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Dear Minister Sheridan and PSC Board Members:

It is with pleasure that I  provide you with the annual report of the PEI Public Service Commission (PSC) for 
the year 2010-2011.  I continue to be impressed with the dedication and abilities of all employees of the PSC.

The Public Service Commission co-ordinates all corporate human resource functions within the public sector 
on PEI.  As a corporate agency, the Commission interacts daily with all sectors within the PEI government 
and provides valuable services to all departments.

This annual report provides details on the various activities undertaken by the Commission but I want 
to highlight the Commission’s leadership in continuing the training and development of public sector 
employees; the smooth, efficient operation of the integrated payroll services, the leadership and 
cooperation shown by PSC staff in the development of human resource plans within all departments of 
the public service; and the overwhelming satisfaction with the services provided within the Employee 
Assistance Program,  as a measure of the quality services provided.

The Public Service Commission provides critical services to all sectors of the government of PEI and pledges 
its continued support to further improve these services. 

Respectfully submitted,

Aidan Sheridan, CEO

PEI Public Service Commission

Message from the Chief Executive Officer



Page 2 Public Service Commission Annual Report 2010 - 2011

Monsieur le Ministre et membres du conseil d’administration de la Commission,

Je suis heureux de vous fournir le rapport annuel de la Commission de la fonction publique de l’Î.-P.-É. pour 
l’année 2010-2011. Le dévouement et les capacités de tous les employés de la Commission continuent de 
m’impressionner.

La Commission de la fonction publique coordonne toutes les fonctions ministérielles liées aux ressources 
humaines dans le secteur public à l’Î.-P.-É. En tant qu’agence-société, la Commission est en relation 
quotidienne avec tous les secteurs du gouvernement de l’Î.-P.-É. et fournit de précieux services à tous les 
ministères.

Le présent rapport annuel explique en détail les diverses activités entreprises par la Commission, 
mais j’aimerais souligner le leadership de la Commission en matière de maintien de la formation et du 
perfectionnement des employés du secteur public; le fonctionnement efficace des services intégrés de paie, 
le leadership et la coopération démontrés par le personnel de la Commission dans la mise au point de plans 
en matière de ressources humaines dans tous les ministères de la fonction publique; et la grande satisfaction 
exprimée à l’égard des services fournis dans le cadre du Programme d’aide aux employés, à titre de mesure 
de la qualité des services offerts.

La Commission de la fonction publique offre des services essentiels à tous les secteurs du gouvernement de 
l’Î.-P.-É., et elle s’engage à continuer d’améliorer ces services.

Respectueusement soumis,

Aidan Sheridan, PDG
Commission de la fonction publique de l’Î.-P.-É.

Message du directeur général
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Rita Ryan-Sabada

Mrs. Ryan-Sabada is a retired provincial public 
service employee. She has extensive experience 
working with the Union of Public Sector 
Employees on behalf of provincial employees. She 
is an avid volunteer and an active member of the 
community.  Her appointment to the PEI Public 
Service Commission Board is for a five year term, 
effective from January 23, 2007.

Mrs. Ryan-Sabada currently resides in 
Charlottetown, PEI

Warren MacLean

Mr. MacLean is a private sector owner and 
operator of an Island tree farming business. 
Mr. MacLean is also an active member of his 
community. He was appointed to the PEI Public 
Service Commission Board on January 23, 2007, 
for a five year term.

Mr. MacLean resides in Iris, PEI.

The PEI Public Service Commission Board Members

The Chair position became vacant during this reporting period.
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The Public Service Commission continued to 
demonstrate its commitment to deliver excellent 
human resource services to meet the needs of 
government departments and the public during 
the 2010-2011 fiscal year.  This summary provides 
an overview of the Public Service Commission 
mandate and the highlights for this annual 
reporting period. 

The mandate of the Public Service Commission, 
as outlined in the Civil Service Act is to maintain 
a professional and independent civil service; 
provide a service which is responsive to the 
public’s needs; foster a constructive working 
relationship among the government, its 
employees and their representatives; and foster 
the development of a public service that is 
representative of the province’s diversity.

