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MINISTER’S MESSAGE 
 
I am pleased to present the Departmental Performance Report 
for the Canada School of Public Service (Canada School) for 
2008-09.  
 
The Canada School promotes leadership, accountability and 
excellence in the Public Service. With its integrated approach 
to the training and development needs of public servants, it 
contributes to building a highly-skilled, well-trained and 
professional public service workforce that delivers results for 
Canadians. 
 
During the 2008-09 fiscal year, the Canada School participated 
in the horizontal strategic review of central human resources 
organizations. Through this process, it identified ways to be more efficient and effective, 
allowing it to fully align its programs with department and agency learning needs and to 
support deputy ministers in their accountability for learning in their organizations. 
 
The Canada School continues to offer a unified approach to lifelong learning. Playing an 
integral role in the renewal of the public service, it ensures that public servants at all 
levels and in all parts of the country have access to the knowledge and skills they need to 
deliver results for Canadians, both now and in the future. 

 
 
 
 
 
 
 
 
 
 
 
 

The Honourable Vic Toews, P.C., Q.C., M.P. 
President of the Treasury Board 
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… the process of Public Service renewal, 
launched by the Clerk of the Privy Council 
in 2006, aims to ensure that the government 
enjoys the benefits of a skilled and 
knowledgeable workforce now and in the 
future. To this end, strategic recruitment and 
employee development both remain 
important, especially in the current 
economic context.   
 
Source: Prime Minister’s Advisory 
Committee on the Public Service, Third 
Annual Report to the Prime Minister, 
Achieving Results: Accountability and 
Action, February 2009. 

SECTION I – DEPARTMENTAL OVERVIEW 
 
 
SUMMARY INFORMATION 
 
RAISON D’ÊTRE 
 
The federal public service is an organization with a distinct purpose and unique jobs, 
values and measures of success. Public servants require training that is tailored to 
successfully meeting their fundamental objective of making an important difference to 
Canadians. The Canada School of Public Service (Canada School) is a common learning 
service provider for the Government of Canada. It brings a unified approach to serving 
the common learning and developmental needs of public servants and helps ensure that 
all public service employees across Canada have the knowledge and skills they need to 
effectively deliver results for Canadians, now and in the future. 
 
RESPONSIBILITIES 
 
Established in 2004, the Canada School is responsible for ensuring that public servants 
have the necessary skills and knowledge to perform effectively in their current jobs and 
to take on the challenges of future jobs. It provides a wide range of learning activities 
across the country to build individual and organizational capacity and management 
excellence within the public service. Key messages related to government priorities, such 
as Public Service Renewal, are disseminated by incorporating elements of these priorities 
into training programs. The Canada School is responsible for offering courses that foster 
a common understanding of public service values and ethics among public servants.  
 
The Treasury Board’s Policy on Learning, 
Training and Development highlights the 
value of learning and the importance of 
creating a learning culture within the 
public service. It establishes employee, 
organization and employer learning 
responsibilities and outlines the 
employer’s specific training requirements. 
The Canada School’s identified program 
priorities are geared to help deliver on the 
Policy’s expected results. 
 
The Canada School was created under the 
Public Service Modernization Act, combining 
three organizations that previously provided 
public service-wide learning, training and development: Language Training Canada, 
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Training and Development Canada, and the Canadian Centre for Management 
Development. The Canada School is part of the Treasury Board of Canada portfolio and 
operates under the authority of the Canada School of Public Service Act (CSPS Act). 
 
A Board of Governors is responsible for the conduct and management of the affairs of 
the Canada School. This Board has a prominent role in the Canada School's governance 
structure and is integral in its planning, reporting and strategic decision-making 
processes.   

The CSPS Act provides for the following authorities and flexibilities to enhance year-
over-year stability and operational consistency in support of achieving the mandate of 
the Canada School: 

• Revenue Respending Authority (CSPS Act, subsection 18(2)) 
Subject to any conditions imposed by the Treasury Board, the revenue from fees 
received by the School in a fiscal year through the conduct of its operations may 
be spent by the School for its purposes in that, or the next, fiscal year. 

 
• Appointment of the President (CSPS Act, subsection 13(1) and section 14) 

Subsection 13(1): The Governor in Council shall, after consultation by the 
Minister with the Board, appoint an officer, to be called the President of the 
School, to hold office for a term not exceeding five years, and the President has 
the rank and status of a deputy minister. 
Section 14: On the expiration of any term of office, the President is eligible to be 
reappointed for a further term. 

 
• Staffing Authority (CSPS Act, subsection 15(2)) 

… the President may, on behalf of the School, appoint and employ teaching and 
research staff and may, with the approval of the Treasury Board, establish the 
terms and conditions of their employment, including their remuneration. 

 
• Intellectual Property Management Authority (CSPS Act, subsection 18(1)(b)) 

The Board may, with the approval of the Treasury Board, prescribe the fees or 
the manner of determining the fees … to be charged by the School when selling, 
licensing the use of or otherwise making available any copyright, trade-mark or 
other similar property right held, controlled or administered by the School. 
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SUMMARY OF PERFORMANCE 
 
FINANCIAL RESOURCES  
 

($ thousands) 
Planned Spending Total Authorities1 Actual Spending 

96,601 157,909 139,728 

 
HUMAN RESOURCES  
 

(FTEs) 
Planned Actual Difference 

940 881 59 

 
PERFORMANCE SUMMARY 
 

Strategic Outcome: 
Public Servants have the common knowledge and the leadership and management competencies they require to 

fulfil their responsibilities in serving Canadians 

Performance Indicators Targets 2008–09 Performance 

Number of learning activities that 
address leadership development, 
management competencies and 
common knowledge, and number 
of participants. 

Approximately 900 learning activities 
 
Approximately 220,000 learner days 
(number of learners/participants 
multiplied by the number of days in 
training). 

