
 



 

EXECUTIVE SUMMARY 

 
Ontario’s 2002-2003 Civil Service Commission Annual Report examines many human 
resources (HR) management initiatives that the Ontario Public Service (OPS) has been leading 
in its pursuit of organizational excellence. Set within the context of a vision of being the best 
public service in the world and a workforce renewal and revitalization agenda, the report looks 
at several phenomena that are shaping organizational culture, changing the way employees feel 
about their organization and, ultimately, ensuring the OPS’s ability to achieve public-service 
excellence. 
 
The report shares ideas about how the OPS is nurturing an innovation culture, building on many 
successes as well as laying out a plan that ensures it sustains its enterprising momentum. The 
report also covers strategies and activities that are inspiring an environment of recognition and 
positive reinforcement, in part, to cultivate the innovation culture. Not surprisingly, an interesting 
trend emerging is the increasing emphasis being placed on the relationship between individual 
effort or contribution, rewards and their positive impact on organizational performance. The 
introduction of a pay-for-performance framework is clear evidence of this relationship’s strategic 
importance. 
 
The report builds the case for ensuring effective leadership is in place today and in the future. 
Effective strategies for managing executives are discussed. Planning for future capacity, 
including leadership, has been an OPS priority for the past few years. A maturing HR planning 
agenda is reviewed, as is an emerging planning hybrid that focuses on the human resource 
needs of specific occupations. HR planning for middle managers is profiled, along with a 
proposed management development program. Additionally, as unions and associations 
represent approximately 85 per cent of the OPS workforce, working with bargaining agents to 
build relationships characterized by mutual respect is a priority. 
 
Other high-impact workforce management activities reviewed include: the budding communities 
of practice phenomenon, which not only stimulates organizational learning, but also enables 
horizontal working relationships enterprise-wide; employee surveying and its critical role in 
fostering a positive and healthy workplace environment; and strategies that ensure the OPS can 
attract and retain the best talent needed to deliver business results. 
 
Program evaluation was a key priority in 2002. Human resources (HR) programs and policies 
are being evaluated within a rigorous framework. The report provides an overview of the 
strategy and its current status. 
 
International events such as the September 11, 2001 terrorist attacks on the United States and 
the recent SARS health crisis have prompted the OPS to examine its emergency preparedness. 
The report shares insights into how the organization has strengthened its ability to anticipate 
and respond to crises. 
 
The report concludes with a brief discussion of the emerging priorities that will engage the OPS 
in the months and years ahead. 
 

CIVIL SERVICE COMMISSION ANNUAL REPORT 2002-2003 



 

TABLE OF CONTENTS 

EXECUTIVE SUMMARY 
 

INTRODUCTION ........................................................................................1 
 

OPS VISION AND WORKFORCE AGENDA...................................................1 
 

WORKFORCE MANAGEMENT SOLUTIONS  
FOR A RENEWED AND REVITALIZED PUBLIC SERVICE ...................................2 

PRIDE IN QUALITY PUBLIC SERVICE............................................................2 
EMPLOYEE ORIENTATION ...............................................................................................2 
INNOVATION CULTURE....................................................................................................3 
RECOGNITION................................................................................................................4 

 

DYNAMIC LEADERSHIP .............................................................................6 
EXECUTIVE MANAGEMENT..............................................................................................6 
MIDDLE MANAGEMENT DEVELOPMENT ............................................................................6 
STRATEGIC HR PLANNING .............................................................................................7 
OCCUPATION-BASED HR PLANNING ...............................................................................8 
SUCCESSION MANAGEMENT ...........................................................................................8 
REBUILDING UNION-MANAGEMENT RELATIONSHIPS..........................................................8 

 

LEARNING ORGANIZATION ......................................................................10 
COMMUNITIES OF PRACTICE ........................................................................................10 

 

MOTIVATING AND FLEXIBLE WORK ENVIRONMENT .....................................11 
EMPLOYEE SURVEYING ................................................................................................11 
PERFORMANCE-BASED PAY SYSTEMS ..........................................................................12 

 

CAPABLE AND INNOVATIVE WORKFORCE..................................................13
COMPETENCY MANAGEMENT........................................................................................13 
STAFFING INNOVATIONS ...............................................................................................13 

 

CIVIL SERVICE COMMISSION ANNUAL REPORT 2002-2003 



 
TABLE OF CONTENTS (CONT’D)  

HR PROGRAM EVALUATION:  
COMMITMENT TO CONTINUOUS IMPROVEMENT ..........................................15 
 

EMERGENCY MANAGEMENT AND SECURITY .............................................16 
 

LOOKING AHEAD: 2003 AND BEYOND ....................................................18 
 

CONCLUSION.........................................................................................19 
 

APPENDIX A..........................................................................................20 

    OPS VALUES STATEMENT ............................................................................................... 20 

    CIVIL SERVICE COMMISSION MANDATE ............................................................................. 20 

    CIVIL SERVICE COMMISSION RESPONSIBILITIES AND AUTHORITY........................................ 21 

    CIVIL SERVICE COMMISSION MEMBERSHIP 2002-2003 ...................................................... 22 

 

APPENDIX B..........................................................................................23 

    ONTARIO PUBLIC SERVICE STATISTICS 2002-2003........................................................... 23 

 

APPENDIX C..........................................................................................35 

    ONTARIO PUBLIC SERVICE RENEWAL AND REVITALIZATION................................................ 35 

 

CIVIL SERVICE COMMISSION ANNUAL REPORT 2002-2003 



INTRODUCTION 

In a year of significant challenge, the Ontario Public Service (OPS) has demonstrated its ability 
to respond quickly and effectively to a wide range of organizational issues and crises. A long-
term human resource strategy to renew and revitalize the organization is helping us foster a 
workforce that is innovative and well-equipped to deliver quality public service. Significant 
progress has been made through an integrated network of workforce management practices 
that emphasize up-to-the-minute human resources strategies and programs; early dispute 
resolution and improved labour relations; business continuity during times of crisis; and a 
workplace culture that recognizes and rewards innovation. Our 2002-2003 Annual Report 
highlights how the OPS is building a vibrant and versatile organization to support the capacity 
for delivering quality service to the people of Ontario. 
 

OPS VISION AND WORKFORCE AGENDA 

For the past several years, the Ontario Public Service (OPS) has been pursuing an ambitious 
restructuring and renewal agenda, working toward its vision of becoming a public service that is 
the best in the world, focused on its core businesses and delivering quality services, as a 
smaller, more responsive, more integrated and accountable organization. 
 
To help the OPS become and remain the best public service in the world, the organization’s 
current focus is on serving the people of Ontario by: 
 

• Building a culture that fosters, recognizes and rewards innovation. 
• Sharing a dynamic culture that attracts and retains the best and brightest employees. 
• Working together across organizational boundaries to meet customers’ needs. 
• Living the values of a professional public service. 
• Delivering tangible results and protecting the public interest. 

 
Achieving this vision is greatly dependent upon having a highly skilled workforce with the talent 
to anticipate and respond to emerging issues and urgent situations. This report illustrates how 
the OPS is pursuing organizational excellence through strategic investments in the current and 
future workforce. 
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WORKFORCE MANAGEMENT SOLUTIONS FOR A 
RENEWED AND REVITALIZED PUBLIC SERVICE 

 
In 1999, a plan to renew and revitalize organizational capacity through the organization’s most 
crucial resource, people, was launched. The Human Resources Strategy for the OPS (HR 
Strategy) provided a foundation for responding to public-sector management challenges. It 
created a workforce-investment blueprint designed to foster government-wide HR management 
renewal, particularly in the areas of planning, learning and policy. 
 
