Palais législatif, bureau 103
Winnipeg (Manitoba) R3C 0V8

Monsieur le Ministre,

Conformément aux dispositions de la Loi sur la fonction
publique, jai I'nonneur de vous soumettre le quatre-
vingt-neuviéme rapport annuel de la Commission de la
fonction publique du Manitoba, que je vous prie de
recevoir dans le cadre de vos fonctions a titre de
ministre chargé de I'application de la dite loi.

Le rapport couvre la période allant du 1° avril 2006 au
31 mars 2007 et comprend I'examen des activités de la
Commission de la fonction publique au cours de cette
période.

Veuillez recevoir, Monsieur le Ministre, I'expression de
ma haute considération.

Shirley Delaquis
Présidente
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INTRODUCTION AND OVERVIEW

Report Structure

The Annual Report is organized in accordance with the Civil Service Commission’s appropriation
structure, which reflects the department's authorized votes approved by the Legislative Assembly. The
Annual Report includes information at the main and sub-appropriation levels related to the department's
objectives, actual results achieved, financial performance and variances, and provides a five year
historical table giving the departmental expenditures and staffing.

Governing Legislation

The Civil Service Commission is the independent and impartial agency responsible for leading effective
human resource management in government and representing the public interest in the administration of
The Civil Service Act and Regulations. Treasury Board is responsible for the administration of sections of
The Civil Service Act and Regulations relating to classification, pay plans, rates of pay and collective
bargaining.

According to subsection 5(1) of The Civil Service Act, the Commission shall:

e apply and carry out the provisions of The Act and the Regulations under its responsibility;

e select and appoint civil servants, and be responsible for their promotion and transfer;

e advise the Minister having the administration of The Act on problems concerning human resource
management administration;

e of its own motion or upon request of the Lieutenant Governor in Council investigate and report on:

. the operation of The Act,
. the violation of any provision of The Act or the Regulations,
. any alleged impersonation, fraudulent practices, or irregularities in connection with any

examination held by, or under the authority of, the Commission;
and, on the request of a minister or the chief officer of an agency of government to which The Act
applies, investigate and report to the minister or chief officer upon any human resource management
matter relating to the department or to the agency of the government;
e appoint such employees as may be necessary to carry out The Act;
e perform such other duties and functions as may be assigned to the Commission by The Act or any
other Act of the Legislature or by the Lieutenant Governor in Council.

Subsection 5(3) of The Act provides that the Commission may from time to time delegate its power or
authority to sign any document, paper, minutes or instrument to such persons as it deems advisable.

The Civil Service Commission - Role

The Civil Service Commission works with the Treasury Board Secretariat to ensure effective development
and delivery of a comprehensive human resource management service consistent with the provisions of
The Civil Service Act, responsive to general government policy and supportive of departmental and/or
broad organizational goals.

The Civil Service Act provides for the management, direction and administration of human resource
management matters within the government service through the combination of a seven member Civil
Service Commission Board and a department reporting through a deputy head to the Minister
Responsible for The Civil Service Act.



The Civil Service Commission Board consists of citizen and civil service members. A citizen member is
designated chairperson of the Commission Board. A full-time commissioner, who is a civil servant, is
deputy head of the department of the Civil Service Commission.

Programs and policies respecting human resource management for the civil service are developed under
the provisions of The Act and government policy direction and are implemented under the authority of the
Civil Service Commission or the Lieutenant Governor in Council.

Vision

A well qualified and representative workforce dedicated to providing the highest standard in responsive
public service.

Mission

Lead the development and implementation of human resource plans, policies and programs that are
consistent with the provisions of The Civil Service Act and support government priorities and department
efforts in sustaining a meritorious civil service.

Operating Principles
The Civil Service Commission is committed to:

acting consistently with legislative requirements and government directions;

being responsive to and collaborative with those dependent upon our services;

providing ease of understanding and access;

anticipating future demands and initiating appropriate responses;

conducting ourselves in an exemplary manner and modeling the values espoused in our policies.

Goals
The policies, programs and services of the Civil Service Commission are dedicated to:

attracting, retaining and engaging a service oriented, effective and representative workforce;
building workplaces that increase performance and employee satisfaction;

promoting employee well being and continuous development;

strengthening the human resource management function;

providing informed human resource advice.



Functional Organization

The Civil Service Commission currently consists of an Executive Office, which performs managerial
functions and provides services to the Civil Service Commission Board and three program areas, which
deliver its specialized programs and services. The departmental organization structure appears in the
organization chart. Additional information on each of the three program areas is included in the text of
this report.

As of fiscal year 1994-1995, Organization and Staff Development (OSD) has been operating as a Special
Operating Agency. A separate annual report is prepared for OSD.

As of fiscal year 2002-2003, responsibility for Service Manitoba was transferred to the Civil Service
Commissioner for overall guidance and direction. The activities of Service Manitoba are included in this
report.



2006-2007 HIGHLIGHTS

Civil Service Renewal Strategy

The Civil Service Renewal Strategy is the most comprehensive, collaborative and sustained effort that
has been undertaken to identify and resolve human resource issues.

As previously reported, the strategy has evolved from a means to address pending turnover because of
retirements to a comprehensive and on-going plan that is revitalizing the civil service. The unprecedented
attention on people matters continued to increase in 2006—2007. The goals of the strategy and the
operational priorities of the Commission converged as there was recognition that advancing one would
advance the other.

The goals of the Civil Service Renewal Strategy, as announced in October 2003, continue to be:

Renewal - working for the Government of Manitoba is a rewarding and attractive career
Sustainability — good service is maintained despite turnover and change

Diversity — greater representation exists at all levels in the civil service

Clarity — accountability for people development and leadership is clear

rprwONPE

The nine-member Deputy Minister Advisory Committee on Human Resources, chaired by the Civil
Service Commissioner, guides the implementation of the strategy. In the past three years, the committee
has initiated more than 300 actions that have contributed to keeping and attracting the talent needed to
protect and enhance service to the public. In 2006—2007 the committee focused its attention on three (3)
outcomes: building leadership capacity, increasing diversity, and modernizing human resource
management and governance.

Among the significant outcomes in 2006—2007 are the following:
Leadership Development Initiative

This program for high potential managers and professionals includes a series of learning and work
opportunities intended to encourage the retention and advancement of leaders, and to reduce the impact
of turnover of retiring senior personnel.

A central component of the initiative is the Manitoba Strategy/Leadership Program, an intense week-long
training and education event that is designed specifically to meet the needs of this civil service. The
program is facilitated by leading university personnel and other subject matter experts. Participants are
required to fulfill a service-in-return obligation, to share their learning with their department, to provide
career guidance or mentoring, and to participate in mutually beneficial renewal-related activities as
identified by the Civil Service Commission. Through Career Advisory Panels, participants gain career
advice from executive managers, advice that is specifically relevant to their government employment.

Offerings of the Manitoba Strategy/Leadership Program were increased in 2006—2007. As a beneficial

consequence, the number of people who have had the opportunity to attend increased to 215, two and a
half times more than the total for the previous two years.
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New Professionals Network

The New Professionals Network has gained appreciative recognition from other provincial governments.
The network promotes information sharing, relationship building and development among those
professionals who have recently joined the Manitoba Civil Service, thus encouraging their commitment
and retention. Of particular significance is the fact that the 150 members also actively participate in the
design and administration of the network, making it both more relevant to them and more sustainable.

Women’s Leadership Program

In 2006—2007 the Women'’s Leadership Program completed a successful 30-participant pilot and became
an on-going program. The number of participants will double in 2007—2008. In addition, the program will
be made available to more regions of the province.

The purpose of the program is to help women in the civil service achieve their full leadership potential. It
supports the employment equity goal of increasing the number of qualified women in higher positions.
Any female employee is eligible to participate, provided she aspires to be in a leadership role and is not
currently a senior manager. The program has five components: orientation, networking, coaching, career
planning and skill development.

Leadership @ All Levels

Leadership @ All Levels is a skill-based development guide or “road map” designed for any employee
who aspires to be a supervisor, manager or executive, or who wants to improve upon the leadership skills
that are required in their current work. Like the Women'’s Leadership Program, it successfully completed a
pilot stage with 110 employees and their supervisors participating. It is now an on-going program.

Participants in Leadership @ All Levels complete a self-assessment to confirm their leadership strengths.
Following a conversation with their supervisor that centers on development needs and interests, the
participant prepares a plan tying their career goals with the priorities of their department. Like other
related programs offered by the Civil Service Commission, employees are challenged to take
responsibility for their development and in return are provided with the support to continually learn.