In 2008-09 the Canada School offered 
1,028 learning activities with 223,837 
learner days. 

Percentage of public servants who 
have attended Canada School of 
Public Service learning activities 
and feel that the training provided 
responded to their learning needs 
and was a worthwhile investment 
for their employer. 

80 percent of learning activity 
participants feel that the training 
provided responded to their needs and 
was a worthwhile investment for their 
employer. 

Questionnaires were issued to learners to 
collect data which will be used to 
measure these performance indicators. 
Progress is being made to implement 
processes to analyse and aggregate the 
data. The Canada School is 
implementing an Integrated Learner 
Management System (ILMS) which will 
allow for measuring of these indicators 
in future years. 

 
 
 
 

                                                 
1 The increase from Planned Spending to Total Authorities is mainly due to an increase in revenues, respendable revenues, operating 
budget carry forward and compensation for salary adjustments. The difference between Total Authorities and Actual Spending is 
made up of respendable revenues to be used in fiscal year 2009-10 according to section 18(2) of the Canada School of Public Service 
Act, operating budget carry forward and an amount set aside for the employee benefit plan. 
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($ thousands) 
2008-092 Program 

Activity 

2007-08 
Actual 

Spending 
Main 

Estimates 
Planned 
Spending 

Total 
Authorities 

Actual 
Spending 

Alignment to 
Government of Canada 

Outcomes 
Foundational 

Learning 86,040 68,829 68,829 113,545 99,091  Government Affairs 

Organizational 
Leadership 

Development 
17,056 13,133 13,133 21,207 20,382  Government Affairs 

Public Sector 
Management 
Innovation 

19,081 14,640 14,640 23,157 20,255  Government Affairs 

Total 122,177 96,602 96,602 157,909 139,728  
Less 

Respendable 
Revenue3 

(52,543) (32,000) (32,000) (66,329) (71,085)  

Plus: Cost of 
services received 
without charge 

13,149 -- 14,103 -- 14,800  

Total 
Departmental 

Spending 
82,783 64,602 78,705 91,580 83,443  

 
CONTRIBUTION OF PRIORITIES TO STRATEGIC OUTCOME 
 

Operational 
Priorities Type Status Linkages to 

Strategic Outcome 

Solidifying gains 
made in establishing 
foundational learning 
and enhancing 
leadership offerings, 
with an in-depth 
focus on serving the 
learning needs of 
functional 
communities. 

Ongoing Met all  
The Canada School developed and updated training 
activities based on consultations with functional 
communities to identify and prioritize learning needs. 

This initiative 
contributed to 
public servants 
having the common 
knowledge and the 
leadership and 
management 
competencies they 
require to fulfil their 
responsibilities in 
serving Canadians. 

Launching new 
initiatives to support 
Public Service 
Renewal, with a 
focus on learning for 
managers. 

New 
 

Met all  
An assessment was conducted to identify the learning 
needs of managers. A new curriculum on managing 
human resources and tools to create personal learning 
plans for managers were developed. 
 
A new values and ethics online course was launched 
for all public service employees. A leadership 
program was launched to support development at all 
levels.  
 
Treasury Board approved the use of the ILMS 
software which will improve the efficiency of 
operations.  

This priority 
contributes to the 
identification of 
learning needs for 
managers and takes 
steps to address these 
needs. 

 

                                                 
2 The increase from Planned Spending to Total Authorities is mainly due to an increase in revenues, respendable revenues, operating 
budget carry forward and compensation for salary adjustments. The difference between Total Authorities and Actual Spending is 
made up of respendable revenues to be used in fiscal year 2009-10 according to section 18(2) of the Canada School of Public Service 
Act, operating budget carry forward and an amount set aside for the employee benefit plan.    
3 Pursuant to section 18(2) of the CSPS Act 
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Internally, the Canada School completed a national 
post-secondary recruitment initiative targeted to 
instructional designers, implemented a new staffing 
initiative to provide a pool of partially-assessed and 
essentially-qualified candidates on a continual basis, 
made progress in the development of an Integrated 
Plan 2008-11 (which links all human resources 
initiatives with the Canada School’s business plan), 
and implemented a new internal policy that mandates 
all executives and managers to complete values and 
ethics training. 

Identification of 
innovative learning 
options for the new 
generation of public 
servants, including an 
increased use of 
Web-based and 
blended learning 
products for program 
delivery. 

Ongoing Met all 
There was an increased focus on online and blended 
learning. The Orientation to the Public Service 
program was redesigned to shift the course format 
from two days of in-class training to a one-day 
classroom session, complemented by online training. 
 
Initial steps were taken to implement the ILMS in 
support of improved functionality for online learning.  
 
The Canada School is piloting the use of Web 2.0 
technologies to encourage collaboration and 
innovation in learning and knowledge sharing. The 
Canada School has developed a draft Web 2.0 
strategy and case studies and has broadcasted a 
number of events and armchair sessions over the 
Internet. 

This priority 
contributes to 
offering learning 
activities in diverse 
formats in order to 
target different 
learning groups 
effectively and 
deliver on their 
learning needs 
efficiently.  

Management 
Priorities Type Status Linkages to 

Strategic Outcome 
Ensuring the 
sustainability of 
programs through 
refining and 
developing internal 
business processes.  

Ongoing Met all 
Through its participation in the horizontal strategic 
review of central human resources organizations, the 
Canada School identified ways to be more efficient 
and effective and align its programs with department 
and agency learning needs. 
 
An annual curriculum review process was launched 
to ensure programming meets client needs and public 
service priorities. 
 
Use of the ILMS software was approved to integrate 
and streamline business processes for the 
administration of learning. 

This priority ensures 
that the processes and 
programs that fulfil 
the Canada School’s 
strategic outcome are 
effective and 
adaptable to changes 
in learning needs and 
trends.   

 
RISK ANALYSIS 
 
Learning is an essential element in the renewal of the public service. It affects the federal 
government’s ability to recruit and retain the talent required to provide quality services to 
Canada and Canadians. 
 