In the 2001-2002 Annual Report, a strategic framework of integrated renewal and revitalization 
outcomes was introduced that builds on the direction set by the HR Strategy. The framework will 
help to realize our OPS vision while remaining in alignment with business goals. This framework 
guides program development and implementation by providing the frame-of-reference for all 
people-management pursuits. It is intended to ensure that the OPS has constant workforce 
capacity to deliver high-quality service and consists of five strategic outcomes: 
 
 
 
 
 
 
 

 

OPS Strategic 
Renewal & 
Revitalization 
Outcomes 

Outcome: 
Capable and 
Innovative 
Workforce

Outcome:
Motivating and 
Flexible 
Environment 

Outcome:
Learning

 Organization

Outcome: 
Dynamic 
Leadership 

Outcome: 
Pride in Quality
Public Service  

 
*Excerpt from OPS Renewal & Revitalization Outcomes.  See Appendix C for full chart. 

 
  PRIDE IN QUALITY PUBLIC SERVICE 

How employees and citizens feel about and refer to public service is a critical indicator of 
organizational well-being and effectiveness. The OPS is taking active steps to enhance its 
image as a quality organization, one that attracts and retains top talent and provides superior 
service to customers. Fostering a culture that stimulates and engages employees to achieve 
business results is central to this strategic outcome. 
 

Employee Orientation 
The OPS is developing a corporate, web-based orientation program to promote organizational 
values, instil pride in public service and support retention of skilled employees. Recent statistics 
from the Institute of Public Administration of Canada reveal that it can take up to three years for 
a new employee to become fully functional in the public service. Through a consolidated,  
e-based orientation program, this timeframe will be reduced so that new employees will be more 
productive quickly, assimilate into OPS culture more easily and understand their public-servant 
role and contribution more effectively. 
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The orientation program will promote key corporate messages such as quality service, 
government and OPS structures, decision-making processes, corporate policies and values.  
It will be designed specifically to: 

• Supplement, support and enhance ministries’ current orientation programs and 
materials; 

 
• Reduce duplication of information and effort across the OPS among various ministries’ 

orientation programs and websites, allowing them to focus on ministry-specific issues; 
and 

 
• Link information to other websites, such as e-recruitment. 

 
A Learning Advisory Panel (LAP) was established to provide input, advice and support for 
content and design processes. The LAP includes representation from line ministries and 
specialists in website design, communications, training and new hires. Program design is in the 
final stages. The goal is to launch the orientation program by fall 2003. 
 

Innovation Culture 
In “The Innovation Culture in the Ontario Public Service”1, Tony Dean, Ontario’s Secretary of the 
Cabinet, acknowledges the OPS’s capacity for innovation. He notes "the challenges [we’re 
facing] have never been bigger or more complex, or come at us at such speed. But never before 
have we had such capacity to overcome traditional ministry boundaries, to share knowledge, 
and create collaborative, innovative policy solutions".  
 
Author Elaine Dundon defines innovation as “the profitable/successful implementation of 
strategic creativity”2. In her model, she delineates three types of innovation – efficiency, 
evolutionary, revolutionary: 
 

• Efficiency Innovation: identifying new ideas for improving what already exists. Strategy 
typically is to cut costs, reduce cycle time, improve quality, etc. 

 
• Evolutionary Innovation: identifying ideas that represent something distinctly new and 

better. 
 

• Revolutionary Innovation: radically new and better ideas that may, in fact, dismantle 
the existing structure of the organization and the marketplace (relatively rare). 

 
The OPS has success in implementing all three types of innovation. The most frequent have 
been efficiency innovations, best evidenced through a wide range of electronically-enabled 
business improvements such as the recently-implemented Electronic Travel Expense Claims 
(ETEC). The OPS has also achieved a wide range of alternate service delivery outcomes, 
business clustering and occupation-based HR planning, examples of evolutionary innovation.   

                                                 
1 Framework for Action 2002 (The Secretary’s annual strategic message to the OPS, which communicates the OPS’s 
critical transformational agenda. The 2002 Framework for Action examines how the organization is shaping an 
innovation culture through such levers as e-government, working horizontally and knowledge management.) 
2 Elaine Dundon, Seeds of Innovation (American Management Association, AMACOM Books, 2002). 
 

CIVIL SERVICE COMMISSION ANNUAL REPORT 2002-2003 
3



 
A March 2002 customer satisfaction survey indicated that 71 per cent of recent users were 
satisfied with the OPS’s e-services. 
 
In 2002, the OPS won international recognition for its innovations in governance from the 
Commonwealth Association for Public Administration and Management (CAPAM). The award 
recognized achievement in four key areas: 
 

• Using a citizen-centred approach by integrating services; 
 
• Creating a virtual network to connect inspections, investigations and enforcement 

functions across ministries; 
 
• Co-ordinating policy and planning in clusters of ministries; and 

 
• Integrating the delivery of internal business support services. 

 
The continuing challenge is to build upon such areas of excellence to achieve an enterprise-
wide culture that supports innovation in all areas and at all levels. One way the OPS is 
responding to the challenge is by creating the OPS Innovation Fund. Resulting from collective 
bargaining with the Ontario Public Service Employees Union (OPSEU) in 2002, this fund (along 
with the OPS Recognition Fund, discussed below) was created to recognize exceptional 
performance in the OPS. Through this fund, a government-wide culture of innovation will be 
developed by recognizing and rewarding employees’ innovative solutions for the issues facing 
the organization. 
 
Currently in the design phase, the OPS Innovation Fund will be built on principles that ensure its 
integrity and ongoing effectiveness at supporting, rewarding and sustaining an innovation 
culture. Critical organizational development principles are being used in the program’s design, 
such as facilitated employee and bargaining-agent involvement, to create a process that will 
meet both enterprise and individual needs. 
 

Recognition  
In today’s competitive employment market, recruiting and retaining skilled workers is no longer 
just about money. Managers are thinking in terms of broader strategic rewards and rethinking 
how they can offer talented and highly-skilled employees the rewards that will help keep them 
engaged and focused on meeting strategic objectives. Strategic rewards embrace everything an 
employee values in the workplace, and cover both monetary and non-monetary incentives, 
including recognition. 
 
Employee recognition can occur in different ways. Informally, employees are praised, honoured 
or encouraged spontaneously for everyday demonstrations of excellence, verbally, through a 
letter of appreciation, or by other means by a manager.  
 
More formal recognition incorporates structured acts of appreciation that measure more long-
term displays of excellence. In the OPS, the formal recognition program, Amethyst Awards, 
recognizes individuals, groups or partnerships that make exceptional contributions to public 
service in client service, innovation, valuing people, professional achievement or life-time 
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achievement. The Quarter Century Club, another formal program, focuses on tenure of public 
service exceeding 25 years. 
 