The Commission is organized into three divisions 
Staffing and Human Resource Planning, Corporate 
Services, and, Classification and Employee 
Relations.

Staffing and Human Resource Planning

The Staffing and Human Resource Planning 
Division provides leadership and service delivery 
in the areas of recruitment, staffing, diversity 
management, human resource planning, as well as  
learning and development initiatives. The division 
is also responsible for the French Language 
Training Program and the Employee Assistance 
Program under a temporary reorganization of the 
Commission.  However, for the purpose of the 
annual report, the overviews for these functions 
are provided according to the formal Treasury 
Board organization structure described above.

Staffing

This fiscal year the Staffing section operated 
at a high level of activity with a total of 2,293 
job openings, 33,226 applicants and 2,621 
appointments within the Civil Service and 
Department of Health. Approximately 80% of this 
staffing activity is within the health sector.

In addition to regular staffing, there were a 
number of government initiatives that increased 
the workload  of this section.  First,  the Seasonal 
Hiring Center function was moved from the 
Public Service Commission to the Department of  
Fisheries, Aqua-culture and Rural Development. 
This facilitates a closer alignment between 
rural development and government’s  seasonal 
employment hiring. 

Second, staffing consultants provided 
considerable support to employees when 
Government announced the relocation of two 
departments.

Diversity Management

As an employer, the Public Service Commission 
is committed to providing a positive work 
environment which recognizes, respects and 
accommodates the diversity of individuals. As the 
corporate entity responsible for human resources, 
the Commission encourages the development 
of a public service that is representative of the 
diverse population of the province. To that end, 
during the last year, 892 civil service employees 
attended diversity and cultural awareness training.  
There was a significant increase of diversity group 
members seeking employment assistance due 
to the increasing immigrant population within 
PEI. The PSC continued to manage the Diversity 
Inventory which is used to match qualified 
candidates, from the four designate diversity 
groups,  to placement opportunities in order to 
increase the under-represented diversity members 
in the public service. By the end of year there were 
more than 500 registered candidates seeking 
potential employment opportunities within the 
public service.

Executive Summary
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Information and best practices for diversity 
leadership for this time period included: the 
annual diversity calendar which was distributed to 
all employees, public service week cultural events 
and initiatives which included partnering with 
many community organizations. 

The 2010 Annual Premier’s Awards for Diversity 
leadership were presented to Robert Kenny (Dept. 
of Finance and Municipal Affairs), Luanne Gallant 
(Dept. of Community Services, Seniors, and 
Labour) and Pam MacKinnon (Community and 
Correctional Services, Justice and Public Safety). 

(Left to right: Premier Robert Ghiz, Luanne Gallant, Robert 
Kenny, Pam MacKinnon and Thilak Tennekone PSC 
Diversity Consultant.)

Human Resource Planning

As a result of the human resource planning 
activities throughout the public service during the 
past two fiscal years,  resources were allocated on 
initiatives that are associated with the retention 
of employees, employee engagement,  and the 
development of a learning culture. 

In 2010, the PSC led the second  employee 
survey initiative with human resource manager 
representation from all civil departments. The 
survey included the 19 core questions developed 
by the Employee Engagement Inter-jurisdictional 
Team model as well as an additional 20 questions 
to reflect PEI’s workplace and particular areas 
of interest to departments.  An additional four 
questions were included to investigate the degree 
of representation within the civil service for the 
four diversity category areas: Aboriginal peoples, 
persons with disabilities, members of a visible 
minority and non-traditional gender occupations.  

In May 2010,  permanent staff were invited to 
participate in the employee survey.  The response 
rate was 45%.  The overall employee engagement 
index rose from 71 to 75.8.  Although there is 
a wide variance in results across departments, 
there was a small overall increase in engagement 
indices for all departments.   The Deputy Minister 
Council responded to the results by committing 
to develop departmental strategies that reflect 
human resources best practices known to be 
foundational for high performing organizations. 
These include regular performance management 
discussions with employees, learning and 
development as well as career development.  