In 2008-09, the Canada School implemented a Risk Management Policy and Framework 
and launched a comprehensive update of its Corporate Risk Profile. Key risk areas were 
identified, including curriculum planning and design, the management of registrations, 
information technology management, and workforce management, all of which were 
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perceived to be relatively important corporate risks. Mitigation actions continued to be 
implemented on an ongoing basis. 
 
The Canada School continued to invest in designing and offering a full suite of learning 
products and services in support of Public Service Renewal priorities. A formalized 
department-wide curriculum review process was implemented and linked to the business 
planning cycle. Blended learning, including e-learning methods, continued to be 
implemented to maximize the effectiveness of delivery methods and use of learners’ 
time.  
 
With respect to the management of registrations, the four legacy systems that were in 
place when the Canada School was created are reaching the end of their life cycle and 
require replacement in order to ensure the ongoing system reliability, data integrity and 
timeliness of information. To address this situation, the Canada School updated its 
registration portal, developed an integrated database for registrations and, subsequent to 
final Treasury Board approval and vendor selection, began work to implement an ILMS. 
It is expected that the ILMS will provide better reporting capability, increase operational 
efficiency and facilitate the exchange of information with departments and agencies. 
 
Information technology management is critical for the successful implementation of the 
ILMS and for supporting ongoing operations. The Canada School operates in a shared 
service environment with established service level agreements. There is ongoing 
dialogue with the shared service provider in relation to organizational requirements and 
for monitoring the existing service level agreement. The Canada School had 
decentralized information technology functions since its formation in 2004, however 
there has since been a concerted effort to regroup these functions organizationally in 
order to have better overall support for information technology priorities. 
 
Workforce management continued to present challenges in 2008-09. The Canada School 
has continued to evolve and mature in recent years and this has led to periods of change 
within the workforce. Adjustments have been made to support strategic priorities and to 
meet the demand for learning products and services, as well as to align learning activities 
with government priorities. The nature of the Canada School’s business requires a 
specialized skill-set in adult education together with a deep knowledge of the 
government context, a combination not always easy to find.  
 
Initiatives were launched to support managers in their efforts to recruit employees with 
the required competencies on a timely basis and motivate them to stay with the 
organization. In 2008-09, staffing plans were developed and collective staffing processes 
were undertaken. Learning plans were developed considering career development for 
employees, thereby contributing to recruitment efforts, employee motivation, the 
development of competencies and skills, improved retention and succession planning. In 
addition, exit interviews were completed with departing employees to understand causes 
of turnover, internal surveys on workplace well-being were conducted to identify issues 
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of direct concern and interest to employees, and the Working Group on Workplace Well-
Being was established for discussing employee issues and proposing corrective action. 
  
EXPENDITURE PROFILE4 
 

 
 

 
REVENUE TREND5 

 
 

 
 

                                                 
4 The increase from Planned Spending to Total Authorities is mainly due to an increase in revenues, respendable revenues, operating 
budget carry forward and compensation for salary adjustments. The difference between Total Authorities and Actual Spending is 
made up of respendable revenues to be used in fiscal year 2009-10 according to section 18(2) of the Canada School of Public Service 
Act, operating budget carry forward and an amount set aside for the employee benefit plan. 
5 The increase over this period is due to the growth in course offerings (over 20 percent) and in learner enrolments (over 40 percent) 
and to the change of official languages courses funded by Treasury Board to courses generating statutory revenue. 
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VOTED AND STATUTORY ITEMS 
 
($ thousands) 

Vote # or 
Statutory 
Item (S) 6 

Truncated Vote or Statutory 
Wording 

2006-07 
Actual 

Spending7 

2007-08 
Actual 

Spending7 

2008-09 
Main 

Estimates 

2008-09 
Actual 

Spending8 

40 Operating expenditures 77,310 59,643 58,154 57,962 
40 Grants and contributions 316 375 375 375 
(S) Contributions to employee benefit plans 8,642 9,613 6,072 10,304 

(S) 
Spending of revenues pursuant to 
Subsection 18(2) of the Canada School 
of Public Service Act 

26,750 52,543 32,000 71,085 

(S) Spending of proceeds from the disposal 
of surplus crown assets 19 3 - 2 

Total 113,037  122,177  96,601  139,728  

                                                 
6 Indicates expenditures the Department is required to make that do not require an appropriation act. 
7 The Total Actual spending can be found in the departmental performance reports for fiscal years 2006-07 and 2007-08 and in the 
public accounts for fiscal year 2008-09. 
8 The actual spending increased due to revenue increase from fiscal year 2007-08 to fiscal year 2008-09. 
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SECTION II – ANALYSIS OF PROGRAM ACTIVITIES 
 

STRATEGIC OUTCOME 
 
The Canada School has a single Strategic Outcome: 
 
Public Servants have the common knowledge and the leadership and management 

competencies they require to fulfil their responsibilities in serving Canadians. 
 
The Canada School’s raison d’être of ensuring that public servants have the common 
knowledge and skills required to serve Canadians is accomplished by providing a variety 
of learning activities at all levels and in all parts of the country.  
 
The Canada School monitors the number of its learners and the number of learning 
activities that address leadership development, management competencies and common 
knowledge. In addition, it tracks the percentage of public servants who have attended its 
learning activities and indicate that the training provided responded to their learning 
needs. 
 
The Canada School’s Strategic Outcome is supported by four program activities: 

• Foundational Learning; 
• Organizational Leadership Development; 
• Public Sector Management Innovation; and 
• Internal Services (which supports the other three program activities). 

