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1. PURPOSE

1:01 The purpose of the Corporate Human Resource Strategy is to encourage
and support the development of an innovative and inclusive workforce
which enables the organization to realize the goals and priorities of
Government. The strategy will guide departments in the civil service of
Prince Edward Island to attract and retain people with talent and
commitment to providing quality programs and services to the citizens of
Prince Edward Island.

1:02 The goals and strategies will promote the renewal and rejuvenation of 
human resources in the civil service and the sustainability of quality
services and programs within the context of changing needs and
conditions.

2. APPLICATION

2:01 The Corporate Human Resource Strategy applies to departments and
agencies which are under the authority of the Civil Service Act:

• Schedule A - Departments (except the Legislative Assembly)
• Schedule B - Crown Corporations as follows:

• Prince Edward Island Employment Development
Agency

• Prince Edward Island Liquor Control Commission
• Prince Edward Island Museum and Heritage

Foundation

2:02 While this strategy does not specifically apply to other crown corporations
listed in Schedule “B” and reporting entities listed schedules “C” and “D”,
the spirit and intent of the strategy should serve as a guideline for those
corporations in developing their own internal strategies.

3. PRINCIPLES

3:01 The corporate approach to human resource planning consists of  six
commitments endorsed by Deputy Ministers and approved by the Minister
responsible for the Public Service Commission of PEI.  The Government
of Prince Edward Island is committed to:

a) effectively retaining and recruiting qualified individuals based on
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competence and ability to meet the organization’s needs;

b) becoming a learning organization and creating continuous learning
opportunities for its employees;

c) providing a positive working environment where employees can
exercise their freedom to act in support of government’s goals;

d) ensuring employees are well informed about government goals and
receive regular feedback on how their work contributes to the
achievement of government’s goals;

e) recognizing and rewarding employees based on their contributions
to government’s goals;

f) ensuring that human resource planning is a strategic component of
the organization’s business planning;

4. DEFINITIONS

4:01 Renewal means ensuring that employees have the skills to respond to the
changing role of government and the way work is done.

4:02 Rejuvenation means planning ahead to ensure that there will always be a
future generation of skilled employees in the civil service of PEI.

5. VALUES

5:01 The Civil Service is comprised of 10 government departments responsible
for providing leadership in public policy and governance for the
government of the day.  Leading our human resources is an integral
component to realizing Government goals.  In doing so, this government
values the following:

a) Integrity - Openness and honesty in all interactions

b) Innovation - Support failures with learning and successes with
recognition



Sub-Section    2.01

Corporate Human Resource

Planning

Date

                01 October 2002

Page

3 of 7

c) Respect - Keep others informed, value diversity and listen with
empathy

d) Trust - Confidentiality, accept feedback, offer assistance

e) Accountability - Take ownership of organizational decisions and
accept responsibility.

6. POLICY

6.01 The Senior Management Team identified corporate goals to be the
cornerstone of an effective human resource plan for the civil service.  The
goals revolve around the need for quality public service; the leadership 
preferred; the value  placed  on learning as an organization; the
motivation and flexibility of the workplace; the value  placed on
employees’ contributions to government’s goals; and accountability at all
levels of government for planning its human resources.

(a) To improve  recruitment and retention strategies for  the civil
service of Prince Edward Island  - To ensure the organization has
the knowledge, skills and abilities to accomplish current and future
business plan goals and sustain quality services and programs.
This will become a priority for all leaders in government.   

(b) To improve leadership and learning opportunities to adapt and
transform the organization to meet the changing needs -  To
become an attractive employer, the civil service of Prince Edward
Island is striving to be more flexible, knowledge intensive and
learning based.  Reaching these goals requires nothing short of a
new way of organizing, managing and supporting people.  To face
the rapid organizational and technological change and steady up-
skilling, this requires anticipating the learning needs not only of
knowledge workers, but of all employees in the organization.