The Corporate HR Planning Consultant continued 
to represent Prince Edward Island on the Inter-
jurisdictional HR Metrics and Measures Working 
Group .  By the fall of 2010, the working group was 
able to report on 25 common human resource 
measures/metrics and to demonstrate trends for 
some measures/metrics that have been reported 
since 2006/2007.  The final report was presented 
at the annual meeting of Chief Executive Officers 
of Public Service Commissions from across 
Canada. 

Learning and Development

The ongoing development of a learning culture 
within the provincial public service continued 
with opportunities for all employees regardless of 
occupation, age, or length of service. 

Throughout this year the PSC continued to 
actively support the interns that were hired 
through a Canada-Prince Edward Island Labour 
Market Agreement in 2009/2010.  Training 
opportunities were planned for the interns and 
a human resource café was provided where the 
interns were introduced to the many human 
resource functions, supports and benefits that are 
available to public service employees. 

Government entered a new contract with Ceridian 
Canada to provide training and skills development 
opportunities for members of the public service.  
The contract extends for a five year period, 
including an agreement for the development of a 
statement of work prior to the beginning of each 
learning year.  The Ceridian learning opportunities 
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include both cohort and stand alone programing 
in topic areas that are of importance to the public 
service. 

Several programs were continued with the intent 
to increase organization and employee resilience 
and continue public service excellence during the 
significant change and transitions that will occur 
during the next three to five years.    During this 
reporting period,  270 employees  participated  in 
debriefing sessions with the Insights Discovery 
Profile to increase their self knowledge and 
awareness of how to improve interactions with 
others in the work place.

The UPEI Public Sector Leadership Program was 
developed in partnership with the Public Service 
Commission, other public sector organizations 
and the University of Prince Edward Island (UPEI).   
This year 15 provincial employees were sponsored 
for the program to learn and develop effective 
leadership practices for the current public service 
work environment.  

In February 2011, a new one day orientation 
program was delivered to employees who 
joined the public service within the past twelve 
month period.  Although departments provide 
orientation to new employees, this was the first 
corporate orientation program since 2005. 

The PSC continued to offer the three part 
Retirement Program which provides employees 
with information about the emotional, wellness 
and financial aspects of the transition to 
retirement.  This program is delivered as a 
partnership among the PSC, Canadian Revenue 
Agency, Service Canada, and private sector 
specialists.

In the third and fourth quarters the CEO, the two 
PSC Directors and the HR Planning Consultant met 
with the leadership team for each department to 
discuss the effectiveness of the current learning 
opportunities and the learning needs to meet 
operational requirements.  Evaluations of learning 
initiatives are done on an ongoing basis.

Corporate Services 

Corporate Services is responsible for corporate 
administrative functions which include: the 
Training and Development Fund(s), Payroll 
Administration and French Language Training.  
Corporate Services provides leadership and 
guidance to Commission initiatives and activities 
including the development and management of 
the PSC budget. Advice is also routinely provided 
on a range of financial and administrative related 
matters.

The Training and Development Funds

The Excluded and Union of Public Sector 
Employees Training and Development Funds 
continued to be a popular avenue for employees 
to access learning opportunities. These funds, 
$300,000 for the unionized fund and $100,000 for 
excluded employees, are available to individuals 
and employee groups. There were 551 unionized 
applications submitted with 492 approved 
for funding.  The Excluded fund received 200 
applications and 174 were approved for funding.

Systems and Administration

A major highlight of this fiscal period was the 
completion of the final phase to upgrade and 
implement the corporate Peoplesoft Payroll and 
Human Resource Management System .  The 
integration of the three school boards occurred 
in May 2010.  The project was completed in 
September 2010 after a period of support for 
the school boards.  All provincial public service 
organizations are now included on the PeopleSoft 
Human Resource Management System. 