Many ministries have their own formal recognition programs. The Ministry of Natural Resources’ 
PRIDE program (People Recognizing Innovation, Dedication and Enthusiasm) is celebrating its 
fifth year of operation. It enjoys a high success rate due to extensive employee involvement in 
its design and implementation. Management Board Secretariat’s VOICE awards have been 
recognizing employee excellence for two years with high participation rates. The Ministries of 
Citizenship and Tourism and Recreation Discovery Award rewards best practices, best team, 
excellence in customer service, outstanding leadership / team player, spirit, and innovative risk-
taking. A ‘Recognition Treasure Chest’ has been distributed to staff to support informal 
recognition by managers and peers. A number of other ministries, such as Finance and Labour, 
are currently developing their own recognition programs. 
 
To stimulate further the recognition spirit, the OPS Recognition Fund is being established to: 
 

• Complement existing formal and informal recognition initiatives enterprise-wide; 
 

• Create a permanent recognition culture based on OPS values and principles; and 
 

• Encourage and financially support managers in taking a leadership role in fostering a 
recognition culture. 

 
Drawing on such principles as strategic alignment, best-practice fund operations, “recognition” 
as a core behavioural competency, and active employee involvement, the fund will help to drive 
renewal and revitalization outcomes by: 
 

• promoting OPS values; 
• inciting senior management championship; 
• motivating employees and creating community spirit; 
• supporting continuous learning and improvement; and 
• enriching our employment value proposition to attract and retain skilled workers. 

 
A critical success factor for the fund’s implementation is active employee involvement in the 
program’s design. Several design and consultation sessions with key stakeholders are being 
facilitated across the organization, including managers, employees, recognition co-ordinators 
and bargaining agents. Managers are being trained in the importance of recognition to increase 
awareness of employee recognition and its impact on business outcomes. Managers are also 
learning guiding principles and practical skills in everyday employee recognition, how to identify 
behavioural strategies, and to increase supports for a recognition culture. 
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DYNAMIC LEADERSHIP 

Results-oriented leaders with strong people skills capable of shaping business direction and 
alignment with organizational objectives are essential to achieve the OPS vision. Through 
critical value-added processes, the OPS is proactively addressing the needs of leaders both 
today and in the future to advance the public service transformation agenda. Leaders are being 
equipped with the necessary supports to manage relationships with their local bargaining agents 
and restore workplaces after a lengthy labour disruption. 
 

Executive Management 
Building on an established compensation structure, the Centre for Leadership has initiated a 
salary survey with the goal of determining and reporting on how OPS deputy ministers and four 
classification levels of senior management jobs are positioned relative to comparable positions 
in the private sector, the broader public sector, other government jurisdictions and other 
management and professional groups within the OPS. In addition to salary, performance-based 
incentive ranges are being benchmarked as part of the survey. A similar survey has been 
conducted for the information technology executives, whose rate structure has not changed for 
five years. 

The Centre for Leadership is also in the process of refreshing the senior management core 
competencies to include a greater emphasis on people-focused competencies. This activity is 
scheduled for completion this summer. 

In addition to technical competencies, four critical leadership competencies were identified for 
information technology executives: 

• Strategic communication 

• Teamwork / collaboration 

• Innovation / creativity 

• HR / people management 

These new competencies have been implemented and now are a fundamental component of 
the performance management process. 

 

Middle Management Development 
Middle managers are the largest management group in the OPS and, based on known 
demographics, there is a potential vacuum in filling management positions. Consequently there 
is an urgent need to develop a strategy for ensuring a ready and ongoing supply of qualified 
managers.  
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Specifically the management development strategy is aiming to: 
 
• enhance the existing knowledge and skills of middle managers to improve business 

outcomes; 
• co-ordinate management development activities to ensure consistent managerial 

training;  
• support succession management for middle managers; and 
• recognize the need for ministry-specific priorities in management development. 

 
HR planning for middle managers is currently focused on creating and implementing a 
management development program for all 3,400 managers OPS-wide. Central to this program 
is the establishment of core middle-management competencies, which will form the basis of 
professional development for current and future middle managers.  The proposed management 
development program is composed of four elements: 
 

• Corporate learning and development 
o corporately-supported learning and development activities 

 
• Career management and development 

o self-assessments, career mapping tools and succession management 
 

• Individual learning and development 
o competency advancement courses, mentoring, coaching, self-study 

 
• Ministry-specific learning and development 

o specialized activities unique to a ministry 
df 

Strategic HR Planning 
The OPS has invested significantly in HR planning activities as an important component of the 
workforce management framework. The HR Strategy and a commitment to accountability in 
public service laid the foundation for the strategic emphasis now placed on a high-performing 
planning agenda. This allows measurement of how effectively business goals are being met, as 
well as progress toward the achievement of the OPS vision. The renewal and revitalization 
outcomes and related HR reporting requirements allow for a rollup of ministry results and 
achievements through HR plans. This helps provide an organizational snapshot of where the 
organization is and map progress from one year to the next. 
 
Aligned with the broader business planning process, ministries develop two-year HR plans and 
report their progress annually. In 2002, ministries identified the following key workforce issues in 
their HR plans: 

 
• capacity (workforce capacity, future skills gaps, staff strength, learning and 

development); 
• organizational challenges (labour relations management, staff mobility, organizational 

flexibility); and 
• attraction (to management, to the OPS, employer of choice, youth recruitment). 
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Many of the corporate initiatives currently under way address these issues – innovation, 
recognition, succession management, management development, e-recruitment, youth 
strategies, communities of practice, to name a few.  
 
Ministries, as well, are actively engaged in activities to manage the challenges. The Ministry of 
Transportation has implemented Developing Leaders, an initiative for feeder pool employees 
that will provide participants with stimulating, challenging experiences to develop their 
leadership competencies. 
 
The Ministry of Labour is building increased self-reliance and ownership for occupational health 
and safety and organizational wellness through the enhancement of an internal responsibility 
framework. The Ministry of the Environment is developing a consolidated recruitment strategy 
for high-demand, specialized skill-sets (e.g., hydrogeology, policy and microbiology). 
 

Occupation-Based HR Planning 
One challenge facing the organization is the size and diversity of the OPS – balancing corporate 
and local needs when the latter cut across more than 20 different business plans. Co-ordination 
of corporate planning and ministry initiatives requires continuous dialogue and consultation.  
 
One way of meeting these conflicting demands is to enable and drive the emerging occupation-
based approaches to HR planning. Several occupational groups (e.g. HR, information 
technology, finance, policy, communications and members of the inspections, investigations and 
enforcement community) have coalesced to generate strategic HR plans to meet their current 
and future workforce requirements, including learning needs. This planning hybrid is particularly 
effective at building a more highly skilled, flexible workforce because individual groups’ unique 
needs receive more attention than otherwise available in the larger planning process.  
 
Occupation-based HR planning is an excellent example of working horizontally to break down 
traditional organization barriers and achieve a unified public service. This approach to resource 
planning has benefits for organizational performance, service delivery and long-term capacity to 
achieve business results. 
 

Succession Management 
In addition to the corporate succession planning process for the executive team (led by the 
Secretary of the Cabinet), the OPS is establishing an ambitious corporate approach to 
succession management that will build government-wide capacity to link individual employee 
potential with urgent organizational needs. Augmenting the attraction agenda, the need to invest 
in the current workforce is recognized for growing the required talent for high-priority 
occupations. The OPS will be introducing a Succession Management framework to encourage 
and advance the development of employees with leadership skills and other core capabilities.  
 