The Internship and Placement Programs

The many existing programs that have been attracting new, young and diverse employee populations into
the civil service were reviewed, revised and, in some case, expanded. These programs have succeeded
in attracting exceptionally talented individuals while providing them with the intense orientation and work
experience that makes them productive contributors from the beginning of their employment. These
programs are: the Management Internship Program (MIP), the Financial Management Development
Program (FMDP), the Aboriginal Management Development Program (AMDP), the Aboriginal Public
Administration Program (APAP), the Persons with Disabilities Career Assistance Program, and the
Career Gateway Program for Visible Minorities.
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The Respectful Workplace Policy and the Values and Ethics Guide

The Respectful Workplace Policy is the new corporate policy that describes the responsibilities all
employees have for ensuring a civil work environment. The Values and Ethics Guide is also new. It
confirms the four core values most important to government employees: act in the public interest, act with
integrity, act with respect for others, and act with skill and dedication. The guide describes what
employees can do to ensure their actions are consistent with the values.

One thousand (1000) managers and supervisors were orientated to the new policy and guide in an
unprecedented and continuing effort to inform every leader in the civil service of these essential human
resource directives.

The Learning Policy

The Learning Policy continues to be introduced. It is an important encouragement for every employee to
take responsibility for their own development and to take advantage of available learning opportunities
that are personally and organizationally beneficial. Those opportunities include work experience,
relationship building, formal training and self-directed education.

Corporate Human Resource Action Plan

A plan was developed in 2006-2007 that will modernize human resource management practice in the
Manitoba Civil Service. The plan, which will be implemented in 2007-2008, has three goals: improved
governance with respect to the delivery of human resource management, transactional reform and shared
services. Each goal has a set of specific outcomes to be completed. Collectively, these goals mean that,
once achieved, there will be an even more effective human resource community to ensure greater
efficiency in staffing, classification and development practices. A group of Deputy Ministers will be
responsible for each goal and will be assisted by teams of human resource directors and consultants.

Consulting and Training Services

The Civil Service Commission continued to sponsor, through Organization and Staff Development,
consulting and training services that strengthen good human resource practice, encourage a renewed
and representative civil service, and promote the best use of employee talent. Organization and Staff
Development, a Special Operating Agency within the Civil Service Commission, delivered 683 training
workshops or in-department development events in 2006—2007, of which 94 were fully sponsored by the
Commission. Of the 8,737 employees that participated, the Commission fully sponsored 1,230
employees. A sample of subjects covered in the workshops and events is: human resource management
skills for managers, communicating with Aboriginal people, cultural diversity, employing workers with
disabilities, and staffing skills for managers and human resource professionals.
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Diversity and Employment Equity Initiatives

The Civil Service Commission continued to take an active leadership role in the area of diversity and
employment equity to develop initiatives that best support the diversity and equity goals of government.
Diversity and Employment Equity initiatives for 2006-2007, in addition to internship programs, included:

Diversity and Employment Equity Policy — Communication, Consultation and Education

In 2006-2007, the Civil Service Commission continued to communicate, consult and educate departments
on the Diversity and Employment Equity Policy. The Commission, in partnership with departmental
employment equity coordinators, delivered policy information updates to departmental executive
management committees. Information sessions were also delivered to the human resource community
and managers. Training in valuing diversity, duty to accommodate and Aboriginal awareness through
Organization & Staff Development were provided.

The Aboriginal Employment Strategies project which produced a framework and 23 specific actions to
enhance Aboriginal representation within the civil service is being expanded to encompass all four
employment equity groups.

The Civil Service Commission continued its involvement with departments and crown corporations to
share best practices and programs related to diversity and employment equity. The Commission also
worked collaboratively through its involvement on internal and external committees in looking for solutions
and opportunities to increase access to participation in the workplace by equity group members.

Annual Diversity and Employment Equity Update Conference

The Civil Service Commission hosted the Annual Diversity and Employment Equity Update Conference
for the government human resource and management community on November 22, 2006. At the
conference, the Honourable Greg Selinger, Minister Responsible for The Civil Service Act, reconfirmed
the Government’s support for diversity and employment equity. The agenda included a keynote address
delivered by Charlie Coffey, O.C., Executive Vice President of RBC Financial Group and a well known
national champion of diversity and employment equity. Also included on the agenda were panel
discussions on two themes including: Diversity from a National Perspective and Best Practices in the
Manitoba Civil Service. The event concluded with remarks by the Civil Service Commissioner on the
future goals of diversity and employment equity.

Dan Highway Diversity and Employment Equity Achievement Award

The Civil Service Commission took the lead, in 2006, in organizing the Dan Highway Diversity and
Employment Equity Achievement Award. The award recognizes and celebrates the achievements of
individuals or groups within the Manitoba Civil Service who, through their diligence and commitment, are
helping to make the civil service become more representative and inclusive by promoting diversity and
employment equity in the workplace.
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Outreach Activities

The Civil Service Commission continued to engage in active outreach activities in order to promote career
opportunities in the civil service with various diversity groups and employment equity organizations as
well as universities and colleges. Outreach activities included:

participation in the Manitoba Business Leadership Network Job Fair for persons with disabilities;
meetings with organizations representing persons with disabilities;

participation in the Winnipeg Chamber of Commerce Aboriginal Job Fair;

participation in the Brandon Aboriginal Job Fair;

participation in the Rotary Club Career Symposium;

participation in the Afro-Caribbean Association Job Recruitment Fair;

ongoing outreach to Aboriginal communities across the Province on behalf of departments that serve
Aboriginal people;

ongoing outreach to organizations representing the visible minority community and employment
agencies that work with members of visible minorities and/or immigrant clients;

ongoing participation in conferences and committees relating to increasing the representation and
improving the distribution of women in government at all levels; and

ongoing consultations with organizations representing persons with disabilities to identify candidates
for employment opportunities and assess any specific accommodation requirements.

Sustainable Development Initiatives

The Civil Service Commission is a small department whose operations are primarily housed within three
office building locations in Winnipeg. During 2006-2007, the Commission placed even greater emphasis
on environmental sound practice by emphasizing use of reusable cups and providing for more and more
accessible recycle bins. As well, there was continued use of re-cycled paper in photocopiers and all
computer printers; two-sided printing of documents, maximizing toner life and the use of re-cycled toner
cartridges for all computer printers; and continued work to investigate and implement the appropriate
disposal of recyclable items such as cans, newspapers and plastics in conjunction with a government-
wide solution.
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STATISTICS - As of March 31, 2007

Civil Service Employee Statistics

As of March 31, 2007, the total number of civil service employees was 13,862. This includes 12,274 civil
service employees (regular, term and technical employees) and 1,588 departmental, contract and casual
employees.

Civil Service
Employees
(regular, term,
technical)
88.5% Departmental,
Contract, Casual
. 11.5%

Note: Does not include employees on inactive status.
Employment Equity Statistics

As of March 31, 2007, the representation of employment equity groups in the civil service was: women
53.6%; Aboriginal persons 11.2%; persons with disabilities 2.8%, and members of visible minorities 4.5%.

60+ 53.6
» 50 *Labour Force Data from Census
8 2001- Females, Aboriginal persons, members of
> visible minorities
o 40 1991- Persons w/disabilities
o
S
L
%5 304
>
@
= 20+
()
(@]
5]
& 10

FEMALES ABORIGINAL PERSONS MEMBERS OF
PERSONS WI/DISABILITIES VISIBLE MINORITIES

@ GOV'T BENCHMARKS @ MANITOBA LABOUR FORCE* 8 MAR 2007 - GOV'T POSITION I

Notes: These totals include both active and inactive; regular, term, technical and departmental employees in the calculations. The
statistics for Aboriginal persons, Persons with Disabilities and members of Visible Minorities are based on employee self-
declarations.

Established Benchmarks in 2003-2004 that reflect the population and workforce in Manitoba based on 2001 census data and
community consultations.
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Employment Equity Statistics - Trend Data

The chart below shows the representation of employment equity groups in the civil service over a
4-year period as of fiscal year end and the 1987 representation data.

607 507 530 536
51.7

504 Employment Totals
g March 31/1987: 18,222
o March 31/2004: 14,841
o 407 March 31/2005: 14,850
a March 31/2006: 14,877
IS March 31/2007: 15,043
!:'_J 30
o
5
S 20
& 10.1 105 11.0 11.2
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FEMALE ABORIGINAL PERSONS PERSONS MEMBERS OF VISIBLE
W/DISABILITY MINORITIES

& MARCH 1987 m@mMARCH 2004 ©OMARCH 2005 0OMARCH 2006 © MARCH 2007 I

Notes: These totals include both active and inactive employees in the calculations and as such the employment totals will not match
employment totals published in the appendices of this annual report.

Percentage of Employees by Age Group

The percentage of civil service employees by age group as of March 31, 2007

40% -
35%
30% -
25% -
20%+
15%
10%

Percentage of Employees

5%

0% -

<25 25-34 35-44 45-54 55-64 65+
Age Group

Note: These totals include only regular, term and technical employees. They do not include employees on inactive status.
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Average Age of the Senior Management Group

The average age of the Senior Management Group as of March 31, 2007
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Note: These totals include only regular, term and technical employees. They do not include employees on inactive status. The

Senior Management Group includes Deputy Ministers, Executive Officers, Senior Officers and Senior Managers.