Members of this work unit meet regularly with 
civil, education and health sector user groups to 
ensure processes and systems meet the needs of 
the various organizations.  The section partners 
with the Information Technology Management 
Group to provide  employees online viewing 
of their personal, pay and leave information. In 
addition, a number of reports were added to the 
system to assist managers and supervisors in the 
management of their employees. 
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French language Training

The province negotiated a third contract with 
Collège Acadie Î.-P.-É. for the delivery of French 
courses at beginner, intermediate and advanced 
levels. A total of 214 employees were enrolled 
over three semesters between April 2010 and 
March 2011.  Collège Acadie Î.-P.-É., delivered a 
total of 46 courses in Charlottetown, Summerside, 
Montague and Deblois. 

The Bilingual Employee Network continued 
to grow this year with 175 employees listed 
to receive a monthly French resource bulletin.  
Opportunities are also provided to give French 
speaking employees an opportunity to meet one 
another and converse together in French. 

At this time there are 71.7 positions designated 
bilingual across the civil and health sectors of 
government.  Approximately 200 employees have 
intermediate to advanced levels of spoken French, 
and are willing and able to provide some level of 
service to the French speaking public.

Classification and Employee Relations

Labour Relations

During the fiscal year 2010/2011, the collective 
bargaining process continued for nine of the ten 
public sector agreements.  A freely negotiated 
agreement was reached with one public sector 
bargaining unit while the remaining agreements 
were reached through mediation or arbitration. 

Classification

Approximately 340 classification reviews were 
conducted by the staff during the year. Of the 
classification reviews completed, 40% or 132 were 
for incumbered positions, with 95 positions being 
vacant and 111 new or temporary positions being 
classified.  

The Classification staff participated in 15 appeal 
hearings during 2010/2011.  This is a 100% 
increase in appeal requests over the previous 
year. Of these appeals, 5 were upheld by the 
Classification Appeal Board and returned to the 
PSC for re-evaluation, 8 were denied and 2 were 
withdrawn.

Occupational Health and Safety

This fiscal year saw an increase in the volume of 
service requests for the Occupational Health and 
Safety Unit.   A total of 713 employees attended 
training sessions on health and safety topics. 

The were 34 workplace accidents resulting in 
time lost from work.  This is an increase from 
2009/2010 when there were 30 accidents resulting 
in time lost from work.  There were 130 employee 
incidents reported with no time lost from work.

There were 125  work station ergonomic 
assessments completed with recommendations 
made for improvements, an increase from 65 
assessments last year. In addition, a new service 
of home tele-work ergonomic assessments was 
introduced for employees.  Other OHS activities 
included: 18 indoor air quality assessments/tests, 
4 workplace inspections, 155 hearing tests and 12 
noise level testing projects.

Employee Assistance Program (EAP)

The EAP program assists employees in dealing 
with personal or work related issues which 
affect their work life. The program also supports 
managers and directors in addressing personnel 
and work related problems at an early stage to 
increase the likelihood of an early and satisfactory 
resolution that meets both the individual’s and 
employer’s needs.

For this fiscal year, the utilization rates for the 
program increased substantially over the past 
year with a total of 525 new  cases.  This is 113 
more cases than the previous year.  Approximately 
74% were self-referrals, with a larger percentage 
being female (68%) while the number of males  
accessing the services is steadily increasing.  4.5% 
of referrals were employer initiated.  

The predominant presenting problems are as 
follows: 17.5% were family and children  issues; 
16% were marital and relationship concerns; 
15.2% were related to stress/anxiety; and  11.8.% 
were job/career issues. 
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Highlights for this year included the introduction 
of  LifeWorks, a division of Ceridian Canada.  
LifeWorks provides 24/7 bilingual access for all 
government employees and their immediate 
families whereby they are able to access a 
counsellor via tele-counseling after hours.  
LifeWorks also has the ability to organize face-
to-face counseling service with a professional 
of the employee’s choice, who works within the 
community.  On-line LifeWorks resources are also 
available to employees and their families.  