Rebuilding Union-Management Relationships 
The spring of 2002 began with a 54-day strike by the OPS’s largest bargaining agent, the 
Ontario Public Service Employees Union (OPSEU), which represents 61 per cent of the 
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workforce. Regrettably, the strike caused many of the expected outcomes of a lengthy labour 
dispute: service disruption, excessive backlogs and difficult labour relations between the 
involved parties, as well as with other bargaining agents. 
 
The organization has been making efforts to heal itself post-strike. In many workplaces, 
relationships are stabilizing and returning to a healthy working level. As unions and associations 
represent approximately 85 per cent of the OPS workforce, working with bargaining agents to 
build relationships characterized by mutual respect is a priority. 
 
Continued implementation of recommendations from the Grievance Administration Project 
(GAP) is one of the key strategies being used to enable workplace restoration. Established in 
1999 as an initiative to reduce conflict and generate a more productive labour relations culture, 
several recommendations were implemented in 2002-2003, including the following: 
 

• Innovation and recognition funds, as highlighted earlier in the paper, are presently in the 
design stages. While they were negotiated into the OPSEU collective agreement, their 
application covers all OPS employees; 

 
• Further integration of labour relations skills into performance management including key 

corporate commitments from deputy ministers and their management teams to develop 
and implement plans to strengthen management-employee relationships through joint 
labour-management training, such as joint training sessions in conflict resolution, aimed 
particularly at Stage Two of the grievance process and at the ministry-level grievance file 
review process; 

 
• Labour relations training strategy that promotes greater use of mediation and alternate 

dispute resolution in the workplace, and that provides managers with stronger labour 
relations skills and encourages senior managers to adopt a more strategic approach to 
labour relations. The training strategy also includes a professional development 
component for labour relations and human resources professionals. It also includes 
specific training for labour relations interns.  

 
• Workplace labour relations committees pilot project within three ministries (Attorney 

General, Finance and Transportation); these committees will resolve grievances at the 
second stage with the assistance of a Grievance Settlement Board vice-chair, when 
necessary. Joint training is a critical component of the initiative and it will include the use 
of interest-based approaches for dispute resolution. Joint training is scheduled for early 
in the next fiscal year, with an implementation schedule to be determined by the parties 
following training. 
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LEARNING ORGANIZATION 

Fostering a culture in which people are actively engaged in their own learning is the foundation 
of organizational success. Over the past year, the OPS has been setting corporate learning 
priorities, building learning infrastructure and encouraging employees to take ownership for their 
professional development. 
 
Corporate learning priorities identified for 2002-2003 included orientation, quality service, 
management development, e-government, organizational wellness, competencies and 
communities of practice. A variety of e-learning opportunities were explored, such as an online 
orientation program for executives, and online management training for the Ontarians with 
Disabilities Act, proclaimed in 2002.  
 

Communities Of Practice 
One of the more innovative learning investments the OPS has made is in the emerging 
communities of practice (CoPs). A community of practice is a group of people doing similar work 
who seek to learn from each other, share best practices and problem-solve together. They are 
usually informal groups who self-organize to address immediate problems and share solutions 
about their work. The formal occupation-based groups (discussed above) define long-term, 
profession-specific, human resource planning requirements and learning plans, while the CoPs 
action the plans’ articulated learning strategies. 
 
Recognizing the organizational value of CoPs, four groups were funded through the Corporate 
Learning Fund. Information technology specialists in the justice cluster, human resources 
managers, human resources consultants and administrative support staff participated in a pilot 
designed to determine how to build, sustain and evaluate CoPs’ effectiveness. The project 
involved forming and supporting the groups with coaching and infrastructure, and developing a 
best practice tool-kit to aid other groups interested in creating a community of practice.  
 
The pilot’s results are currently being evaluated and will be available later in 2003-2004. 
Preliminary observations reveal considerable value in this approach. This value has been 
recognized by the Secretary of the Cabinet, who has been an active champion of the 
administrative support staff’s community of practice. The result has been an increased profile for 
CoPs, creating greater support, identifying and eliminating barriers to participation (e.g. time 
conflicts), directing communities to issues of long-term organizational importance and 
developing links to other communities. Other groups (policy, organizational development and 
inspections, investigations and enforcement) have come together to form their own CoPs and 
are looking to the pilot to learn the key determinants of success. 
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MOTIVATING AND FLEXIBLE WORK ENVIRONMENT 

A fundamental part of the workforce management strategy is building a community that fosters 
work and personal-life balance, flexible compensation and systems and tools that are 
motivating. Work-environment quality is a reliable barometer of organizational effectiveness, 
which is greatly dependent upon the extent to which employees are satisfied with the work they 
perform and their workplace environment. 
 

Employee Surveying 
Employee feedback is critical to the organization’s continuous improvement. Various types of 
surveys have been conducted across the organization to pinpoint employees’ attitudes toward 
and perceptions of the OPS as a place to work. Surveying is taking place on a corporate, 
business-cluster (e.g. justice, resource management, health services) and ministry-specific 
basis:  
 

• Occupational groups, such as information technology, gather crucial attraction, retention 
and cultural details through employee surveys. Recent survey results reveal 89 per cent 
of information and information technology staff say their work is both interesting and 
challenging, a critical attraction and retention indicator. Surveying of this professional 
group has been in place for three years now. The response rate has increased from the 
50 per cent benchmark to 62 per cent this year, indicating a good level of staff trust in 
the process and its outcomes.  

 
• The Ontario Internship Program surveys interns to monitor program effectiveness. In 

2002-2003, more than 75 per cent of interns indicated an intention to pursue ongoing 
OPS employment upon completing the program. 

 
• Quality service practitioners collect data from employees (and our customers) to 

measure progress on quality initiatives. All ministries are conducting customer 
satisfaction surveys in compliance with a common measurement tool. This tool enables 
the OPS to measure its satisfaction levels against other jurisdictions. 

 
Likewise, increased attention is being paid to the reasons employees leave the OPS. 
Standardized tools (questionnaires and interview forms) are now in place, which are designed to 
help ministries capture data regarding why employees are leaving and where they are going. 
The Ontario Internship Program, for instance, completes exit interviews with all interns leaving 
the program. Recent results show 100 per cent of interns surveyed would recommend the 
program to others.  
 
As part of corporate requirements for the larger workforce, ministries will be reporting results 
relating to overall satisfaction ratings, i.e. “percentage of employees who leave voluntarily 
because they are not satisfied with employment in the OPS”. Data from various sources provide 
the opportunity to evaluate the experiences of different cohorts as they exit. This helps inform 
strategy development to ensure varying workforce needs can be addressed effectively. 
 
A corporate employee survey is being developed specifically to track progress with workforce 
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renewal and revitalization outcomes. This is the OPS’s first workforce survey of its kind. To 
maximize survey metrics, the initiative was tested with four ministries in order to: 

 
• evaluate the survey as a valid and reliable tool for gathering employee data on 

o retention and renewal issues; 
o quality service initiatives; 

 
• determine whether the survey design and delivery are effectively capturing employee 

perceptions on a variety of HR and quality service-related issues; 
 
• test and solicit employee awareness of employment-related initiatives as well as the 

value employees place on such initiatives; 
 

• find out if the survey tool will be appropriate for use throughout the OPS and what 
adjustments are necessary to improve its effectiveness; 

 
• reduce “survey fatigue” by aligning the various surveys currently administered across the 

organization into one tool; and 
 

• enable the pilot ministries and corporate partners to act on the recommendations. 
 