Percentage of Employees by Annual Salary Distribution

The percentage of civil service employees by salary distribution groups as of March 31, 2007
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Note: These totals include only regular, term and technical employees. They do not include employees on inactive status.
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CIVIL SERVICE COMMISSION BOARD

The Civil Service Commission Board is constituted under subsection 4(1) of The Civil Service Act and
consists of not less than three nor more than seven members appointed by the Lieutenant Governor in
Council. One member is designated chairperson. Three members may constitute a quorum for any
business of the Commission Board.

The Civil Service Commission Board

Shirley Delaquis, Chairperson/Citizen Member
Debra Woodgate, Civil Service Commissioner
Ertrice Eddy, Citizen Member

Russell Malkoske, Citizen Member

Loretta Ross, Citizen Member

Brian Stewart, Citizen Member

James W. Hartry, Chairperson/Citizen Member, resigned from the Commission Board in October 2006.
Mr. Hartry was first appointed as member in March 1981 and as Chairperson in August 1988.

The Civil Service Commission Board extends their appreciation for the dedicated service of
Mr. Hartry over the last 25 years with the Commission Board.

The Civil Service Commission Board welcomed Ms. Shirley Delaquis as the new Chairperson/Citizen
Member effective November 15, 2006.

A Secretary, who is not a member of the Civil Service Commission Board, provides functional guidance
and staff support for all the Commission Board activities. The Secretary manages the Commission's
guasi-judicial appeal functions, including procedural and legal consultation, registration and administration
of all appeal matters and decisions on appeal.

Administration of The Civil Service Act

The Civil Service Commission Board applies and carries out those provisions of The Civil Service Act for
which it is responsible. They include:

e delegating to staff of the Commission and departments, authority to administer provisions of The Civil
Service Act;

e advising the Minister Responsible on the status of human resource management administration in
government;

e ensuring, through the deputy head, that civil service policies and programs for which it is responsible
are administered in accordance with the provisions of The Civil Service Act; and

e hearing appeals under The Act, Regulations and collective agreements as a quasi-judicial appeal
tribunal.

The Civil Service Commission Board carries out its functions and responsibilities through the staff
organization outlined in this Annual Report. In addition, the Commission Board receives regular
presentations from Commission staff on new and ongoing programs and policy initiatives.

The Civil Service Commission Board may make recommendations to the Minister Responsible on human
resource management administration in government and for each fiscal year submits to the Minister a
report on the activities of the Civil Service Commission and the administration of The Act.

18



Merit and Redress Under The Civil Service Act

The Civil Service Act provides authority for selection and appointment of employees based on the merit
principle. The exercise of authority under The Act is subject to checks and balances including
assessments, audits, independent investigations, grievance and arbitration procedures and appeals to
the Civil Service Commission Board. The exercise of delegated staffing authority by departments is
subject to periodic review. Appointments are subject to both administrative reviews by Commission staff
and to appeal under the Regulations or applicable collective agreements.

Other matters may be appealed to the Civil Service Commission Board under the Regulations and
collective agreements or pursued through grievance/arbitration procedures under either the Regulations
or applicable collective agreements.

The Civil Service Commission Board has all the powers of commissioners appointed pursuant to Part V of
The Manitoba Evidence Act including the power to administer oaths and declarations, to subpoena
witnesses and to compel the production of books, papers and records.

The appeal function includes:

o classification appeals from both excluded employees and bargaining unit employees,

e selection appeals from both excluded employees and bargaining unit employees,

e disciplinary appeals from excluded employees,

e appeals on alleged violations of The Civil Service Act,

o conflict of interest appeals from government employees,

e appeals on management-originated requests for reclassification of positions,

e appeals on delegated administrative review decisions to overturn staffing competitions,

e appeals from employees impacted by workforce adjustment who were re-employed to
other positions on a trial basis but were rejected on trial.

CIVIL SERVICE COMMISSION BOARD ACTIVITIES 2006-2007
During 2006-2007, the Civil Service Commission Board met on a regular basis to review matters of

concern to the Commission Board arising during the year and to consider presentations from staff on
programs administered by the department.

Administrative Meetings 2004-2005 2005-2006 2006-2007

Submissions: 14 17 14
Staffing Audit Plans 3 3 2
Staffing and Employment Equity Assessments 4 5 3
Revisions to Staffing Delegation 8 9 8
Personnel Policy Approval - 3 1
Other - - -

The Civil Service Commission Board maintains an overview of Commission and departmental human
resource activities through regular reports and monitoring related to the delegation of recruitment and
selection authority, implementation of diversity and employment equity, human resource practices and
policies. The Commission Board attended the 2006 Annual Diversity and Employment Equity Update
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Conference and a conference held by the Manitoba Council for Administrative Tribunals.
Staff presentations to the Civil Service Commission Board included the following:

e an update on the Civil Service Renewal Strategy;

e an overview of the most recent Government Employee Survey;

e an overview on the proposed Bill 34 — The Public Interest Disclosure (Whistleblower Protection) Act;
and

e an update on Diversity and Employment Equity programming including the equity internship

programs.
Appeals 2004-2005 2005-2006 2006-2007
Number of appeals initiated 11 15 12
Number of appeals pending from previous year 16 10 15
Number of appeals withdrawn 10 5 7
Number of appeals heard 7 5 7
Number of appeals granted 3 1 1
Number of appeals granted other than requested - - -
Number of appeals denied 4 4 6
Appeals pending to next fiscal year 10 15 13

“Appeals pending” relate to a number of appeals in process such as those appeals that are currently
under review or in discussion between the parties, scheduled for an upcoming hearing or awaiting a
decision from an Appeal Board.

The Civil Service Commission Board continues to review all appeal decisions, once issued to ensure
consistency and common understanding of the issues determined. The Commission Board maintains an
index and summary of decisions for reference by individual appeal boards and parties to an appeal.
Appeal issues determined during 2006-2007 included classification, selection and disciplinary action. A
number of appeals submitted were resolved without requiring a hearing following discussions between
the parties and their representatives. The Commission Board continues to encourage the practice of pre-
hearing discussions between the parties in hopes of early resolution of matters in dispute. In January
2006, the Commission Board introduced a new procedure requiring the parties to an appeal to submit the
Agreed Book of Documents to the Commission Board five days prior to the start of an appeal hearing,

The activities of the Civil Service Commission including related statistics are outlined in the appropriate
sections of this Annual Report.
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Current Delegation of Recruitment and Selection Authority to Departments

Department/Other Public Entity Initial Extension
Delegation of Delegation
Aboriginal and Northern Affairs April 1, 1980 ongoing
Advanced Education and Literacy May 1, 1980 ongoing
Agriculture, Food and Rural Initiatives March 1, 1980 ongoing
Conservation April 1, 1986 ongoing
Culture, Heritage and Tourism January 1, 1989 ongoing
Education, Citizenship and Youth May 1, 1980 ongoing
Science, Technology, Energy and Mines September 26, 2003 ongoing
Family Services and Housing August 1, 1989 ongoing
Finance November 1, 1982 ongoing
Health May 1, 1980 ongoing
Competitiveness and Training August 1, 1989 ongoing
Intergovernmental Affairs March 1, 1980 ongoing
Justice May 1, 1983 ongoing
Labour and Immigration April 1, 1980 ongoing
Infrastructure and Transportation October 1, 1981 ongoing
Office of the Auditor General June 19, 1997 ongoing
Office of the Children's Advocate March 14, 2002 ongoing (1)
Office of the Ombudsman March 14, 2002 ongoing (1)
Elections Manitoba March 14, 2002 ongoing (1)
Water Stewardship May 12, 2005 ongoing

Federal-Provincial Relations and International

Affairs and Trade

June 16, 2006

June 30, 2007

(1) Delegation for civil service positions within the organization
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APPEALS BY TYPE

Appeals Initiated Pending Withdrawn Granted Granted Denied Pending
2006- from Other to
2007 2003-2004 2007-2008
& 2005-2006

Classification 10 9 4 1 - 3 11

Selection 1 5 3 2 1
Classification
Dispute

Conflict of
Interest

Benefits
Administration

Over-Range
Dismissal

Administrative
Review

Jurisdiction

Violation Civil
Service Act

Trial Rejection
Disciplinary
Action

Implementation
of CSC
Decision

Total 12 15 7 1 - 6 13
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EXECUTIVE OFFICE

The Executive Office provides for the management and direction of the Department of the Civil Service
Commission and manages the activities of the Civil Service Commission Board.

Objectives

To provide executive policy direction for, and coordination of, Civil Service Commission programs and to
advise the government, through the Minister Responsible, on human resource management issues in
government; to provide advisory, consulting and administrative services to the Civil Service Commission
Board.

To initiate the development and formulation of government human resource policy and programs.

To monitor and support the implementation of the Government's diversity and employment equity
program.