An extensive evaluation of the Employee 
Assistance Program was conducted by an external 
consultant.  Results of the evaluation indicated a 
high level of satisfaction and that in comparison to 
other public sector employee assistance programs 
across Canada,  the PEI EAP program performs 
favourably in most categories and exceeds in 
others. However, there is a need to increase 
promotion of the program and the operational 
management of the program.

The Employee Innovation Awards Advisory 
Program, coordinated by the Public Service 
Commission, was created to encourage and 
reward employee innovation within the public 
service.  The program recognizes employees and 
teams for innovations which significantly reduce 
government costs, improve service to the public, 
or result in improvement to workplace safety and/
or wellness.

The Department of Tourism and Culture received 
the plaque for the department whose employees 
submitted the most suggestions.

Left to right: Shane Fisher, Chair of the Employee Innovation Awards 
Council, Melissa MacEachern, Deputy Minister of Tourism and Culture

The Justice and Public Safety Department and the 
Finance and Municipal Affairs Department were 
tied for the department whose employees had the 
most suggestions implemented.

Left to right: Barrie Grandy, Director, Legal Services and Judicial 
Services, Melissa MacEachern, Deputy Minister, Tourism and Culture, 
Shane Fisher, Chair of the Employee Innovation Awards Council, Doug 
Clow, Deputy Minister, Finance and Municipal Affairs

The Department of Community Services, Seniors 
and Labour submitted two suggestions and 
received the departmental award for the PEI Youth 
in Care submission.

Left to Right: Shane Fisher, Chair of the Employee Innovation Awards 
Council, Sharon Cameron, Deptuy Minister, Community Services, 
Seniors and Labour.
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Premier’s Long Term Service Award Recipients
Récipiendaires des récompenses du Premier ministre 

pour longs états de service

The Public Service Commission organizes and coordinates the Long Term Service Recognition Program 
which honours employees who have completed 20, 25, 30 and 35 years of continuous service with the 
provincial public service. Premier Robert Ghiz hosted  luncheons for the 51 employees with 25 years 
continuous service, 42 employees with 30 years continuous service and 27 employees with 35 years of 
continuous service.

20 years / 20 ans

25 years / 25 ans

Premier Robert Ghiz with recipients of the Long Term Service Award, 20 years.

Premier Robert Ghiz with recipients of the Long Term Service Award, 25 years.
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30 years / 30 ans

35 years / 35 ans

Premier Robert Ghiz with recipients of the Long Term Service Award, 30 years.

Premier Robert Ghiz with recipients of the Long Term Service Award, 35 years.
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La Commission de la fonction publique (CFP) a 
continué de manifester son engagement à fournir 
d’excellents services en matière de ressources 
humaines en vue de répondre aux besoins 
des ministères et de la population au cours de 
l’exercice 2010-2011. Le présent résumé offre un 
survol du mandat de la CFP ainsi que des faits 
saillants de cette période de référence annuelle. 

Le mandat de la CFP, selon la Civil Service 
Act (loi sur la fonction publique), consiste à 
assurer l’indépendance et le professionnalisme 
de la fonction publique; à fournir un service 
souple et adapté aux besoins du public; à 
favoriser des relations de travail constructives 
entre le gouvernement, son personnel et ses 
représentants; et à favoriser l’essor d’une fonction 
publique à l’image de la diversité de la province. 

La Commission est organisée en trois divisions : 
Dotation et planification des ressources humaines, 
Services généraux, et Classification et relations de 
travail.

Dotation et planification des ressources 
humaines
La Division de la dotation et de la planification 
des ressources humaines assume un rôle de chef 
de file et fournit des services dans les domaines 
du recrutement, de la dotation, de la gestion de 
la diversité, de la planification des ressources 
humaines ainsi que des initiatives de formation 
et de perfectionnement. La division a aussi la 
charge du Programme de formation linguistique 
en français et du Programme d’aide aux employés 
en vertu d’un réorganisation temporaire de 
la Commission. Toutefois, pour les besoins 
du rapport annuel, l’aperçu de ces fonctions 
est présenté conformément à la structure 
organisationnelle officielle du Conseil du Trésor.