 
BENEFITS FOR CANADIANS 
 
Through the delivery of its Strategic Outcome, the Canada School provides long-term 
benefits for Canadians by ensuring that public servants across the country have access to 
the learning they need to acquire the knowledge and competencies required to serve 
Canadians with excellence now and into the future. 
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PROGRAM ACTIVITIES FOR THE STRATEGIC OUTCOME 
 
FOUNDATIONAL LEARNING 

Program Activity: 
Foundational Learning: Public servants are able to perform in their current job, take on the challenges of 

the next job in a dynamic, bilingual environment. 

2008-09 Financial Resources ($ thousands) 2008-09 Human Resources (FTEs) 

Planned 
Spending 

Total 
Authorities 

Actual 
Spending Planned Actual Difference 

68,828 113,545 99,091 687 622 65 
 

Expected 
Results 

Performance 
Indicators 

Targets Performance 
Status 

Performance 
Summary 

Public servants are 
able to apply the 
foundational 
knowledge provided 
by the Canada 
School in their 
workplace. 
 
 

The Canada 
School will 
identify the 
percentage of 
participants who 
intend to apply, are 
able to apply, 
and/or have 
applied the 
knowledge 
acquired in 
foundational 
knowledge 
learning activities 
to their current or 
future workplace. 

The target level 
of participants 
able to apply 
their acquired 
knowledge is 80 
percent. 

Unable to 
determine9 

Questionnaires were issued 
to learners to collect data 
which will be used to 
measure this performance 
indicator. Progress is being 
made to implement 
processes to analyze and 
aggregate the data. The 
Canada School is 
implementing an ILMS 
which will allow for 
measuring of these 
indicators in future years.  

 
 
PERFORMANCE ANALYSIS 
 
In support of its strategic outcome, the Canada School provided training, developed 
strategies and furthered its use of technology to ensure that public servants have access 
to the learning they need to perform in their current job and take on the challenges of the 
next job in a dynamic, bilingual environment. These activities are aligned with 
Government of Canada and public service management priorities. 
 
The program Orientation to the Public Service (OPS) is training for all new public 
servants within the core public administration (as identified in Schedules I and IV of the 
Financial Administration Act). In 2008-09, it was successfully redesigned from a two-
day to a one-day program with the objectives of achieving greater operational 
efficiencies, enhancing the overall participant experience, and ensuring timely access to 
                                                 
9 The Canada School of Public Service collects data on learner satisfaction (Level 1 evaluations) for all learning activities. Level 1 
evaluations include questions on intent to apply knowledge gained. Ability to apply and actual application are measured at higher 
levels of evaluation (Level 3 and Program Evaluations), which are only conducted on selected applicable learning activities as per the 
Evaluation Plan. 
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the training. Participants are now required to complete two online modules prior to 
registering for an in-class session. Over 10,400 participants completed the program in 
2008-09. Evaluation results indicate that during 2008-09 the program had a knowledge 
gain of 14 percentage points, as calculated by comparing pre- and post-course test 
results.  
 
Authority Delegation Training (ADT) is a program that allows managers to acquire the 
knowledge required to exercise their delegated authorities. The Canada School created a 
blended learning vision in 2008-09 that presents the manner in which the increased 
demand for this training would be met by online learning tools. The ADT Blended 
Learning Initiative was launched by a steering committee in early 2009.  
 
As a result of operational efficiencies, the Canada School was able to meet the 
particularly high demand for OPS and ADT in 2008-09. The below tables demonstrate a 
break down of the number of offerings and employee participants on a national, regional 
and National Capital Region (NCR) scale.  
 

Breakdown of OPS Offerings 

Courses Delivered in the 
National Capital Region Courses Delivered Regionally Courses Delivered Nationally  Fiscal 

Year 
# of Sessions # of 

Employees # of Sessions # of 
Employees # of Sessions # of 

Employees 
2007-08 40 4,804 22 2,456 62 7,260  
2008-09 55 5,568 47 4,916 102 10,484  

 
Breakdown of ADT Offerings 

Courses Delivered in the 
National Capital Region Courses Delivered Regionally Courses Delivered Nationally  Fiscal 

Year 
# of Sessions # of 

Employees # of Sessions # of 
Employees # of Sessions # of 

Employees 
2007-08 181 3,992 120 2,675 301 6,667  
2008-09 235 5,260 138 2,931 373 8,191  

 
Functional Communities exist where public servants share common work purposes and 
professional interests. In 2008-09, the Canada School initiated the development of a 
strategic framework for a systematic approach to working with these communities to 
address strategic issues, priorities identified through Public Service Renewal, and key 
functional community priorities.  
 
Curricula for identified priority areas such as Information Management (IM), Internal 
Audit (IA), Human Resources (HR), Finance and Procurement, Materiel Management 
and Real Property are under development and progress is being made on curricula for 
emerging communities such as corporate planners, science and technology, and 
evaluators: 

• A review of the IM curriculum was made in keeping with the development of 
new policies and directives in this area. For example, work was begun in 2008-09 
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to redesign the course on Access to Information and Privacy in light of new 
related policies promulgated in April 2008; 

• Two new courses were added to the IA series of courses; 
• An HR core curriculum was completed, HR planning courses were redesigned 

and the compensation curriculum is in development; 
• A new curriculum for Finance specialists is under development; 
• Three new online courses for the Procurement, Materiel Management and Real 

Property functional community are in development, bringing this curriculum 
closer to completion; 

• Courses were developed for professionals in integrated planning and science and 
technology; and 

• Work was undertaken to analyze the learning needs of the community of 
evaluators. 

 
Through professional development programming, the Canada School aims to ensure that 
common management and professional learning needs are identified and met. During the 
2008-09 fiscal year: 

• More than 200 courses were delivered to over 4,600 public servants; and  
• Approximately 150 management and leadership development courses were 

delivered to nearly 2,600 supervisors and managers.  
 