To maintain comprehensive Regulations, in cooperation with the Labour Relations Division of Treasury
Board Secretariat, regarding conditions of employment and prepare an Annual Report to the Legislature.

Results

Through the program areas of the Civil Service Commission, provision of a comprehensive human
resource management function consistent with The Civil Service Act and government policy and
supportive of departmental and organization goals.

Provision of advice and direct assistance to central government and departments in the recruitment,
selection and appointment of senior executive staff, including leadership development.

Ongoing monitoring, evaluation and support of the implementation of diversity and employment equity
across the government service and formulation of issues and recommendations for review with the
Minister Responsible.

Management and direction of the executive functions of the department and development of strategic
initiatives and program development.

Management and administration of all activities of the Civil Service Commission Board including policy
and administrative submissions, delegated authorities and appeals.

Provision of policy, jurisdictional and legal consultation and advice to Commission Executive Committee
and Management.

Management and promotion of renewal initiatives.

1(a) EXECUTIVE OFFICE

Actual Estimate Variance
Expenditures by 2006-2007 2006-2007 Over(Under) Expl.
Sub-Appropriation $(000's) FTEs $(000's) $(000's) No.
Salaries and Employee Benefits  237.7 2.00 208.7 29.0
Other Expenditures 88.5 59.2 29.3 1
Total Sub-Appropriation 326.2 2.00 267.9 58.3

Explanation:

1. The increase is due in part to the allocation of a government fleet vehicle as well as other increases
in operating costs within Executive Office.
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ADMINISTRATIVE SERVICES

Overview

Administrative Services designs, maintains and coordinates information systems that provide for informed
and timely human resource decision-making in the civil service and allow for the evaluation of human
resource practices.

Objectives

To determine the human resource information needs of the Commission and of corporate government
and recommend and or implement the most effective means of meeting those needs.

To provide leadership to the human resource community specifically and government managers generally
in protecting data integrity, coordinating human resource information projects that cross departmental
lines and identifying emerging information retrieval opportunities.

To ensure optimum advantage is taken of any corporate human resource information technology, to the
greatest benefit of government and of individual departments.

To design, produce and interpret human resource reports that are timely, accurate and appropriate to
users’ needs and to corporate requirements.

To secure human resource information through the provision of policies and practices which protect
confidentiality while enabling needed access.

To develop and communicate policies and procedures respecting personnel records management, and to
coordinate and provide responses to any requests for those records.

To provide the financial information and advice that support the Commission in the required preparation
of estimates and related documents, the accurate maintenance of financial information, the proper
payment of approved invoices, the timely reporting of budgetary data, and the effective protection of
financial assets.

To advance the financial interests of the Commission on inter-departmental committees including the
Council of Executive Financial Officers and the Senior Financial Managers Council.

To provide the office management and administrative services that support the work of the Commission,
including those services that produce job opportunity notices, receive applications for administrative
support work, and advise the public about how to apply for government jobs.

Results

Developed the Business Continuity Plan for both the Commission and the Human Resources Sectors,
and played a lead role on the government-wide business continuity planning team.

Provided leadership on behalf of the Commission to corporate human resource-related SAP projects
including those resulting in the upgrade of current systems, the security of data, the certification in SAP
Integration, and the prioritization and requirements gathering for planned SAP HR enhancements.

Provided expertise to the corporate Information and Communications Technologies (ICT) Restructuring
Initiative by implementing an ICT Skills Inventory using SAP, participating on the HR and
Communications team, and transitioning the Commission to operate under the new ICTS service delivery
model.
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Collaborated with the departments of Science, Technology, Energy and Mines, Culture, Heritage and
Tourism; and Finance to synchronize employees data in SAP, the Manitoba Phone Directory and the
Outlook Address Book and to incorporate an on-line Aboriginal Directory into the Manitoba Phone Book.

1(b) ADMINISTRATIVE SERVICES

Actual Estimate Variance
Expenditures by 2006-2007 2006-2007 Over(Under) Expl.
Sub-Appropriation $(000's) FTEs $(000's) $(000's) No.
Salaries and Employee Benefits  404.9 5.00 475.2 (70.3)
Other Expenditures 248.0 225.6 22.4
Total Sub-Appropriation 652.9 5.00 700.8 (47.9)
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HUMAN RESOURCE MANAGEMENT SERVICES

Overview

Human Resource Management Services provides government-wide human resource policies and
programs that support good citizen service and that enable the Government to a) staff effectively, b) build
representative and satisfying workplaces, c) develop employee and organization capacity to its full
potential, d) introduce new and innovative human resource practices, €) ensure a responsive, consistent
and high standard of human resource services, f) plan the development of the human resource function
and g) meet the succession and continuous renewal challenges of the Civil Service.

Objectives
To initiate and/or ensure implementation of any government-wide human resource action that:

strengthens the human resource policy and governance framework

improves staffing efficiency, consistency and effectiveness

increases employee or organization effectiveness

improves the quality of human resource management information

increases the leadership capacity in the Civil Service

increases diversity in the Civil Service

improves the workplace environment and culture

introduces a needed human resource innovation

clarifies and strengthens the human resource responsibility of those in management and human
resource management

To set standards for the practice of human resource management and monitor performance against those
standards, initiating or recommending development or corrective action.

To ensure the development of, and knowledge sharing among, the human resource community,
encouraging continuous review and improvement of human resource service delivery.

To ensure the implementation of the Manitoba Civil Service Renewal Strategy, leading and coordinating
the efforts of the Department Renewal Authorities and the Human Resource Directors, identifying human
resource issues and recommending appropriate action, reporting on progress and developing the
corporate human resource action plan.

To ensure the implementation of the Equity Policy and Diversity Strategy, identifying and promoting any
practices that make the workplace more welcoming of differences and change, and ensuring compliance
with Government’s Equity Policy .

To ensure the design and implementation of government-wide leadership development (inclusive of, but
not limited to, such recent initiatives as the Leadership Development Initiative, the Learning Policy, the
Women's Leadership Program, and Leadership @ All Levels) that increases leadership capacity.

To ensure the implementation of succession programs and networks, such as the intern programs and
the New Professionals Network, that attract, retain and engage future and representative generations of
civil servants.

To ensure the implementation of government-wide human resource policies and related procedures that
reflect civil service values, that effectively resolve the real issues or reinforce the desired changes, that
are supportive of current corporate priorities, that are suitable given organization opportunities and
constraints, and that are congruent with what is currently known of good people practices.
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To ensure the implementation of staffing practices that increase the probability that government has well
qualified persons whose appointments are based on principles of fairness, equity and merit, and to
ensure compliance with any delegated staffing authority from the Commission.

To ensure the identification of any human resource issue that is a barrier to, or an opportunity for, making
the Government of Manitoba a more rewarding and attractive workplace, as well as ensuring the
subsequent development, recommendation and implementation of any response to that issue.

To organize the appropriate response to human resource issues that are best addressed by the
coordinated efforts of any areas in or outside the Commission.

To lead the planning for any innovations which improve human resource practice in general or advance
the goals of the Civil Service Renewal Strategy in particular.

Results

Provided the planning and coordination that supported the continuing and improved implementation of the
Civil Service Renewal Strategy, resulting in:

increased participation in the Leadership Development Initiative

expansion of the New Professionals Network

successful completion of the Women'’s Leadership Program pilot

successful completion of the Leadership @ All Levels program pilot

review and revision of management internship and diversity placement programs, and the

administration of further offerings

e preparation and introduction of the corporate Respectful Workplace Policy and the Values and
Ethics Guide

e expanded application of the Learning Policy and development of learning plans that benefit both
personal and organization development

e development of the Corporate Human Resource Action Plan that will be implemented in 2007 —

2008 and will ensure greater efficiency in staffing, classification and development practices

Provided the planning and coordination that supported the continuing and improved implementation of the
Equity Policy and Diversity Strategy, resulting in:

e the largest and most successful Annual Diversity and Employment Equity Update Conference

e expansion of outreach activities that involved stakeholder organizations and educational
institutions to promote the provincial government as an employer of choice, as well as provide
information directly to prospective candidates

e successful further development and increased offerings of the Career Assistance Program for
Members of Visible Minorities and Immigrants, the Persons with Disabilities Career Assistance
Program, the Aboriginal Public Administration Program, the Aboriginal Management Development
Program, the Management Internship Program and the Millennium Scholarship Foundation
Excellence Award Laureates Summer Internship Program

Completed staffing audit plans, staffing and equity assessment reports to ensure compliance with
delegated staffing authority and provided training and advice that promoted effective and appropriate
recruitment and selection practices.

Conducted file and administrative reviews of all selection grievances filed under revised collective
agreement provisions.