Dotation

Au cours de cette année financière, le niveau 
d’activité de la Section de la dotation a été élevé 
avec au total 2 293 possibilités d’emploi, 33 226 
postulants et 2 621 nominations au sein de la 
fonction publique et du ministère de la Santé. 
Environ 80 % de l’activité de dotation a lieu au 
sein du secteur de la santé.

Outre les activités de dotation habituelles, 
plusieurs initiatives gouvernementales ont 
entraîné un accroissement de la charge de 
travail de cette section. En premier lieu, la 
responsabilité du Centre d’embauche saisonnier a 
été transférée de la CFP au ministère des Pêches, 
de l’Aquaculture et du Développement rural. Cela 
favorise une meilleure harmonisation entre le 
développement rural et l’embauche d’employés 
saisonniers par le gouvernement. En deuxième 
lieu, des conseillers en dotation ont aussi fourni 
un soutien considérable aux employés lorsque 
le gouvernement a annoncé la relocalisation de 
deux ministères.

Gestion de la diversité

En tant qu’employeur, la CFP s’engage à créer un 
environnement de travail positif qui reconnaît 
et respecte la diversité des personnes. En tant 
qu’entité responsable des ressources humaines, 
la Commission favorise l’instauration d’une 
fonction publique qui représente la population 
diversifiée de la province. Dans cette optique, 
au cours de la dernière année, 892 employés 
du secteur des affaires publiques ont suivi une 
formation sur la diversité. En outre, il y a eu une 
hausse significative du nombre de membres de 
groupes de la diversité qui ont demandé de l’aide 
à l’emploi, en raison de l’augmentation de la 
population immigrante à l’Î.-P.-É. La CFP a continué 
d’assurer la gestion du registre ayant trait à la 
diversité qui permet d’apparier les candidats 
qualifiés provenant des quatre groupes de la 
diversité désignés et les possibilités d’emploi, dans 
le but d’accroître le nombre de membres de la 
diversité sous-représentés au sein de la fonction 
publique. À la fin de l’année, il y avait plus de 
500 candidats inscrits qui cherchaient des emplois 
dans la fonction publique.

Au cours de cette période, l’information et les 
pratiques exemplaires liées au leadership en 
matière de diversité comprenaient : le calendrier 
annuel de la diversité qui a été remis à tous les 
employés, des initiatives et des événements 
culturels dans le cadre de la semaine de la 
fonction publique qui incluaient des partenariats 
avec de nombreux organismes communautaires. 

Résumé
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Les prix annuels du premier ministre pour le 
leadership en matière de diversité 2010 ont été 
attribués à Robert Kenny (ministère des Finances 
et des Affaires municipales), Luanne Gallant 
(ministère des Services communautaires, des 
Aînés et du Travail) et Pam MacKinnon (Services 
communautaires et correctionnels, Justice et 
Sécurité publique). 

De gauche à droite : Le premier ministre Robert Ghiz, Luanne 
Gallant, Robert Kenny, Pam MacKinnon et Thilak Tennekone

Planification des ressources humaines

À la suite des activités de planification des 
ressources humaines qui ont eu lieu dans la 
fonction publique au cours des deux dernières 
années financières, des ressources ont été 
consacrées à des initiatives associées à la rétention 
des employés, à l’engagement des employés et au 
développement d’une culture d’apprentissage. 

En 2010, la CFP a mené le deuxième sondage 
auprès des employés qui incluait une 
représentation des gestionnaires des ressources 
humaines de tous les ministères civils. Le sondage 
comportait 19 questions de base élaborées par 
le modèle de l’équipe intergouvernementale 
pour l’engagement des employés ainsi que 
20 questions supplémentaires qui tenaient 
compte du milieu de travail de l’Î.-P.-É. et des 
domaines d’intérêt particuliers des ministères. 