Pilot results, analysis and recommendations are expected in late spring 2003. The intention is to 
launch the survey government-wide in early 2004. Senior management is committed to 
reviewing the survey’s outcomes, communicating them to employees and taking action when 
possible and appropriate. 
 

Performance-Based Pay Systems 
In addition to the corporate performance-based incentive award program in place for executives, 
the OPS has implemented a performance-based pay framework to ensure employee 
accomplishments for executives, managers and some bargaining groups are recognized. A new 
pay-for-performance policy for individuals in the Management Compensation Plan3 is now in 
place to manage performance outcomes. The policy is strategically aligned and integrated with 
the HR Strategy, renewal and revitalization framework and existing performance management 
structures, including the senior management model. 
 
The OPS has also negotiated pay-for-performance plans with engineers (represented by 
Professional Engineers of Ontario), employees represented by the Association of Management, 
Administrative and Professional Crown Employees of Ontario (AMAPCEO), lawyers 
represented by the Association of Law Officers of the Crown and the Ontario Crown Attorneys’ 
Association, and dentists and physicians represented by Association of Ontario Physicians and 
Dentists in Public Service. The AMAPCEO collective agreement also includes a re-earnable 
lump sum award for those eligible employees who have reached the salary maximum. These 
negotiated agreements represent leading-edge concepts as they apply to contractual 
agreements with represented staff. 

                                                 
3 Classifications of positions of persons employed by the Crown in managerial, administrative, professional, technical, 
clerical, operational or confidential capacities excluding the classifications of positions of persons in: units of 
employees established for collective bargaining; the Senior Management Group; the deputy minister class. 
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CAPABLE AND INNOVATIVE WORKFORCE 

The OPS recognizes that highly skilled, motivated employees are essential to building the OPS’ 
ability to anticipate and respond effectively to high public expectations for government services, 
and to meet the government’s agenda in a rapidly changing environment. The following 
initiatives highlight some key activities the OPS has been leading to secure its ability to build a 
capable and innovative workforce with best-in-class talent. 
 

Competency Management 
A competency-based approach to workforce management is essential for creating and 
sustaining a capable and innovative workforce. It forms the foundation for all essential Human 
Capital management such as staffing, learning, succession management and performance 
management, by clearly articulating what work is to be done and how the work is to be 
performed. Competencies are linked strategically to organizational results, and represent those 
underlying characteristics that lead to job success.  
 
In 2002, a program review of competencies was completed to assess competency use OPS-
wide, and to gather and evaluate best-practice organizations’ experience and advice. The 
review’s findings include establishing: 
 

• corporate policy that sets direction and builds the framework; 
• infrastructure that creates a simple, accessible approach to competency use with usable 

tools; 
• organizational capacity that supports implementation (e.g., training, e-learning). 

 
A draft policy has been completed which integrates competencies into such processes as 
recruitment and selection, learning and development, succession management, and, over time, 
performance management. Enterprise-wide consultation on the draft policy is complete; 
approval and implementation are expected in 2003-2004. 
 
A key tool being developed is a corporately supported, interactive web site to enable 
competency development and self-directed learning. A core competency profile for middle 
managers will also be introduced. This profile will serve as a model for ministries to adapt for 
their own particular uses. As previously noted, corporate core competencies for executives (first 
introduced in 1997) are currently being reviewed and refreshed. 
 

Staffing Innovations 
Workforce demographics (below, as of March 2003) remain a significant challenge for the OPS: 

 
• 70 per cent of the workforce are “baby boomers”, while only seven per cent are 

under 30 years of age. The average age of “classified” (or permanent) workers is 44 
years; 
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• 15 per cent of classified employees are eligible to retire within five years; 35 per cent 
within 10 years; and 55 per cent within 15 years; 

 
• The similarity in age between senior management and its traditional “feeder groups” 

creates difficulties for effective succession management and the essential transfer of 
organizational knowledge; and 

 
• Critical skills shortages – professional, scientific, management and executive staff 

(knowledge workers) – are at the leading edges of the OPS age and retirement 
eligibility curves. 

 
The data are particularly important because the OPS, like many other public-sector employers, 
is affected by a lack of profile in the marketplace, which sometimes undermines the ability to 
attract talented, new public servants. The government has responded with strategies to 
modernize recruitment practices. For instance, the government introduced legislative changes 
to modify limited term employment appointments (extending the initial maximum length from one 
to three years). Other changes include more flexible, delegated decision-making authority and a 
new appointment category, term classified, to help attract skilled, high-demand employees for 
time-limited and project-based work. Policy work is under way to introduce these new 
provisions; implementation is expected later this year. 
 
Innovative staffing practices, such as “pool hiring” and career fairs, are being used to better 
support hiring managers while offering job candidates broad access to OPS employment. 
Enterprise-wide e-recruitment is also under development. A key e-government enabler, e-
recruitment will help manage recruitment costs, provide quality service to the public, enhance 
competitive advantage and position the OPS as an attractive employer in the marketplace. 
System development is under way this year with a 2004 launch planned. 
 
The organization also continues to develop strategies targeting younger workers to remedy the 
demographic crisis, such as heightening the OPS presence on Ontario campuses. Such tactics 
complement the successful Ontario Internship Program, an initiative that recruits 150 recent 
college and university graduates each year into areas of skill shortages. This fiscal year, 7,730 
applications were received, a 25 per cent increase over the previous year. Over the past four 
years, 79 per cent of intern-hires were under the age of 30. As of March 31, 2003, 79 per cent of 
interns chose to continue their careers with the OPS. 
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HR PROGRAM EVALUATION:  

COMMITMENT TO CONTINUOUS IMPROVEMENT 

The government has implemented a program evaluation strategy to ensure that its priorities and 
commitments are being met and that core businesses are delivered with fiscal responsibility, 
accountability and value for money. 
 
Established in the 2002 Speech from the Throne and the 2002 Ontario Budget, the program 
evaluation strategy committed all ministries to evaluate 100 per cent of base expenditures over 
a four-year cycle. All programs are to be assessed against four criteria: 
  

• core business relevance; 
• effectiveness; 
• efficiency; and 
• affordability and sustainability. 

 
A parliamentary assistants’ committee has been established to advise the Chair, Management 
Board of Cabinet on: 
 

• the scope and design of key evaluation projects; 

• the progress of evaluation projects against the MBC-approved evaluation schedules 
and/or any changes to the schedules; 

• findings and recommendations on key evaluation projects and resources for redirection 
into government priority areas (per 2002 Ontario Budget); and 

• appropriate communications strategies. 

Management Board of Cabinet then reports on all program evaluations to Cabinet. 
 
Management Board Secretariat (MBS) has begun the evaluation of HR management across the 
OPS. In Phase 1, MBS has been evaluating its HR management policy, programs and services 
including HR planning, learning and development, staffing, workplace discrimination and 
harassment, health and safety, labour relations, compensation, benefits, pensions and the 
Ontario Internship Program. The evaluations focused on program design, policies, advice and 
interpretation of governing legislation and collective agreements, as well as the collective 
bargaining process. 
 
The HR program evaluations are being finalized and will be submitted to the parliamentary 
assistants’ committee and to Management Board of Cabinet for approval in summer 2003. 
Implementation will follow approval.  
 