Provided support to the human resource community in the interpretation and application of human
resource policies.
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1(c) HUMAN RESOURCE MANAGEMENT SERVICES

Actual Estimate Variance
Expenditures by 2006-2007 2006-2007 Over(Under) Expl.
Sub-Appropriation $(000's) FTEs $(000's) $(000's) No.
Salaries and Employee Benefits1,093.8 14.50 969.3 124.5
Other Expenditures 781.8 491.3 290.5 1
Total Sub-Appropriation 1,875.6 1450 1,460.6 415.0

Explanation:

1. The increase is related to costs associated with the Leadership Development Initiative (LDI). Funding
of $300.0 was allocated in the 2006/07 Estimates of Internal Reform, Workforce Adjustment and
General Salary Increases (26-5). However, the LDI expenditures were funded through under-
expenditures in other Civil Service Commission program areas.
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EMPLOYEE ASSISTANCE PROGRAM (EAP)

Overview

The Employee Assistance Program (EAP) is responsible for ensuring that self-referred civil servants
receive help with a variety of personal and interpersonal problems impacting negatively on their home or
work life. The program accomplishes this by providing counselling and interventions that address
problems that interfere with effective work performance and the well-being of employees, (e.g. marital and
family difficulties, psychological concerns such as stress, depression, and grief, as well as workplace
conflicts, trauma and substance abuse).

Objectives

To assist employees in the stabilization of problems of a personal or interpersonal nature thereby
deterring high costs associated with absenteeism, illness and poor morale.

Results

The EAP experienced a total of 3,697 employee contacts inclusive of all direct clinical services as well as
other program services of a non-clinical nature. Clinical services were provided to a total of 2,311
employees based on 1,842 total active cases and 1,419 new case openings. These total figures include
the 1,649 government employees who utilized the clinical services of the EAP reflected in the 966 new
case openings and 1,260 total active cases from within the Provincial Civil Service. The remainder
represents 662 employees utilizing EAP services from external contracts which are reflected in 453 new
case openings and 582 total cases.
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OVERALL SUMMARY OF EAP SERVICE *

2003-2004 TO 2006-2007

2004-2005

1) COUNSELLING CASES

Open cases at Start of Year 439

Total Openings 1,460

Total Cases 1,899
2) SPECIALIZED CLINICAL SERVICES

EMPLOYEE CONTACTS

Conflict Resolution-Mediation 54

Workplace Intervention 165

Trauma 175

Sexual Harassment 8

Total Contacts 402
3) PROGRAM MANAGEMENT

SERVICES

Education and Outreach 1202

(number of employees attending)

EAP Information Session 857

Special Topics (e.g. Sexual 345

Harassment,

Bullying, Change Transition)

Consultation 320

Total Contacts 1,522

Total EAP Contacts (1+2+3) 3,823

2005-2006

441
1,405

1,846

51
116
196

367

538

221
317

385
923

3136

2006-2007

410
1,357

1,767

41
201
299

544

1,059

789
270

327
1,386

3,697

*Figures based on utilization of services by employees of the Province of Manitoba as well as fee

for service contracts
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1(d) EMPLOYEE ASSISTANCE PROGRAM

Actual Estimate Variance

Expenditures by 2006-2007 2006-2007 Over(Under) Expl.
Sub-Appropriation $(000's) FTEs $(000's) $(000's) No.
Salaries and Employee Benefits 587.7 8.50 604.2 (16.5)

Other Expenditures 133.7 141.9 (8.2)

Less: Recoverable from other (119.1) (114.6) (4.5)

Appropriations
Total Sub-Appropriation 602.3 8.50 631.5 (29.2)
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INTERNSHIP, EQUITY AND EMPLOYEE DEVELOPMENT

Overview

Internship, Equity and Employee Development focuses on:

e establishing and promoting corporate internship programs to recruit and develop a representative and
sustainable cadre of future managers for the government service;

e developing and managing corporate career development programs in support of government diversity
and equity goals; and

e providing specialized development and support programs to recruit and develop a representative
government service.

Human Resource Management Services area of the Civil Service Commission is responsible to oversee
the development, management and administration of these programs.

Objectives

To provide corporate programs in support of government internship, equity and employee development.
Results

Career Assistance Program for Members of Visible Minorities and Immigrants

This initiative focuses on increasing access to employment opportunities and providing training and
development to members of visible minorities and immigrants. Program activities included the
implementation of the Career Gateway Program for Members of Visible Minorities which began in 2004-
2005. Twelve (12) individuals received placements through this program in 2006 — 2007, with sponsoring
departments including Labour and Immigration, Infrastructure and Transportation, Agriculture, Food and
Rural Initiatives, Water Stewardship, Conservation, Culture, Heritage and Tourism, Intergovernmental
Affairs and Science, Technology, Energy and Mines. To date, 22 individuals have participated in this
program, 9 individuals have completed the program and 8 were placed in civil service positions. The Civil
Service Commission also partnered with the Department of Education, Citizenship and Youth's
Volunteers in Public Service Program to facilitate volunteer placements for immigrant professionals in
government with 25 individuals receiving placements to date. Increased outreach activities with
community organizations and employment agencies serving the visible minority and immigrant
communities also took place during the past fiscal year to increase access to employment related
information.

Persons with Disabilities Career Assistance Program

The Persons with Disabilities Career Assistance Program designed to support the employment of persons
with disabilities began in 2001-2002. The program allows specific assessment, accommodation and
placement of persons with disabilities into government positions with the goal of determining and
addressing workplace accommodation needs and employment opportunities. To date, 28 people have
participated in the program with 11 individuals being placed in civil service positions. Six individuals are
participating in the program this fiscal year. The program coordinator regularly meets with individuals to
assess skills and discuss the availability of suitable positions, and engages in outreach activities with
employment agencies and government departments to increase awareness of the program. Applicants
are invited to attend employment information sessions. Government managers participating in the
program are also provided an opportunity to attend the workshop offered by Organization and Staff
Development on Duty to Accommodate: Hiring and Managing Workers with Disabilities.
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Aboriginal Public Administration Program (APAP)

The Aboriginal Public Administration Program co-sponsored by the Civil Service Commission and the
Department of Aboriginal and Northern Affairs is a two-year internship program to provide training and
development opportunities to Aboriginal interns in order that they may successfully compete for
professional and managerial career opportunities within the civil service. Sixteen interns have
successfully completed the program and fifteen have been placed in civil service positions. Five interns
were selected in June of 2005 and are presently in work placements with government departments. A
new intake of interns will begin in May 2007.

Management Internship Program (MIP)

The Management Internship Program coordinated by the Civil Service Commission completed an
eleventh intake in May 2006 with an intake of 7 interns. The program is designed for recent graduates
from an accredited university or college with a graduate degree, undergraduate degree or a two-year
diploma, with a public sector focus, who undergo an extensive three-year training program to gain the
knowledge and experience required to successfully compete for professional and managerial career
opportunities within the civil service. To date 36 interns have completed the program and have been
placed in civil service positions throughout government. A twelfth intake of interns will begin in May 2007.

Millennium Scholarship Foundation Excellence Award Laureates Summer Internship Program

The Clerk of the Executive Council and the Civil Service Commissioner supported a program to provide
summer internships for exceptional students who are awarded Excellence Awards through the Millennium
Scholarship Foundation. The purpose of the program is to provide outstanding students with an
opportunity for summer employment with the Government of Manitoba to encourage them to consider a
career in the civil service. Since 2002, 30 students have participated in the summer program with 11
students participating the summer of 2006.

Aboriginal Management Development Program (AMDP)

The Aboriginal Management Development Program is a two-year program to train and develop Aboriginal
civil service employees in order that they may successfully compete for professional and managerial
career opportunities within the civil service. The AMDP is a partnership between the Civil Service
Commission and the participating departments. Thirty-three interns have successfully completed the
program. In September 2005, the fifth intake recruited five new interns. Classroom training is near
completion. Departmental sponsors for the fifth intake included: Conservation, Family Services and
Housing, Health, Justice and Water Stewardship. A new intake of interns will begin in June 2007.

Financial Management Development Program (FMDP)

The Financial Management Development Program sponsored by the Civil Service Commission and the
Department of Finance is a three-year internship program to provide training and development
opportunities to interns interested in financial management in order that they may successfully compete
for financial management career opportunities within the civil service. Six interns completed the program
and have been placed in civil service positions. Seven interns accepted civil service positions prior to
completing the program. Four interns are in the third year of the program. There was no intake in 2006
as the program was under review. A seventh intake of interns is scheduled for June 2007.
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1(e) INTERNSHIP, EQUITY AND EMPLOYEE DEVELOPMENT

Actual Estimate Variance
Expenditures by 2006-2007 2006-2007 Over(Under) Expl.
Sub-Appropriation $(000's) FTEs $(000's) $(000's) No.
Other Expenditures 1,257.9 53.00 1,889.2 (631.3) 1
Total Sub-Appropriation  1,257.9 53.00 1,889.2 (631.3)

Explanation:
1. The decrease in costs is primarily due to a higher than anticipated vacancy rate in the various

internship programs resulting from a combination of earlier than anticipated permanent placements,
resignations, unpaid leaves of absence and work frequency.
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SERVICE MANITOBA

Service Manitoba provides leadership and direct consulting services in the area of service improvement
to departments and agencies across the government of Manitoba.