Quatre autres questions ont été incluses afin 
de vérifier le degré de représentation au sein 
du secteur des affaires publiques des quatre 
catégories de la diversité : Autochtones, 

personnes ayant un handicap, membres d’une 
minorité visible et emplois non traditionnels. En 
mai 2010, les employés permanents ont été invités 
à participer au sondage. Le taux de réponse a 
été de 45 %. L’indice général d’engagement des 
employés à grimpé de 71 à 75,8. Même si les 
résultats varient beaucoup entre les ministères, il 
y a eu une légère augmentation de l’ensemble des 
indices d’engagement pour tous les ministères. Le 
Conseil des sous-ministres a réagi aux résultats en 
s’engageant à élaborer des stratégies ministérielles 
qui tiennent compte des pratiques exemplaires 
en matière de ressources humaines à la base des 
organisations hautement performantes : tenir des 
discussions régulières avec les employés au sujet 
de la gestion du rendement, fournir des occasions 
d’apprentissage et de perfectionnement, et 
soutenir le développement professionnel. 

Le conseiller interministériel en planification 
des RH a continué de représenter l’Île-du-
Prince- Édouard au sein du groupe de travail 
intergouvernemental conjoint de métrologie 
des ressources humaines. À l’automne 2010, le 
groupe de travail avait fait rapport sur 25 mesures 
communes des ressources humaines et fait état 
des tendances pour certaines mesures suivies 
depuis 2006-2007. Le rapport final a été présenté 
lors de la réunion annuelle des directeurs 
généraux des commissions de la fonction 
publique du Canada. 

Apprentissage et perfectionnement

Le travail continu d’établissement d’une culture 
d’apprentissage au sein de la fonction publique 
provinciale s’est poursuivi de manière à offrir des 
possibilités à tous les employés, sans égard à leur 
emploi, à leur âge ou à leur ancienneté. 

Tout au long de l’année, la CFP a continué de 
soutenir activement les stagiaires qui avaient été 
embauchés en vertu de l’Entente Canada–Île-du-
Prince-Édouard sur le marché du travail en 2009-
2010. On a planifié des occasions de formation 
pour les stagiaires et mis sur pied un café des 
ressources humaines où les stagiaires pouvaient 
être renseignés sur les nombreuses fonctions en 
matière de ressources humaines, sur le soutien et 
sur les avantages dont disposent les employés de 
la fonction publique. 
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Le gouvernement a conclu un nouveau contrat 
avec Ceridian Canada en vue d’offrir des 
possibilités de formation et d’amélioration 
des compétences aux membres de la fonction 
publique. Le contrat s’échelonne sur une période 
de cinq ans et comprend une entente relative 
à l’élaboration d’un énoncé de travail avant le 
début de chaque année d’apprentissage. Les 
possibilités d’apprentissage offertes par Ceridian 
comprenaient des programmes en groupe et 
individuels dans des domaines qui revêtent de 
l’importance pour la fonction publique. 

Plusieurs programmes ont été maintenus dans 
le but d’accroître la résilience des organisations 
et des employés, et de continuer à favoriser 
l’excellence dans la fonction publique au cours 
de l’importante période de changement et de 
transition qui marquera les trois à cinq prochaines 
années. Au cours de la période de référence, 270 
employés ont participé à des séances de compte 
rendu avec le profil d’Insights Discovery afin 
d’améliorer leur connaissance d’eux-mêmes et de 
les sensibiliser à la manière d’avoir de meilleures 
interactions avec les autres au travail.

Le UPEI Public Sector Leadership Program fut mis 
sur pied en collaboration avec la CFP, d’autres 
organismes de la fonction publique et l’Université 
de l’Île-du-Prince-Édouard (UPEI). Cette année, 
15 employés du gouvernement provincial ont 
été parrainés dans le cadre du programme afin 
qu’ils apprennent et développent des pratiques 
efficaces en matière de leadership adaptées au 
contexte de travail actuel de la fonction publique. 

En février 2011, un nouveau programme 
d’orientation d’une journée a été offert aux 
employés qui avaient joint les rangs de la fonction 
publique au cours des douze derniers mois. 
Bien que les ministères offrent de l’orientation 
aux nouveaux employés, il s’agissait du premier 
programme général d’orientation depuis 2005. 