In Phase 2, MBS will continue the evaluations joining with its partners in HR delivery – the 
Centre for Leadership, Shared Services Bureau and ministries – to complete the enterprise-
wide evaluation of HR management. 
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EMERGENCY MANAGEMENT AND SECURITY 

Recent changes in domestic and international environments have now made potential targets of 
government buildings, information systems and officials. As an employer and provider of public 
services, the OPS has a duty to take steps to protect persons in its premises from injury or 
danger. Making sure measures are put in place to manage potential threats, natural disasters 
and other emergency situations is a vital step toward securing OPS employees, information, 
property and the safety of Ontarians. 
 
During 2002-2003, the OPS made some important changes to internal security and emergency 
planning procedures that ensure the ability to respond to emergency situations. The government 
recently approved the establishment of a permanent emergency management program and 
Corporate Response Unit, complementing Emergency Management Ontario’s focus on 
emergency situations external to the OPS, to create a coordinated, comprehensive response to 
emergency situations in Ontario as they arise.  
 
The new Emergency Management and Security Program will: 
 

• help ministries fulfil their legal obligations to protect all staff and provide a healthy and 
safe workplace; 

 
• co-ordinate security planning and emergency preparations across ministries in order to 

take quick action during a crisis; 
 
• maintain linkages with other key organizations, such as Emergency Management 

Ontario, that help the OPS respond appropriately and quickly in emergency situations; 
 
• facilitate compliance with code and regulatory obligations and Management Board 

directives; 
 
• enhance the government’s ability to recover from business interruptions and provide 

continuity of services; 
 
• establish a foundation to sustain the OPS’s ability to respond to and prepare for 

emergencies over the long term; and 
 
• provide a link between physical security and information and information technology 

initiatives.  
 
An Emergency Management and Security Unit has the responsibility to establish the program. It 
is also responsible for developing and implementing security strategies; co-ordinating 
emergency management; managing emergency training and audit functions; and undertaking 
emergency response for the OPS. 
 
The Corporate Response Centre (CRC) provides internal OPS leadership in the event of an 
emergency. Led by the Secretary, Management Board of Cabinet, the CRC manages internal 
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emergency responses that affect government buildings, staff, infrastructure or assets. During 
emergencies the CRC works with internal emergency management groups to provide 
information to ministries including direction related to the opening or closure of buildings or the 
treatment or management of staff.  
 
An important component of the permanent emergency management program will be business 
continuity/recovery planning that will help ministries respond to any emergency that seriously 
affects government service-delivery. Part of ministries’ emergency management responsibilities 
will be to develop business resumption plans. The plans are essential to ensure that all aspects 
of ministry operations can resume activity within a reasonable period of time. 
 
The early work undertaken by the program has focused on emergency response.  Evacuation 
procedures were reviewed, tested and upgraded. As part of this work, the frequency of 
evacuation drills across the government was increased. 
 
Security measures related to OPS buildings, information technology and personnel have also 
been reviewed. Having effective security is an important part of reducing or eliminating the 
potential for emergencies to occur. Levels of security are established by assessing the risk and 
vulnerability of the building, assets, and information. 
 
Securing information and information technology is a critical component of emergency 
preparedness. An awareness/education/training program has been initiated for OPS employees 
that will ensure security is recognized as an essential part of their day-to-day activities. A 
comprehensive information security classification scheme is being developed that will enable 
implementation of consistent security measures to protect citizen and government information. 

SARS  
 
As fiscal year 2002-2003 drew to a close, the government declared Severe Acute Respiratory 
Syndrome (SARS) a provincial emergency that required immediate response. Ontario’s 
relatively high incidence rate for SARS, along with little understanding of its origin and 
treatment, meant increased anxiety for employees, especially those in direct service-delivery 
functions.  
 
The government, as the employer, responded with a comprehensive strategy for the OPS that 
included: 

• Staff redeployment to the Ministry of Health and Long-Term Care and Emergency 
Management Ontario;  

• Regular public health liaisons;  
• Addressing critical policy issues, such as employee health and safety and 

compensation;  
• Ongoing dialogue with bargaining agents; and  
• A vigorous communications strategy containing up-to-the-minute, e-based information 

and questions and answers aimed directly at staff concerns 
 

Employees who interact with the public, such as customer service staff or driver examiners, 
raised specific concerns regarding dealing with people who may be infected with the virus 
causing SARS. Some of their main concerns were: 
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• How infectious SARS was;  
• What the impact on compensation and benefits would be if they were required to be 

quarantined; 
• The potential presence of SARS in the workplace;  
• The ability to work from home if in isolation; and  
• Dependent-care issues, particularly if an employee’s child’s school had been closed due 

to a SARS emergency. 
 
Managers were immediately provided with training sessions to help them respond effectively to 
their employees’ concerns. 
 
The experience with SARS has made clear the advantages of having a Corporate Response 
Centre linked to the Provincial Operations Centre to provide people with the information they 
need to ensure they are protected and focused on doing their jobs.  
 
 

LOOKING AHEAD: 2003 AND BEYOND 

The snapshot of activities presented here, in addition to existing or possible environmental 
events, offers a glimpse into what the workforce priorities will be for the coming months and 
years: 
 

• innovation and recognition – foster the development of a culture shift across the OPS by 
supporting and recognizing the efforts of employees in the development of innovative 
solutions to issues facing the OPS, and for the OPS to be viewed as an organization that 
rewards employee performance; 

 
• compensation – another key priority is the development of a corporate compensation 

strategy that recommends an appropriate composition of the total reward package to 
effectively attract and retain staff; 
 

• e-recruitment – an organizational priority that will contribute to customer-centred public 
services by increasing employment accessibility, and enhancing the OPS’s profile in the 
talent market; 

 
• mandatory retirement – moving forward with initiatives to support legislation to allow 

more seniors to remain active in the workforce, retiring at a time of their own choosing, 
not at age 65; 

 
• collective bargaining – the OPS will continue working with its collective bargaining 

partners to address ongoing post-strike issues, as well as ramp up for upcoming 
negotiations. Over the next 18 months, the OPS will commence collective bargaining 
with six bargaining agents, beginning with essential service negotiations and 
contingency planning; 

 
• emergency management framework – recent world events and health crises have 

sharpened the need to anticipate and respond to emergencies in a way that places top 
priority on employee safety and security. 
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CONCLUSION 

Our quest for public service excellence is driven by a solid workforce strategy and framed by a 
web of performance measures and outcomes. Through this strategy, the OPS is ensuring 
ongoing workforce capacity to deliver seamless, high-quality public services. In the face of 
unexpected and critical challenges, we remain resilient and steady in our focus. Strong 
leadership, well-crafted strategy and dynamic and innovative public servants should result in the 
Ontario Public Service being one of the best public services in the world. 
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APPENDIX A 

OPS Values Statement 
Members of the OPS are committed to upholding the highest level of service quality and public 
trust. 
 
We are open and honest in our behaviour, creative and responsive to change, and committed to 
continuous self-improvement and integrity.  We will demonstrate these values within the context 
of a professional and accountable public service. 
 
We are fair, consistent and committed to effective relations with the general public, clients, 
customers, other staff within and across ministries, and with elected officials.   
 
In our relationships with our partners and agents, we are clear about expectations and criteria 
for success. 
 
Within the structures and processes of government, we will continue to exercise fiscal prudence; 
we value training and organizational learning; and we are committed to consistency and fairness 
in our treatment of colleagues and staff. 
 