Objectives

To provide departments and agencies of the government of Manitoba with strategic advice and support
regarding the design, implementation and utilization of best practices in the area of public sector service
delivery.

To serve as central resource and centre of expertise in the area of citizen-centered service delivery and
client service measurement.

To provide departments and agencies of the government with direct consulting services with respect to
service improvement.

To provide training to departmental staff in the area of service delivery.

To serve as link to Federal, Provincial, Territorial and Municipal committees and forums where information
and knowledge are exchanged.

To provide administrative and logistical support to the operations of the Service Quality Partners Network
of front line staff.

To foster innovation and service improvement experimentation by departments through the operation of
the Service Manitoba fund.

Results

During 2006-2007, Service Manitoba provided support to the Government’s Coordinated Services
Initiative. Working closely with the Coordinated Services Unit under the auspices of the Coordinated
Services Committee, Service Manitoba assumed key responsibilities for the design and implementation of
the In-Person, Telephony and Service Standards components of the Coordinated Services Initiative. In
addition Service Manitoba staff continued to be responsible for training and up-dating front line staff with
respect to the "At Your Service Manitoba" initiative.

Service Manitoba staff provided direct assistance and advice to various departments and agencies in
their efforts to solicit feedback from program clients and/or employees as to their service expectations,
experience, satisfaction and priorities for improvements. This included designing and delivering over 30
surveys, interviews, and/or focus groups.

Service Manitoba provided direct assistance and support to the Department of Conservation in respect to
the implementation and evaluation of the new Parks Reservation System.

Assumed direct responsibility for the implementation and management of the Biz PaL service on behalf of
all of Government.

Designed and delivered training on basic phone service skills to over 100 front line staff and supervisors
via in-person and on-line training. Other training included the design and delivery of customized training
for departmental staff in the area of survey design and focus groups.

In collaboration with the Public Sector Service Delivery Council, Service Manitoba assisted in the creation
of the Institute for Citizen Centered Service, a not for profit organization dedicated to researching,
evaluating and disseminating best practices in the realm of public sector service delivery.

Provided administrative and logistical support to the Service Quality Partners and its programming. This
included over 20 brown bag lunch and educational events held across the province and the 8™ annual
Manitoba Service Excellence Awards attended by over 600 government staff.
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1(g) SERVICE MANITOBA

Actual Estimate Variance
Expenditures by 2006-2007 2006-2007 Over(Under) Expl.
Sub-Appropriation $(000's) $(000's) $(000's) No.
Salaries and Employee Benefits  305.2 222.0 83.2
Other Expenditures 162.5 118.0 445
Total Sub-Appropriation 467.7 340.0 127.7 1
Explanation:

1. For the 2006-2007 fiscal year, funding of $460.0 was provided in Internal Reform, Workforce
Adjustment and General Salary Increases (26-5) for Service Manitoba operations. A total of $340.0
was allocated from Internal Reform while remaining costs of $127.7 were funded through under-
expenditures in other Civil Service Commission program areas.
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COSTS RELATED TO CAPITAL ASSETS

This appropriation provides for the amortization of capital assets.

17-2 COSTS RELATED TO CAPITAL ASSETS

Actual Estimate Variance
Expenditures by 2006-2007 2006-2007 Over(Under) Expl.
Sub-Appropriation $(000's) $(000's) $(000's) No.
Costs related to
Capital Assets 58.9 58.9 -
Total Sub-Appropriation 58.9 58.9 -
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FINANCIAL INFORMATION SECTION
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PART A — OPERATING EXPENDITURE
Civil Service Commission

RECONCILIATION STATEMENT

$(000s)
2006-2007

DETAILS ESTIMATES
2006-2007 MAIN ESTIMATES $5,008.9
MAIN ESTIMATES AUTHORITY
TRANSFERRED FROM - ENABLING APPROPRIATIONS:
e Internal Reform, Workforce Adjustment and

General Salary Increases 340.0
2006-2007 ESTIMATES $5,348.9
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Manitoba Civil Service Commission

EXPENDITURE SUMMARY $(000's)

for the fiscal year ending March 31, 2007

with comparative figures for the previous fiscal year

Estimate Actual Actual Increase Expl.
2006-2007 Appropriation 2006-2007 2005-2006 (Decrease) No.
17-1 Civil Service Commission
(a) Executive Office
$ 208.7 Salaries $ 2377 $ 3487 $ (111.0) 1
59.2 Other Expenditures 88.5 56.3 32.2 2
(b) Administrative Services
475.2 Salaries 404.9 506.4 (101.5) 3
225.6 Other Expenditures 248.0 173.1 74.9
(c) Human Resource Management Services
969.3 Salaries 1,093.8 984.5 109.3
491.3 Other Expenditures 781.8 746.0 35.8
(d) Employee Assistance Program
604.2 Salaries 587.7 557.3 30.4
141.9 Other Expenditures 133.7 133.7 -
(114.6) Less: Recoverable from other appropriations (119.1) (115.8) (3.3)
1,889.2 (e) Internship, Equity and Employee Development 1,257.9 1,1235 134.4
(g) Service Manitoba
222.0 Salaries 305.2 297.0 8.2
118.0 Other Expenditures 162.5 160.3 2.2
$ 5,290.0 TOTAL 17-1 $ 5,182.6 $ 4,971.0 $ 2116
$ 589 17-2 Costs Related to Capital Assets $ 589 $ 59.6 $ (0.7)
$ 58.9 TOTAL 17-2 $ 58.9 $ 59.6 $ (0.7)
$ 5,348.9 TOTAL 17 $ 5,241.5 $ 5,030.6 $ 2109

Explanations:

1. Salary costs were higher in 2005-06 due to the payout related to the retirement of the former Civil Service Commissioner.
2. Increase in operating expenditures within Executive Office is partially due to the allocation of a fleet vehicle as well as other increases in operating costs.

3. Decrease due to the vacant Director position.
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Manitoba Civil Service Commission
REVENUE SUMMARY BY SOURCE $(000's)
for the fiscal year ending March 31, 2007 with comparative figures for the previous fiscal year

Actual Actual Increase Actual
2005-2006 2006-2007 (Decrease) Source 2006-2007

Estimate
2006-2007 Variance

Expl.
No.

CURRENT OPERATING PROGRAMS
OTHER REVENUE

$161.9 $164.7 $2.8 (@) Sundry * $164.7

$161.3 $3.4

$161.9 $164.7 $2.8 $164.7

$161.3 $3.4

e Sundry items include revenue from Employee Assistance Program services
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Manitoba Civil Service Commission
FIVE YEAR EXPENDITURE AND STAFFING SUMMARY BY MAIN APPROPRIATION
for the years ending March 31, 2003 - March 31, 2007

ACTUAL/ADJUSTED EXPENDITURES

2002-2003 2003-2004 2004-2005 2005-2006 2006-2007
Main Appropriation FTEs  $(000's) FTEs $(000's) FTEs  $(000's) FTEs $(000's) FTEs  $(000's)
17-1 Civil Service Commission 71.50 4,108.6 87.50" 4,230.0 85.00 4,820.8(3) 85.00 4,971.0 83.00 5,182.6
17-2 Other Costs Related
to Capital Assets - 92.2 - 64.8 - 66.3 - 59.6 - 58.9
TOTAL DEPARTMENTAL
APPROPRIATIONS 71.50 $4,200.8 87.50 $4,294.8 85.00 $4,887.1 85.00 $5,030.6 83.00 $5,2415

Explanations:

1. Increase reflects 16.00 incremental FTEs for new Aboriginal and Visible Minority and succession planning programs approved in the 2003-2004

estimates. No funding was provided to the Civil Service Commission as all resource requirements were provided by participating departments.

2.
3.

expenditures did not meet the capitalization criteria.

Reorganized total includes the transfer of $6.0 to Science, Technology, Energy and Mines for Amortization Expense — Hardware and Transition.

The increase in 2004-2005 is a result of various items. In 2004-2005, salary costs were higher due to the HR Professional Officer Series reclassification
and also due to decreased vacancies in the Internship Programs. The Leadership Development Initiative (LDI) saw increased activity within the Initiative
which resulted in higher costs over the previous year. Finally, costs for the SAP Qualifications and Requirements module were expensed as
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CIVIL SERVICE COMMISSION — PERFORMANCE MEASURES

The following section provides information on key performance measures for the department for the 2006-2007 reporting year. This is the second
year in which all Government of Manitoba departments have included a Performance Measurement section, in a standardized format, in their
Annual Reports. That process was begun in 2005 with the release of the document, Reporting to Manitobans on Performance, 2005 Discussion
Document, which can be found at www.gov.mb.ca/finance/performance.

Performance indicators in departmental Annual Reports are intended to complement financial results and provide Manitobans with meaningful and
useful information about government activities, and their impact on the province and its citizens.