Leadership Programs for Managers – two-year overview 

Total Offerings Total Participants 

2007-08 2008-09 2007-08 2008-09 
84 78 1,447 1,306 

 
Management Development Programs for Managers – two-year overview 

Total Offerings Total Participants 

2007-08 2008-09 2007-08 2008-09 
51 72 918 1,358 

 
Furthermore, in 2008-09, approximately 150 memoranda of understanding (MOUs) were 
signed with government departments and agencies: 140 of these MOUs were for 
professional development courses and 10 were for a combination of leadership and 
functional community courses.  
 
The Canada School facilitates official languages training in order to assist public 
servants in acquiring and maintaining second official language skills needed to work in a 
bilingual environment. During 2008-09, second official language learning plans were 
provided to 1,266 public servants in the NCR. Language training services were delivered 
by the Canada School to 41 students with learning disabilities. 
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Approximately 80 language training groups were formed and 389,000 training hours 
were delivered by pre-qualified external providers. As well, approximately 70 qualified 
on-site teachers were supplied in the NCR, providing language training service (full time 
and part time) to between 2,500 and 300010 public servants, and 15 train-the-trainer 
sessions were offered to more than 300 qualified external teachers. 
 
The Canada School initiated the development of a national standing offer for language 
training services in order to create a national framework to standardize the quality of 
second official language instruction. Standardized quality assurance tools for language 
training were implemented. 
 
Significant progress was made in the regions to share and implement leading practices in 
second official language acquisition and maintenance. On-site language teachers were 
provided at departments in the regions. In 2008-09, approximately 6,250 learner days11 
of official second language instruction were delivered by pre-qualified providers.  
 
The Canada School promoted the adoption of virtual classroom delivery by providing 
demonstrations and developing a suite of training and advisory services relating to 
virtual classroom practices. Furthermore, the online tool, Language Acquisition and 
Maintenance Cycle, was created for second language maintenance and acquisition and is 
available to all public servants. This tool offers numerous self-learning products, best 
practices for improving and maintaining language skills, as well as tools to measure 
language competencies and to find a language coach. This product guides users in 
creating a second official language learning plan and helps them to optimize their second 
language skills. 
 
LESSONS LEARNED 
 
As a good practice, the Canada School conducts quality assurance with its service 
providers. In 2008-09, this process allowed the Canada School to determine the need to 
develop measurable evaluations of classroom instruction. Thus, the Canada School 
refined its agreements with external providers, ensuring that consistent, measurable 
evaluation criteria on adult education instruction were included. 
 
The redesigning of the OPS from a two-day to a one-day program and the incorporation 
of online modules have resulted in direct delivery costs per session decreasing by 
approximately 50 percent. The efficiencies gained from the new delivery model and the 
investment in online content clearly indicate that the $2.5 million funding reduction 
arising from the 2008 Strategic Review exercise will be managed with an ongoing 
delivery capacity of 8,000 participants.  
 

                                                 
10 This is an estimate due to the fact that teachers providing open sessions or informal learning do not always have adequate tools or 
time to keep an accurate count of attendance. There are plans to implement new tools which will allow for more systematic 
attendance records in future years. 
11 This is based on the calculation of approximately 43,800 hours of instruction divided by 7 hours per day. 
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ORGANIZATIONAL LEADERSHIP DEVELOPMENT 
 

Program Activity: 
Organizational Leadership Development: Public Service has strong leaders delivering results for Canadians. 

2008-09 Financial Resources ($ thousands) 2008-09 Human Resources (FTEs) 

Planned 
Spending 

Total 
Authorities 

Actual 
Spending Planned Actual Difference 

13,133 21,207 20,382 106 121 (15)12 
 

Expected 
Results 

Performance 
Indicators 

Targets Performance 
Status 

Performance 
Summary 

Public service 
managers, executives 
and senior leaders are 
satisfied with the 
leadership 
development courses, 
programs and 
activities received. 
 
 
 
 
 
 
 
 
Public service 
managers, executives 
and senior leaders are 
able to apply their 
leadership 
competencies in the 
workplace. 
 
 

The Canada 
School will 
measure the degree 
of satisfaction of 
public servants 
with the leadership 
activities provided. 
 
 
 
 
 
 
 
 
 
The Canada 
School will 
determine the 
percentage of 
public servants 
who intend to 
apply, are able to 
apply and/or have 
applied the 
knowledge 
acquired through 
leadership 
development 
activities in their 
workplace. 

The target is that 
leadership 
activities receive 
an average 
rating of 4 on a 
5-point scale on 
overall 
satisfaction. 
 
 
 
 
 
 
 
 
The target level 
of participants 
able to apply 
their acquired 
knowledge is 
80 percent. 

 

Exceeded 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Not applicable 

Overall satisfaction received 
a rating of 4.49 on a 5-point 
scale. 
 
The performance status is 
based on the average results 
of each leadership course. 
Progress is being made, with 
the implementation of the 
ILMS, to account for each 
delivery of every course 
which would result in a 
weighted and more precise 
score. ILMS will make this 
possible in future years. 
 
Level 3 and Program 
Evaluations are conducted 
on select activities across 
the Canada School as per the 
Evaluation Plan. None were 
conducted for this result in 
2008-09. 

 
 
PERFORMANCE ANALYSIS 
 
The Canada School contributes to Public Service Renewal by building strong leadership 
competencies for existing and emerging leaders through the provision of leadership 
development activities. It actively supports departments and agencies in their capacity to 

                                                 
12 The increase in FTEs was due to doubling the number of courses offered from 2007-08 and increasing the number of learning days 
from approximately 13, 500 days to over 22, 000. 
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develop and retain leadership talent among managers, supervisors, executives and senior 
leaders across Canada.  
 
In 2008-09 leadership development expanded its reach by doubling its offerings to over 
300 and increasing the number of learner days by approximately 8,500. In addition, 
longstanding and well-established courses, Leadership: Reflection and Action (G305) 
and Leading Transitions (S208), experienced a 20 percent increase in registration in 
2008-09, confirming the value of these courses for leadership development. 
 