Under the terms of the Public Service Act and through an oath of allegiance and secrecy, public 
servants in Ontario are responsible to the public through the elected government and Ministers 
of the Crown. 

 

Civil Service Commission Mandate 
Management Board of Cabinet (MBC) has overall responsibility for managing the financial, 
human and physical resources of the Ontario Public Service. 
 
The Civil Service Commission (CSC) administers the Public Service Act, and reports to the 
Chair of MBC. The Public Service Act, the legislation covering employment in the OPS, 
defines the composition and establishes the statutory authority of the Commission as an 
independent authority and non-partisan body to oversee matters affecting employment and 
human resources management within the Ontario Public Service.  The CSC and MBC ensure 
that appropriate administrative policies are in place to manage human resources. 
 
An independent authority and non-partisan body, the Commission is responsible for ensuring 
the application of the merit principle within the public service, particularly in the senior 
management ranks. 
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Civil Service Commission Responsibilities and Authority 
Since the delegation of its human resource management functions to the Management Board 
Secretariat, the CSC continues to operate as a tribunal. The tribunal carries out the drafting of 
regulations and has adjudicative powers which, in law, cannot be delegated. 
More specifically, the responsibilities of the Commission are to: 
 

$ recommend regulations relating to a wide range of human resource 
management issues affecting salaries, classifications, recruitment, benefits and 
hours of work, subject to the approval of the Lieutenant Governor in Council; 

$ approve appointments, overage appointments, and assignments; 

$ considering a wide variety of staffing and recruitment actions, including salaries 
for individuals and appointments at the SMG3 level.  (Note:  authority for 
recruitment below the SMG 3 level has been delegated to ministries.) 

Some of the administrative matters, which regularly appear on the Commission’s agendas, 
include recommendation of regulations regarding the establishment of classifications and 
compensation for non bargaining unit staff, approval of senior appointments and contracts, 
and waivers of competition. 
 
The Commission also acts as the Board of Trustees to the Ontario Government Employees’ 
Charity Trust. 
 
The CSC carries out its mandate in cooperation with MBS and the Executive Development 
Committee (EDC).  MBS provides policy advice and administrative support to Management 
Board of Cabinet.  MBS also supports the government as an employer.  For example, it 
establishes policies for managing the government’s human resources, based on the regulations 
administered by the Civil Service Commission. 
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Civil Service Commission Membership 2002-2003 
Chair, CSC   Kathryn A. Bouey  

Chair, Civil Service Commission 
12th Floor, Ferguson Block 
77 Wellesley Street West 
Toronto, Ontario  M7A 1N3........327-3805 

 
Vice-Chair, CSC  Linda Stevens 

Deputy Minister and  
Associate Secretary of Cabinet, Centre for Leadership 
Room 5320, 5th Floor, Whitney Block 
99 Wellesley Street West 
Toronto, Ontario  M7A 1A1........325-1607 

 
Secretary to the Morag McLean 
Commission   Director, Executive Services, Centre for Leadership 

Room 5320, Whitney Block 
99 Wellesley Street West 
Toronto, Ontario  M7A 1N3.......325-1777 

 
Commissioners William Allen 

Deputy Minister, Ministry of Citizenship 
Deputy Minister Responsible for Seniors, Women’s Issues 
6th Floor 
400 University Avenue 
Toronto, Ontario M7A 2R9........325-6220 

 
Barbara Miller 
Deputy Minister 
Ministry of Enterprise, Opportunity and Innovation 
8th Floor, Hearst Block 
900 Bay Street 
Toronto, Ontario M7A 2E1 YY.325-6927 

 
Tony Dean 
Secretary of the Cabinet 
Room 6420, 6th Floor,  Whitney Block 
99 Wellesley Street West 
Toronto, Ontario  M7A 1A1........325-7641 

 
David Guscott 
Deputy Minister  
Ministry of Transportation 
3rd Floor 
77 Wellesley Street West 
Toronto, Ontario M7A 1Z8....…...327-9162 
 
Ross Peebles 
Deputy Minister  
Ministry of Intergovernmental Affairs 
6th Floor, 900 Bay Street 
Toronto, Ontario M7A 1C2……  325-3641 
 
Kevin Costante 
Deputy Minister 
Ministry of Training, Colleges and Universities 
3rd Floor, Mowat Block, 900 Bay Street 
Toronto, Ontario  M7A 1L2……..325-4782 
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APPENDIX B 

Ontario Public Service Statistics 2002-2003 
 

Ontario Public Service Total Staff Strength   2002 - 2003 
 
 

CLASSIFIED 51,209 

 

UNCLASSIFIED 11,250 

 

CROWN 1,136 

 

TOTAL          63,595 

CIVIL SERVICE COMMISSION ANNUAL REPORT 2002-2003 
23



 

Ontario Public Service Total Staff Strength 
2002 - 2003 

 
  Classified Unclassified Crown TOTAL 
 
2002 April*   - - - -  
 May 49,796 11,327 1,092 62,215  
 June 49,760 15,580 1,090 66,430  
 July 49,754 18,301 1,074 69,129  
 August 49,785 16,776 1,060 67,621  
 September 49,894 14,099 1,075 65,058  
 October 50,081 13,454 1,086 64,621  
 November 50,310 12,068 1,106 63,484  
 December 50,458 11,791  1,098 63,347  
          
2003 January 50,787 11,057 1,101 62,945 
 February 51,033 11,369 1,108 63,510  
 March  51,209 11,250 1,136 63,595 

 
 
OPS Staff Strength, Classified Service, includes Ontario Provincial Police and Security Guards.  For the 
Unclassified Service, Minister’s Staff are also included.  Provincial Auditor, Ombudsman, Legislative Assembly, 
Chief Election Officer, Ontario Lottery Corporation and Workers’ Compensation Appeals Tribunal staff are 
excluded from OPS Staff Strength. 
 
Annual Reports prior to the fiscal year, 1991-2, contained head counts of OPS employees.  A part-time employee 
was reported as one employee regardless of hours worked.  Since the 1991-92 report, hours worked by part-time 
employees have been converted to full-time equivalents and reported as such.  Head counts are used to count full-
time employees. 
 
Employees receiving Long Term Income Protection are excluded from the Staff Strength statistics but are included 
in all the other tables in this report.  The number of employees on Long Term Income Protection as of March 28, 
2003 was 2,371. 
 
Unclassified staff consists of full-time and part-time OPS unclassified service, Minister’s staff. 
 