Your comments on performance measures are valuable to us. You can send comments or questions to mbperformance@gov.mb.ca.

Measures of Performance or Progress

What is being
measured and using
what indicator?

Why is it important
to measure this?

Where are we
starting from
(baseline
measurement)?

What is the 2006-
2007 result or most
recent available
data?

What is the trend
over time?

Comments/Recent
Actions/ Report
Links

The increase in the
leadership capacity
within the civil service,
by measuring
participation in three
major development
initiatives - Manitoba
Strategy Leadership
Program, Women'’s
Leadership Program
and Leadership @ All
Levels.

Leadership is the
most important
variable if resources
are fixed and service

demand is increasing.

Leadership is a major
component of the
Renewal Strategy, for
the implementation of
which the
Commission is
accountable.

Level of participation
in the three major
development
initiatives is demand-
driven and indicative
of the level of interest
and need for
increasing leadership
capacity within the
civil service.

Data as of March 31,
2006:

Manitoba Strategy
Leadership Program —
188 participants

Women'’s Leadership
Program — 30
participants

Leadership @ All
Levels — 55

Data as of March 31,
2007:

Manitoba Strategy
Leadership Program —
215 participants

Women's Leadership
Program — 30
participants

Leadership @ All
Levels — 110
participants (and their
supervisors)

Continuing increases
for all indicators as
the Manitoba Strategy
Leadership Program
will be offered again
and the Women's
Leadership Program
and Leadership @ All
Levels move from
pilots to on-going
offerings.

For further information
on this priority area
and on activities
under way, see
Renewal Initiatives in
the Highlights Section
of the Annual Report.
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What is being
measured and using
what indicator?

Why is it important
to measure this?

Where are we
starting from
(baseline
measurement)?

What is the 2006-
2007 result or most
recent available
data?

What is the trend
over time?

Comments/Recent
Actions/ Report
Links

The increase in
workplace
engagement, to
sustain good people
practices that retain
and attract
employees, by
measuring the
percentage of
employees who
indicate commitment
to the department
they work for, in the
Employee Survey.

The Renewal Strategy
has evolved from a
means to address
pending turnover to a
comprehensive and
ongoing plan that is
revitalizing the Civil
Service.

The purpose of the
Renewal Strategy is
to keep and attract
the talent government
needs to meet the
public service
expectations of
Manitobans. One of
the ways to fulfill the
objectives of the
Renewal Strategy is
to create a work
environment that will
help us to retain and
attract employees.

Baseline Data.
From the 2004
Employee Survey —
most recent data:

86.7 % of employees

Baseline Information.

2007 Employee
Survey will be
administered in the
fall and new data
available for 2007-
2008 annual report.

Baseline Information.

No trend established
as this is a new
indicator. Over time
we will be able to
provide trend data for
this indicator.

For further information
on this priority area
and on activities
under way, see the
Renewal Initiatives in
the Highlights Section
of the Annual Report.

The Employee Survey
is generally
conducted every 3
years.
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What is being
measured and using
what indicator?

Why is it important
to measure this?

Where are we
starting from
(baseline
measurement)?

What is the 2006-
2007 result or most
recent available
data?

What is the trend
over time?

Comments/Recent
Actions/ Report
Links

Our progress towards
achieving the equity
and diversity goals of
Government, by
measuring the
number of designated
employment equity
members as a
percentage of total
employees, at the end
of the fiscal year.

The Commission is
accountable for the
implementation of the
Government’s Equity
Policy and Diversity
Strategy. The Policy
is accompanied by
employment equity
benchmarks for four
designated
employment equity
groups (Women,
Aboriginal Persons,
Persons with
Disabilities and
Members of Visible
Minorities).

The Government
benchmarks reflect
the population and
workforce of Manitoba
based on 2001
census data and
community
consultations.

Data as of March 31,
2006:

Women — 53% (BM* -
50%)

Aboriginal Persons —
11% (BM - 14%)

Persons with
Disabilities — 2.8%
(BM — 7%)

Visible Minorities —
4.2% (BM - 8%)

(*BM — figures in
brackets are the
established
Government
Benchmarks)

Data as of March 31,
2007;

Women — 53.6%
(BM* - 50%)

Aboriginal Persons —
11.2% (BM - 14%)

Persons with
Disabilities — 2.8%
(BM - 7%)

Visible Minorities —
4.5% (BM — 8%)

(*BM — figures in
brackets are the
established
Government
Benchmarks)

Trend data from 2003
to 2007 indicates that
overall the
representation of the
designated
employment equity
groups in the civil
service is improving.

Please refer to the
Highlights Section of
the Annual Report for
the trend data
statistics.

The Percentages
include both active
and inactive, regular,
term, technical and
departmental
employees working in
government as of
March 31, 2007. The
statistics for
Aboriginal Persons,
Persons with
Disabilities and
Members of Visible
Minorities are based
on employee self-
declaration.

For further information
on diversity and
equity activities under
way, see the
Highlights Section of
the Annual Report.
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What is being
measured and using
what indicator?

Why is it important
to measure this?

Where are we
starting from
(baseline
measurement)?

What is the 2006-
2007 result or most
recent available
data?

What is the trend
over time?

Comments/Recent
Actions/ Report
Links

Our progress towards
achieving the equity
and diversity goals of
Government, by
measuring the
percentage of
employees indicating
their departments
recognize the value of
diversity in the
workplace, in the
Employee Survey.

The Commission is
accountable for the
implementation of the
Government’s Equity
Policy and Diversity
Strategy.

Baseline Data from
the 2004 Employee
Survey — most recent
data:

65.0% of employees

Baseline Information.

2007 Employee
Survey will be
administered in the
Fall and new data
available for 2007-
2008 annual report.

Baseline Information.

No trend established
as this is a new
indicator. Over time
we will be able to
provide trend data for
this indicator.

For further information
on diversity and
equity activities under
way, see the
Highlights Section of
the Annual Report.

The Employee Survey
is generally
conducted every 3
years.

Provision of
Consulting and
Training Services that
meets the needs of
individuals and
organizations within
the civil service, by
measuring the
number of employees
in the civil service
attending training
workshops or in-
department
development events
in the fiscal year
delivered by
Organization and
Staff Development
(OSD).

Training services
support good human
resource practice,
encourage a renewed
and representative
civil service, and
promote the best use
of employee talent.
This is a demand
driven service.

Level of attendance at
training workshops or
in-department
development events
delivered by OSD is
indicative of the level
of interest, training
and skill development
needs of civil service
employees.

Data as of March 31,
2006:

For 2005-2006: 6,470
employees within the
civil service attended
training workshops or
in-department
development events
delivered by
Organization and
Staff Development
(OSD).

Data as of March 31,
2007:

For 2006-2007: 8,737
employees within the
civil service attended
training workshops or
in-department
development events
delivered by
Organization and
Staff Development
(OSD).

Compared to the
2005-2006 fiscal year,
there has been a
significant increase in
the number of
customized events
requested by
departments/public
sector due to a
growing interest and
need for Renewal-
related training,
particularly in the
areas of leadership
and management
development.

For further information
on this priority area
and on activities
under way, see
Consulting and
Training Services in
the Highlights Section
of the Annual Report.
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EMPLOYMENT STATISTICS

TOTAL NUMBER OF CIVIL SERVICE EMPLOYEES AT FISCAL YEAR END 2005-2006-2007

DEPARTMENT / OTHER PUBLIC ENTITY MARCH MARCH MARCH
2005 2006 2007
ABORIGINAL and NORTHERN AFFAIRS 73 81 85
ADVANCED EDUCATION and LITERACY 383 384 117
AGRICULTURE, FOOD and RURAL INITIATIVES 407 408 407
CIVIL SERVICE COMMISSION 78 67 69
COMPETITIVENESS, TRAINING and TRADE 191 196 403
CONSERVATION 684 666 662
CULTURE, HERITAGE and TOURISM 310 281 277
EDUCATION, CITIZENSHIP and YOUTH 451 448 420
EXECUTIVE COUNCIL 30 32 32
FAMILY SERVICES and HOUSING 2,402 2,305 2,235
FINANCE 763 784 750
HEALTH 1,087 1,096 1,104
HEALTHY CHILD MANITOBA 22 21 22
INFRASTRUCTURE and TRANSPORTATION 1,487 1,543 1,606
INTERGOVERNMENTAL AFFAIRS 303 300 257
JUSTICE 2,692 2,792 2,853
LABOUR and IMMIGRATION 328 329 323
OFFICERS OF LEGISLATIVE ASSEMBLY 94 93 90
SCIENCE, TECHNOLOGY, ENERGY and MINES 140 145 373
SENIORS AND HEALTHY AGING SECRETARIAT 9 10 10
SPORT 4 3 3
WATER STEWARDSHIP 189 190 150
OTHER NON CORE ENTERPRISES 12 13 26
Total 12,139 12,187 12,274
NOTE: The above figures include regular, term and technical employees. They do not include departmental
(time certificate or casual), contract and sessional.
CONTRACT EMPLOYMENT 39 33 26
DEPARTMENTAL AND CASUAL EMPLOYEES 1,574 1,481 1,562
GRAND TOTAL 13,752 13,701 13,862

Notes: The above figures do not include employees on inactive status

! Reflects the transfer of the Training Sector from Advanced Education and Literacy to Competitiveness, Training and

Trade.