(c) To improve workplace wellbeing - Recognizing that the delivery of
sustainable quality services is largely dependent on a healthy
skilled workforce, employee wellbeing will be a major priority. The
civil service will promote a culture of wellness that values personal
responsibility, positive personal health practices, safe and positive
workplaces, ongoing education and respect for the contributions
employees make to the services provided to Islanders.
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(d) To improve alignment of employees’ goals to department and
government goals - There is a renewed commitment to
performance management and development in government
departments in order to deliver on desired business outcomes. 
Recognizing the contribution that employees make toward realizing
these goals is imperative and considered a major priority.

(e) To improve employee commitment to the organization -  Improving
public confidence must involve improving the confidence of
employees.  The employees of the civil service are dedicated
individuals and they need to know that their work is valued by the
people they serve.  Being recognized and rewarded for
contributions is a key strategy to ensuring retention of the brightest
and the best in the civil service.

(f) To improve alignment of HR planning to business planning -
Several factors are placing increasing pressures on the system to
maintain access, quality and client satisfaction.  These factors
include increased demand for new and existing services; rising
costs; a declining supply of knowledge workers and specialized
workers and an on-going recruitment and retention challenge.

To ensure the organization is committed to planning for its human
resources of the future,  sustainability of quality services will be
addressed through proactive human resource planning linked to
business planning in the civil service.  

7. PROCEDURES

7:01 PEI Public Service Commission will:

a) Establish, articulate, reinforce and evaluate HR policies that
support the one employer concept and a corporate approach to HR
management;

b) In consultation with the Deputy Ministers and Human Resource
Managers, determine the annual corporate HR priorities and
establish strategic objectives and measures to form the corporate
HR plan;
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c) Implement action plans to achieve corporate HR goals in
conjunction with Human Resource Managers and Managers within
the departments;

d) Monitor the progress, evaluate the results, and provide annual
reports to the Deputy Minister HR subcommittee.

7:02 Deputy Ministers will:

a) Provide input to the Public Service Commission on strategic
objectives and measures for HR management, incorporating
implications from environmental scans;

b) Ensure departmental HR policies and practices are consistent with
corporate HR policies and support the one employer concept;

c) Champion implementation of the corporate HR plan and establish
accountability;

d) Provide feedback to the Public Service Commission on the
effectiveness of changes to HR policies, procedures and
guidelines.

7:03 Human Resource Managers will:

a) Establish and carry out HR practices, policies and guidelines
consistent with corporate HR policies;

b) Advise the Deputy Minister of their ministry of corporate and
departmental implications of environmental scanning data;

c) Provide input to the Public Service Commission on effectiveness
and relevance of HR policy initiatives;

d) Provide department data as required for the corporate roll-up of
results on the corporate HR plan;

e) Monitor and report department performance.

7:04 Directors will:
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a) Champion and operationalize corporate and department HR
strategies at the work unit level;

b) Communicate key issues that could impact HR management to the
Deputy Minister and/or Human Resource Manager;

c) Provide data and ensure data integrity as required by the Deputy
Minister or Human Resource Manager;

d) Provide feedback on effectiveness and relevance of HR policies,
procedures and guidelines;

e) Provide feedback as requested on the department’s results in
relation to the corporate and departmental HR plans.

7:05 Deputy Minister HR Subcommittee will:

a) Provide interface between government decision makers and
operational levels to champion in the strategic direction for human
resources management in the Prince Edward Island Civil Service;

b) Endorse and communicate the one employer concept and a
corporate approach to human resource management;

c) Monitor fiscal, government and economic trends.  Interpret
environmental scanning information to identify key strategic human
resource issues;

d) Identify and prioritize corporate human resource goals, strategies,
key measures and champion its implementation.  Review
monitoring data on the effectiveness of the strategies;

e) Establish government HR priorities annually balancing identified
HR issues and fiscal responsibilities.

8. ENQUIRIES 

Corporate Human Resource Planning Section
Staffing and Human Resource Planning Division
PEI Public Service Commission
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