 
* April 2002 figures are not available due to the OPSEU strike during the Spring of 2002. 
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Classified Service by Geographic Location Summary 

2002 - 2003 
 
 

Eastern Ontario Planning Region 5,770 
 
Central Ontario Planning Region 35,076 
 
Southwestern Ontario Planning Region 4,970 
 
Northeastern Ontario Planning Region 4,973 
 
Northwestern Ontario Planning Region 2,791 
  
  
 
TOTAL 53,580 
  
* This number includes 2,371 employees receiving Long Term Income Protection. 
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Classified Service by Geographic Location 

2002 - 2003 
 

Eastern Ontario Planning Region  
 
Frontenac 1,702 
Hastings 355 
Lanark 882 
Leeds & Grenville 358 
Lennox & Addington 221 
Ottawa-Carleton 1,492 
Prescott & Russell 121 
Prince Edward 112 
Renfrew 286 
Stormont Dundas Glengarry 241 
  
Subtotal 5,770 
 
 
Central Ontario Planning Region  
 
Brant 312 
Dufferin 55 
Durham 2,897 
Haldimand-Norfolk 351 
Haliburton 69 
Halton 739 
Hamilton-Wentworth 1,344 
Muskoka 278 
Niagara 1,068 
Northumberland 276 
Peel 1,403 
Peterborough 1,145 
Simcoe 3,486 
Toronto 19,296 
Victoria 304 
Waterloo 380 
Wellington 1,031 
York 642 
 
Subtotal 35,076 
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Southwestern Ontario Planning Region  
 
Bruce 148 
Elgin 266 
Essex 570 
Grey 229 
Huron 268 
Kent 629 
Lambton 275 
Middlesex 2,335 
Oxford 108 
Perth 142 
 
Subtotal 4,970 
 
  
Northeastern Ontario Planning Region  
 
Algoma                 961 
Cochrane                 683 
Manitoulin                   55 
Nipissing               1,612 
Parry Sound                 136 
Sudbury               1,309 
Timiskaming                 217 
  
Subtotal               4,973 
  
  
Northwestern Ontario Planning Region  
 
Kenora                 702 
Rainy River                 153 
Thunder Bay               1,936 
  
Subtotal               2,791 
  
  
TOTAL             53,580 
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Classified Service By Ministry 

2002 - 2003 
 
Agriculture and Food 692  
Attorney General 4,406  
Cabinet Office 137  
Citizenship 294  
. Ontario Human Rights Commission 115  
Community Family and Children Services 5,832  
Consumer and Business Services 1,085  
Enterprise, Opportunity and Innovation 388  
. Ontario Development Corporation  5  
Education 798  
Energy 167  
Environment 1,615  
Ontario Clean Water Agency 572  
Finance 3,187  
. Financial Services Commission 362  
. Ontario Financing Authority 258  
. Ontario SuperBuild Corporation 56  
Francophone Affairs 13  
Health and Long-Term Care 6,416  
Intergovernmental Affairs 27  
Labour 1,252  
Lieutenant Governor  5  
Management Board Secretariat  2,131  
Municipal Affairs and Housing 786  
Native Affairs Secretariat 55  
Natural Resources 2,931  
Northern Development and Mines 417  
Public Safety and Security - Correctional Services 6,170  
Public Safety and Security - Public Safety and Policing  7,856  
Tourism and Recreation 219  
. Ontario Media Development Corporation 35  
. Ontario Heritage Foundation 31  
. Ontario Place  31  
. Ontario Science Centre 228  
. St. Lawrence Parks Commission  43  
. Ontario Tourism Marketing Partnership Corporation 30  
Training, Colleges and Universities 548  
Transportation 4,387 
 
TOTAL 53,580  
 
Provincial Auditor, Ombudsman, Legislative Assembly, Chief Election Officer, Ontario Lottery Corporation and  
Workers' Compensation Appeals Tribunal staff are not reported as they are not part of the OPS.  
OPP Uniformed Staff are reported in the figures for Ministry of Public Safety and Security – Public Safety and Policing.   
They consist of 5,220 as of March 28, 2003. 
Niagara Escarpment Commission is included in Environment. 
Not all agencies and commissions are listed separately.  Those unlisted are included in the associated ministries. 
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Classified Service by Age Intervals 

2002 - 2003 
 
Under 25 446  
 
25 - 34  7,596  
 
35 - 44 18,893  
 
45 - 54  20,109  
 
55 - 64  6,500  
 
65 and over  36  
  
TOTAL          53,580 

 
 
 

Classified Service by Staff Type 
2002 – 2003 

 
 
Regular 47,075 
  
Probationary 6,499  
 
Overage 6  
 
TOTAL 53,580 
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Classified Service By Gender 

2002 - 2003 
 

 
Males 24,829  
 
Females 28,751  
 
  
TOTAL 53,580  

 
 

Classified Service By Salary Intervals 
2002 - 2003 

 
Salary Total 
 
Under $20,000 303 
$20,000 - $29,999 320 
$30,000 - $39,999 9,838 
$40,000 - $49,999 11,330 
$50,000 - $59,999 11,277 
$60,000 - $69,999 12,277 
$70,000 - $79,999 4,367 
$80,000 - $89,999 1,616  
$90,000 - $99,999 697  
$100,000 and over 1,555  
  
TOTAL 53,580  
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Appointments to the Classified Service 
Full and Part Time Staff   2002 - 2003 

 
April 2002 110  
May 131  
June 143  
July 148  
August 128  
September 262  
October 144  
November 101  
December  89  
January 2003 203  
February 97  
March 134  
  
TOTAL 1,690 

 
 

Appointments to the Classified Service By Salary Intervals   
2002 - 2003 

 
Under $30,000        18 
$30,000 - $39,999    515 
$40,000 - $49,999    432 
$50,000 - $59,999    325 
$60,000 - $69,999    248 
$70,000 - $79,999    94 
$80,000 - $89,999    25 
$90,000 - $99,999    17 
$100,000 and over    16 
  
TOTAL    1,690 
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Appointments to the Classified Service By Age 

2002 - 2003 
   
   
  
Under 25 126 
 
25-34 687 
 
35-44 511 
 
45-54 316 
 
55-64 50 
 
65 and Over 0 
   
TOTAL 1,690 
 

 
 

Appointments to the Classified Service By Gender 
2002 - 2003 

 
 

 Males Females Total 
 
    
New Hires 804 886 1,690  
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Exits from the Classified Service By Salary Intervals 

2002 - 2003 
 

Salary Total 
 
Under $20,000        9 
$20,000 - $29,999    24 
$30,000 - $39,999    584 
$40,000 - $49,999    509 
$50,000 - $59,999    577 
$60,000 - $69,999    385 
$70,000 - $79,999    176 
$80,000 - $89,999    78 
$90,000 - $99,999    27 
$100,000 and over    80 
   
TOTAL       2,449 
 

 
Exits from the Classified Service By Age 

2002 - 2003 

 
Under 25 19 
25 - 34 292 
35 - 44 519 
45 - 54 863 
55 - 64 570 
65 and over 186 
 
TOTAL              2,449  
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Exits from the Classified Service  

By Years of Classified Service   2002 - 2003 
 

Years of Classified Service Exits 
  
Less than 1 year  105 
Less than 2 years 109 
Less than 3 years 126 
Less than 4 years 106 
Less than 5 years 69 
Less than 6 years 48 
Less than 7 years 23 
Less than 8 years  34 
Less than 9 years 26 
Less than 10 years 31 
Less than 15 years 420 
Less than 20 years 310 
Less than 25 years 281 
Less than 30 years  516 
Less than 35 years 207 
35 years or more 38 
  
TOTAL 2,449 

 
 

Exits from the Classified Service 
By Reason and Gender   2002 - 2003 

 
 Males Females TOTAL 
    
Retirement             602 460 1,062  
Dismissal              19 8 27  
Release              56 161  217  
Resignation             444  598 1,042  
Death              49 52 101  
    
TOTAL          1,170 1,279 2,449 
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APPENDIX C: OPS RENEWAL AND REVITALIZATION 

 

 

 

Greater focus on
core business Increased

efficiency and
effectiveness

Clearer
accountability

Outcome:

Dynamic

Leadership

Outcome:

Learning

Organization

Outcome:

Motivating and

WorFlexible k

Environment

Outcome: 
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