2 Reflects the transfer of the Training Sector and the Trade Sector from Advanced Education and Literacy and

Intergovernmental Affairs, respectively, to Competitiveness, Training and Trade. The Mineral Resources Division was

t3ransferred from Competitiveness, Training and Trade to Science, Technology, Energy and Mines.
Reflects the transfer of positions in the Water Services Board and Regional Operations from Water Stewardship to

Infrastructure and Transportation, and the transfer of positions from Conservation and Agriculture, Food and Rural

Initiatives to Crown Lands.

4 Reflects the transfer of the Trade Sector from Intergovernmental Affairs to Competitiveness, Training and Trade.

> Reflects the transfer of the Mineral Resources Division from Competitiveness, Training and Trade to Science,
Technology, Energy and Mines, and the consolidation of departmental IT resources into the central ICT Services.

Reflects the transfer of positions in the Water Services Board and Regional Operations from Water Stewardship to

Infrastructure and Transportation.
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COMPARATIVE EMPLOYMENT FOR ALL EMPLOYEES

MARCH MARCH MARCH
DEPARTMENT / OTHER PUBLIC ENTITY 2005 2006 2007 Notes
ABORIGINAL and NORTHERN AFFAIRS 75 82 85
ADVANCED EDUCATION and LITERACY 384 384 117 1
AGRICULTURE, FOOD and RURAL INITIATIVES 458 455 447
CIVIL SERVICE COMMISSION 70 61 62
* ORGANIZATION AND STAFF DEVELOPMENT 8 7 8
COMPETITIVENESS, TRAINING and TRADE 193 198 405 2
CONSERVATION 853 829 833
* PINELAND FOREST NURSERY 37 29 32
CULTURE, HERITAGE and TOURISM 313 286 281
EDUCATION, CITIZENSHIP and YOUTH 473 478 471
* MANITOBA TEXTBOOK BUREAU 8 8 7
EXECUTIVE COUNCIL 30 32 32
FAMILY SERVICES and HOUSING 2,430 2,323 2,224
* MANITOBA HOUSING and RENEWAL 84 87 86
CORPORATION
FINANCE 513 531 509
* MANITOBA SECURITIES COMMISSION 33 35 37
« THE COMPANIES OFFICE 36 35 34
« THE PROPERTY REGISTRY 155 153 147
* VITAL STATISTICS 35 37 32
HEALTH 1,150 1,149 1171
HEALTHY CHILD MANITOBA 24 22 23
INFRASTRUCTURE and TRANSPORTATION 2,241 2,259 2,421 3
* CROWN LANDS AND PROPERTY AGENCY 27 26 51
» EMERGENCY EXPENDITURES FUND 2 21 11
* FLEET VEHICLES 57 58 59
* MATERIALS DISTRIBUTION 93 82 82
INTERGOVERNMENTAL AFFAIRS 309 305 261 4
JUSTICE 2,663 2,713 2,785
* CIVIL LEGAL SERVICES 56 54 57
* OFFICE OF THE PUBLIC TRUSTEE 78 81 77
LABOUR and IMMIGRATION 269 271 262
* OFFICE OF THE FIRE COMMISSIONER 67 61 66
OFFICERS OF THE LEGISLATIVE ASSEMBLY n/a n/a n/a
* ELECTIONS MANITOBA 18 19 29 5
* OFFICE OF THE AUDITOR GENERAL 45 45 40
* OFFICE OF THE CHILDREN'S ADVOCATE 6 9 10
* OFFICE OF THE OMBUDSMAN 29 29 29
SCIENCE, TECHNOLOGY, ENERGY and MINES 127 132 356 6
* GREEN MANITOBA ECO SOLUTIONS n/a n/a 4
* MERLIN 13 13 13
SENIORS AND HEALTHY AGING SECRETARIAT 9 10 11
SPORT 4 3 3
WATER STEWARDSHIP 257 262 161 7
OTHER NON CORE ENTERPRISES 20 27 31
GRAND TOTAL 13,752 13,701 13,862

Notes: The above figures include regular, term, technical, contract, departmental and casual employees. Employees on inactive status are not included.

1
Reflects the transfer of the Training Sector from Advanced Education and Literacy to Competitiveness, Training and Trade.

2
Reflects the transfer of the Training Sector and the Trade Sector from Advanced Education and Literacy and Intergovernmental Affairs, respectively to Competitiveness,
Training and Trade. The Mineral Resources Division was transferred from Competitiveness, Training and Trade to Science, Technology, Energy and Mines.

3
Reflects the transfer of positions in the Water Services Board and Regional Operations from Water Stewardship to Infrastructure and Transportation and the transfer
of positions from Conservation and Agriculture, Food and Rural Initiatives to Crown Lands.

4
Reflects the transfer of the Trade Sector from Intergovernmental Affairs to Competitiveness, Training and Trade.
5
Increase of temporary employees within Elections Manitoba.

6
Reflects the transfer of the Mineral Resources Division from Competitiveness, Training and Trade to Science, Technology, Energy and Mines, and the consolidation
of departmental IT resources into the central ICT Services.

Reflects the transfer of positions in the Water Services Board and Regional Operations from Water Stewardship to Infrastructure and Transportation.
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GOVERNMENT OF MANITOBA

TOTAL COMPETITIONS

DEPARTMENT/ OTHER PUBLIC ENTITY 2004-2005  2005-2006  2006-2007
ABORIGINAL and NORTHERN AFFAIRS 4 21 7
ADVANCED EDUCATION and LITERACY 20 38 21
AGRICULTURE, FOOD and RURAL INITIATIVES 9 33 50
CIVIL SERVICE COMMISSION 5 6 12
COMPETITIVENESS, TRAINING and TRADE 2 11 25
CONSERVATION 35 21 16
CULTURE, HERITAGE and TOURISM 16 14 20
EDUCATION, CITIZENSHIP and YOUTH 17 43 41
EXECUTIVE COUNCIL 0 0 0
FAMILY SERVICES and HOUSING 91 109 175
FINANCE 54 82 83
HEALTH 52 107 105
HEALTHY CHILD MANITOBA 1 1 4
INFRASTRUCTURE and TRANSPORTATION 103 105 149
INTERGOVERNMENTAL AFFAIRS 13 10 20
JUSTICE 82 94 174
LABOUR and IMMIGRATION 17 27 15
« Former STATUS OF WOMEN 1 0 0
LEGISLATION 9 4 17
SCIENCE, TECHNOLOGY, ENERGY and MINES 1 3 24
SENIORS AND HEALTHY AGING SECRETARIAT 0 1 1
WATER STEWARDSHIP 1 14 15
TOTAL GOVERNMENT 533 744 974

62



number of applicants

(thousands)

APPLICANTS BY CATEGORY

Fiscal Year 2006—-2007

Total Number of Applicants

In-Service Out-Service

4,698 22,807

Total Number of Applicants Interviewed

In-Service Out-Service

1,738

4,428

Total Number of Applicants Appointed

In-Service Out-Service
522 821
APPLICANTS

COMPARATIVE TOTALS

25+

2004-2005 2005-2006

22,807

2006-2007

B In-Senice O Out-Senice
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APPLICANTS BY CATEGORY

For the 2006-2007 fiscal year

In-Service/Out-Service

25+
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AVERAGE APPLICANTS PER COMPETITION

2005-2006 2006-2007

2004-2005

64



65



	LETTERS
	Table of Contents

	ORGANIZATION CHART
	INTRODUCTION AND OVERVIEW
	2006-2007 HIGHLIGHTS
	Civil Service Renewal Strategy
	Diversity and Employment Equity Initiatives
	Sustainable Development Initiatives

	STATISTICS – As of March 31, 2007
	CIVIL SERVICE COMMISSION BOARD
	Commission Board Activities 2006-2007

	EXECUTIVE OFFICE
	ADMINISTRATIVE SERVICES
	HUMAN RESOURCE MANAGEMENT SERVICES
	EMPLOYEE ASSISTANCE PROGRAM (EAP)
	INTERNSHIP, EQUITY AND EMPLOYEE DEVELOPMENT
	SERVICE MANITOBA
	COSTS RELATED TO CAPITAL ASSETS
	FINANCIAL INFORMATION SECTION
	Operating Expenditure
	Expenditure Summary
	Revenue Summary By Source
	Five Year Expenditure and Staffing Summary

	PERFORMANCE MEASURES
	APPENDICES
	Employment Statistics
	Comparative Employment
	Total Competitions
	Applicants By Category
	Average Applicants Per Competition