A new guide, Talent Management: Leadership Development at a Glance, was developed 
in 2008-09 to identify key leadership development programs available at the Canada 
School or through other learning institution partners of the public service. This guide 
supports deputy ministers in managing succession planning at senior levels in their 
organizations. 
 
In 2008-09 the Canada School developed a suite of diverse learning interventions, 
including a series of coaching workshops, with the objective of supporting executives 
and managers at all levels in effectively fulfilling their human resources management 
responsibilities. These offerings were designed based on participant feedback results. 
The high level of satisfaction expressed by participants indicates a need to secure the 
development of managerial competencies through relevant and high quality learning 
activities.  
 
The Canada School provided opportunities to executives and managers to develop 
engagement skills and competencies that promote the implementation of mobilizing 
practices for people, organizations and partners. Additional learning activities were 
offered that provide senior leaders with developmental opportunities on management 
trends and approaches.  
 
The Advanced Leadership Program (ALP) targets high-potential leaders, mostly at the 
assistant deputy minister level. The program was first introduced in 2008-09, and the two 
first cohorts have each comprised approximately 25 participants. Feedback from 
participants, senior officials and faculty are taken into consideration to enhance the 
program for subsequent cohorts. 
 
Living Leadership: The Executive Excellence Program was re-designed to: 

• Strengthen the program while reducing costs;  
• Increase the blended component of the program; 
• Clearly address the four key leadership competencies; and 
• Align it with leading practices. 

 
The Canada School continues to offer the educational component of the Accelerated 
Executive Development Program, consulting participants and the Office of the Chief 
Human Resources Officer on their respective needs, and engaging participants in the 
design of events to ensure the program meets their needs and those of the public service 
as a whole. 
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A new leadership development program entitled ileadership was designed, developed 
and launched in 2008-09. This new program, which targets front-line supervisors and 
employees at the EX minus 3 and 4 levels, aims to develop core management and 
leadership development skills for the next generation of managers. 
 
In 2008-09, the Canada School’s first cohort successfully completed Leadership Across 
Borders, a four-country joint venture designed to build enhanced leadership skills in 
dealing with complex issues by comparing best practices across jurisdictions. The 
Canada School is now engaged in a series of new projects that support the development 
of international leadership capacity.  
 
The Canada School consolidated existing products, including a seminar series for leaders 
and senior leaders to improve understanding of key public service issues. It designed 
new learning interventions and upgraded its services to strengthen leadership and 
management capacities for executives, Crown corporations and heads of federal 
agencies.  
 
In an effort to use technology to build and sustain communities of practice and networks 
for information sharing and the dissemination of leading practices, a Web-based 
collaborative workspace for the development of the ileadership program and for internal 
use was created. The Canada School also leads various aspects of the Web 2.0 expansion 
and utilization across the public sector for the development and sharing of leading 
practices, such as on GCPEDIA, a wiki that is easily accessible government-wide and 
creates a collaborative workspace for public servants.  
 
LESSONS LEARNED 
 
Several regions had to cancel or reschedule leadership courses offered on their calendars, 
as enrolment was too low to cover the costs of the offering. The Canada School is 
exploring the reasons for low enrolment in regionally-based leadership offerings in order 
to more efficiently serve leadership development needs in regional locations and plan its 
offerings accordingly.  
 
The Canada School needs to market the leadership development activities earlier to 
better target promotional activities using various means (i.e. testimonies from 
participants, kiosks in departments, etc). Also, the Canada School is looking into 
analyzing the value of alumni feedback and participation in marketing and networking 
activities. 
 
Federal agencies and departments have expressed a greater interest in targeted 
interventions for teams to learn together. This is particularly true in areas such as 
coaching. The Canada School has observed that it needs to be flexible and responsive to 
meet the demands of departments. Likewise in the regions, the Canada School has 
learned that senior levels need to work to deliver courses when it is known that there is a 
critical mass interested in pursuing a specific course. 
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PUBLIC SECTOR MANAGEMENT INNOVATION 
 

Program Activity: 
Public Sector Management Innovation: Public Service organizations innovate to achieve excellence in 

delivering results for Canadians.                                                                   

2008-09 Financial Resources ($ thousands) 2008-09 Human Resources (FTEs) 

Planned 
Spending 

Total 
Authorities 

Actual 
Spending Planned Actual Difference 

14,640 23,157 20,256 147 138 9 
 

Expected 
Results 

Performance 
Indicators Targets Performance 

Status 
Performance 

Summary 
Public service 
organizations have 
access to the tools 
and services to help 
them integrate 
learning, manage 
change and innovate.  
 
 
 
 
Public service 
organizations 
integrate learning, 
manage change and 
innovate by adapting 
leading practices. 

The Canada 
School will track 
the number of 
organizations 
provided with 
public sector 
management 
innovation 
services. 
 
 
The Canada 
School will 
measure the degree 
of satisfaction of 
public service 
organizations with 
the Canada 
School’s public 
sector management 
innovation 
services. 

The target is 25 
departments 
and agencies.  
 
 
 
 
 
 
 
 
The target is an 
80 percent 
satisfaction rate.  
 

Met 
 
 
 
 
 
 
 
 
 
 

Met 

The Canada School 
provided services and tools 
to over 50 departments and 
agencies including 
organizational change 
management services, 
Integrated Planning 
Roundtables and the 
Manion lecture on Public 
Sector innovation. 
 
The Canada School's 
change management 
services have received an 
overall satisfaction level of 
over 80 percent and the 
Manion lecture received an 
overall satisfaction level of 
96 percent. 

 
PERFORMANCE ANALYSIS 
 
The Canada School conducted a formal national Learning Needs Analysis (LNA) with 
selected departments in the fall of 2008. The intelligence gathered through the LNA is 
used to better understand emerging client needs and priorities, as a key input to decision-
making, priority setting, and curriculum review processes, in order to better align the 
Canada School’s suite of offerings to the emerging needs and priorities of its clientele. 
Recognizing that the interdepartmental learning community is a key forum for exchanges 
regarding leading practices, learning priorities, and ongoing change, the Canada School 
also engaged in and supported several key interdepartmental learning networks at a 
variety of levels. In particular, the Canada School: 

• Chaired the Required Training Coordinators (RTC) Network, a key contributor to  
the redesign of the Orientation to the Public Service program, and established a 
Communications Working Group for RTCs to address communication issues and 
challenges related to required training;  
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• Chaired the Heads of Learning Forum (HOLF), which discusses issues of 
common interest to the learning community. In 2008-09, HOLF established a 
strategic working group to analyze issues, develop positions and recommend 
approaches to the broader learning community;  

• Chaired the Network of Learning and Development Institutes (NLDI). A key 
achievement for NLDI during the reporting period was the establishment of a 
horizontal inventory of leadership and management development opportunities 
within departments and agencies; 

• Provided monthly updates to the Human Resources Council (HRC) on key 
learning issues and initiatives; and 

• Provided leadership support to the Learning Coordinators Network, in 
collaboration with, for instance, the Manitoba Human Resources Council, to 
develop strategic learning support in the Central Prairies region. 

 
The Canada School worked on the development of an integrated approach to the 
incorporation of leading practice research on integrated planning, employee engagement, 
collective staffing, and the growing usage of Web 2.0 tools into the Canada School’s 
courses and programs. Research was conducted with leading practitioners in key 
functional communities to identify emerging and leading practices and support further 
community building and capacity development. The research results were incorporated 
in courses and learning programs, guides, reports, online community sites and 
conferences. Ongoing research on new learning and teaching methodologies was also 
undertaken, leading to the development of an innovative approach to building executive 
judgment capacity using card-based dialogue methodology. 
 
With respect to partnerships with academic institutions, the annual Canada School of 
Public Service University Seminar was held in May 2008 and was attended by over 50 
academics and senior officials. Current public management issues were debated, such as 
the optimal balance between innovation, risk and control. This seminar had a satisfaction 
rate of 87 percent. Also, the John L. Manion Lecture was held on May 7, 2008, on the 
subject of “Taking Public Sector Innovation Seriously.” It was attended by 366 people 
and received a 96 percent satisfaction rate. Under the Public Servant-in-Residence 
Program, five public servants were approved, or conditionally approved, to proceed with 
an assignment involving teaching and/or research at a Canadian university. Under the 
Fulbright-Government of Canada Mid-career Professional Program, two applicants from 
2007-08 received final approval in 2008-09 to study at an American university. In 2008-
09, three more applications were received. 
 
In order to better support the expanded Deputy Minister University Champion Program 
which works to build a stronger relationship between the public service and universities 
on issues of common concern, 10 additional Champions and 12 universities were added 
to the program, increasing the program’s size to a total of 23 champions of 29 
institutions. In addition:  
 

• Two all-Champion meetings and one Ontario-only meeting were held; 
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• A network was created composed of staff who support Deputy Ministers in their 
Champion role; and 

• A dedicated section on the Canada School’s external Web site was launched to 
share information, best practices and tools among that support network.  

 
In 2008-09, the organizational change group worked with 22 departments to continue to 
build its client base and work with intact teams to improve organizational leadership. 
 
LESSONS LEARNED 
 
The Canada School found that there was limited sharing or reporting on client 
intelligence gathering (which includes LNA and client feedback). Developing and 
implementing more systematic reporting on intelligence is a key priority for 2009-10. In 
particular, it will be critical to ensure that intelligence reporting is well-aligned with the 
Canada School’s planning, design and decision-making processes. 
 
Given the significant interest on the part of universities to engage the Public Service 
through the Deputy Minister University Champion and Public Servant-in-Residence 
Programs, the Canada School has found it increasingly important to promote regional 
representation in these programs, and will continue to do so. 
 
INTERNAL SERVICES 
 

Program Activity: 
Internal Services: Effective decision-making is supported through integrated advice and information 

strategies and the provision of high quality corporate services. 

2008-09 Financial Resources ($ thousands) 2008-09 Human Resources (FTEs) 

Planned 
Spending 

Total 
Authorities 

Actual 
Spending Planned Actual Difference 

15,870 36,254 36,228 304 288 16 

 
 
PERFORMANCE ANALYSIS 
 
Internal Services support the Canada School’s progress and achievement of its strategic 
outcome.  
 
Corporate Policy, Governance and Planning 
 

• In light of Public Service Renewal, an Addendum to the Five-year Report to 
Parliament was produced in 2008-09, setting the Canada School’s direction for 
the next five years and outlining an evaluation framework against which progress 
could be assessed. 



 
 

 
SECTION II 

24 

• A new corporate policy on memoranda of understandings was developed for the 
Canada School for implementation in 2009-10. 

• The Canada School created an automated integrated planning tool in 2008-09 to 
streamline the planning process and facilitate the collection and analysis of data, 
contributing to more effective decision-making and program delivery. 

• In 2008-09, the Canada School’s Management Accountability Framework ratings 
increased in key management areas, demonstrating that the amalgamation of 
three legacy organizations to create the Canada School has progressed 
successfully. 

 
Internal Communications 
 

• A new corporate intranet site was launched, in 2008-09, as the primary internal   
communications vehicle for the Canada School. 

 
Registration and Learner Reporting 
 

• Implementation of ILMS began in 2008-09 to enable the Canada School to more 
effectively and efficiently provide employees’ learning reports to deputy heads, 
respond to needs for increased operational efficiency, and facilitate the exchange 
of information on employee learning with departments and central agencies.  

• With the cooperation of other departments and agencies, ILMS is being designed 
to be utilized as a standard learning management system across the government, 
and has been acknowledged by the Chief Information Officer of the Government 
of Canada as a shared system or “clustering” opportunity. 

 
Learning and Program Evaluation 
 

• The Canada School’s five-year Evaluation Plan was revised to reflect current 
priorities and to provide information for decision-making and improvement of 
program delivery. Progress was made in 2008-09 to start implementing a 
performance measurement framework that is aligned with the Program Activity 
Architecture. 

 
Integrated Regional Services 
 

• In 2008-09, the Canada School continued to make progress in extending the reach 
of its offerings in the regions outside the NCR to bring greater alignment with the 
demographics of the public service. 

  
Financial Services 
 

• The Expense Management Tool was implemented, allowing for an improved travel 
claim reimbursement process by reducing the time for processing travel claims 
from 4-6 weeks to approximately 5 days. This tool is a key example of the Canada 
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School’s contribution to the Web of Rules initiative, which aims to streamline 
processes and encourage efficiency. This initiative balanced the need for financial 
controls with client satisfaction. 

• The Canada School successfully negotiated a new financial systems support 
hosting partnership with another federal government department that uses SAP. 
The conversion to the new SAP environment was completed during 2008-09 to go 
live as of April 1, 2009. 

• The Canada School refined its costing model in accordance with the Treasury 
Board’s new guidelines. The implementation of the model resulted in costing over 
240 products and services across the Canada School. 

• Monthly Variance Reports strengthened accountability, transparency and 
reporting, and have improved decision-making. 

 
Administrative Services  
 
• A new mandate and terms of reference were approved by the Canada School’s 

Management Committee for the Contract Review Committee, resulting in 
improved governance and processes. A new contract reference guide was 
disseminated to administration officers and managers, which included a section on 
green procurement. 

 
Information Management and Information Technology (IM/IT) 
 

• The Canada School focused its IM/IT efforts on the continued development and 
support of its unique Web and applications portfolio, IT governance and 
compliance with policies and directives.  

• In 2008-09, the Canada School’s data base system was further improved to include 
blended learning data from ILMS to facilitate data exchange among various 
registration legacy systems and to ensure data integrity.  

• To enhance the Canada School’s IM capacity, an Information Management 
Improvement Program Strategy was developed and a new Information 
Classification System was rolled out. 

 
Human Resources 
 

• In 2008-09, the Canada School began using an innovative staffing process called 
“Just-in-Time Staffing” to create a continuous inventory of partially-assessed 
candidates, which reduces the need for individual advertised processes.  

• Internal Workplace Well-Being surveys were conducted in May and October 2008. 
Branch heads developed action plans to address areas that the surveys concluded 
needed improvement. Exit interviews were also conducted to better identify work 
place issues. 

• Executive performance management agreements were posted on the intranet to 
promote transparency and to ensure that employees understand how their 
responsibilities contribute to the Canada School’s objectives. 
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• Progress was made in regards to career development and advancement programs. 
For example, an HR Specialist Program was launched and the Learning Specialist 
Program is under development and is planned to be launched in the fall of 2009. 
Also, the Canada School intends to develop and implement an Administrative 
Support Group Program for its Client Contact Centre. 

 
Internal Audit 
 
• The Canada School became fully compliant with the requirements of the new 

Treasury Board (TB) Internal Audit Policy, as the newly established Departmental 
Audit Committee with external members met twice in 2008-09.  

• Continued to establish an independent Chief Audit Executive’s Office with 
appropriate resource planning, staffing and recruitment of audit professionals.   

• Established appropriate policies and procedures to guide the Internal Audit 
function, including the development of the Internal Audit Quality Assurance 
Improvement Process (QAIP) to ensure compliance with the TB Internal Audit 
Policy and standards and the Institute of Internal Auditors’ professional practices. 

• Developed and began implementing an approved three-year risk-based audit plan 
fully aligned with the Program Activity Architecture.  
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SECTION III – SUPPLEMENTARY INFORMATION 
 

FINANCIAL HIGHLIGHTS  
 
The financial highlights presented within this Departmental Performance Report 
are intended to serve as a general overview of the Canada School’s financial position and 
operations. A more detailed financial statement can be found on the Canada School’s 
website at: http://www.csps-efpc.gc.ca/aut/cdo/index-eng.asp. 
 
($ thousands) 

Condensed Statement of Financial Position 
At End of Year (March 31, 2009) % Change 2009 2008 

Financial assets -70% 1,664 5,581 

Non-financial assets 9% 3,326 3,061 
TOTAL ASSETS -42% 4,990 8,642 
Liabilities 8% 31,818 29,596 
Equity 28% (26,828) (20,954) 

TOTAL -42% 4,990 8,642 
 

($ thousands) 
Condensed Statement of Financial Operations 

At End of Year (March 31, 2009) % Change 2009 2008 

Total Expenses 19% 157,828 133,078 

Total Revenues 29% 66,817 51,890 

NET COST OF OPERATIONS 12% 91,011 81,188 
 
The decrease in financial assets is due to a $3.9 million reduction in accounts receivable. 
This is a direct result of improvements made throughout the year regarding the collection 
process and increased efforts on releasing invoices in a timely manner through the 
Learner and Registration Management System. 
 
FINANCIAL HIGHLIGHTS CHART 
 

 



 
 

 
 

SECTION III 
28 

LIST OF SUPPLEMENTARY INFORMATION TABLES 
 
The following tables are located on the Treasury Board Secretariat Web site at: 
http://www.tbs-sct.gc.ca/dpr-rmr/2008-2009/index-eng.asp 
 

 Sources of Respendable and Non-Respendable Revenue 
 User Fees 
 Details on Project Spending 
 Green Procurement 
 Response to Parliamentary Committees and External Audits 
 Internal Audits 
 Evaluations 

 

OTHER ITEMS OF INTEREST 
 

 2001-2006 Canada School of Public Service Report to Parliament 
 Addendum to Five-Year Report to Parliament 
 2008-09 Report on Plans and Priorities 
 The Canada School of Public Service Act  
 Public Service Modernization Act 
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