La CFP a continué d’offrir le programme de 
planification de la retraite en trois parties qui 
renseigne les employés sur différents aspects 
(plan émotionnel, mieux-être, finances) de la 
transition à la retraite. Ce programme est offert 
dans le cadre d’un partenariat entre la CFP, 
l’Agence du revenu du Canada, Service Canada et 
des spécialistes du secteur privé.

Au cours du troisième et du quatrième trimestre, 
le directeur général, les deux directeurs de la 
CFP et le conseiller en planification des RH ont 
rencontré l’équipe de direction de chancun des 
ministères afin de discuter de l’efficacité des offres 
d’apprentissage actuelles ainsi que des besoins 
en matière de formation pour répondre aux 
exigences opérationnelles. Des évaluations de 
toutes les initiatives en matière d’apprentissage 
ont lieu de façon régulière.

Services généraux 
Les Services généraux sont chargés des fonctions 
administratives générales qui comprennent : 
les fonds de formation et de perfectionnement, 
l’administration de la paie et la formation 
linguistique en français. Les Services généraux 
orientent les initiatives et activités de la 
Commission, notamment l’élaboration et la 
gestion du budget de la CFP. Ils fournissent aussi 
régulièrement des conseils sur des questions 
variées d’ordre financier et administratif.

Fonds de formation et de perfectionnement

Les fonds de formation et de perfectionnement 
pour les employés syndiqués et exclus étaient 
toujours populaires auprès d’employés individuels 
et de groupes d’employés qui souhaitaient 
accéder à des occasions de formation. Le fonds 
des travailleurs syndiqués s’élevait à 300 000 $ 
et celui des employés exclus, à 100 000 $. Dans 
le cas des employés syndiqués, 551 demandes 
ont été présentées et 492 ont été approuvées. 
En ce qui concerne le fonds des employés exclus, 
200 demandes ont été reçues et 174 ont été 
approuvées.

Systèmes et administration

Un fait saillant important de l’année financière 
a été l’achèvement de la phase finale de mise à 
niveau et d’instauration du système de gestion de 
la paie et des ressources humaines de PeopleSoft 
à l’échelle gouvernementale. L’intégration des 
trois commissions scolaires a eu lieu en mai 2010. 
Le projet a été achevé en septembre 2010, après 
la période de soutien aux commissions scolaires. 
L’ensemble des organismes de la fonction 
publique provinciale sont maintenant inclus dans 
le système de gestion des ressources humaines de 
PeopleSoft. 
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Les membres de cette unité de travail rencontrent 
régulièrement les groupes d’utilisateurs de la 
fonction publique et des domaines de l’éducation 
et de la santé afin de s’assurer que les processus 
et les systèmes répondent aux besoins des 
diverses organisations. La section travaille en 
partenariat avec le groupe de gestion de la 
technologie de l’information dans le but de 
permettre aux employés de visualiser en ligne 
leurs renseignements personnels ainsi que les 
données relatives à la paie et aux congés. En outre, 
un certain nombre de rapports de gestion ont été 
ajoutés au système afin d’aider les gestionnaires 
et les superviseurs à assurer la gestion de leurs 
employés.

Formation linguistique en français

La province a négocié un troisième contrat avec 
Collège Acadie Î.-P.-É. en vue de la prestation 
de cours de français de niveau débutant, 
intermédiaire et avancé. Au total, 214 employés 
étaient inscrits au cours des trois semestres, 
entre avril 2010 et mars 2011. Collège Acadie 
Î.-P.-É. a donné 46 cours au total à Charlottetown, 
Summerside, Montague et Deblois. 

Le réseau des employés bilingues a continué de 
prendre de l’ampleur cette année, 175 employés 
étant abonnés à un bulletin mensuel de 
ressources en français. Des occasions sont 
également fournies aux employés qui parlent 
français de se rencontrer afin de converser en 
français. 

 À l’heure actuelle, 71,7 postes sont désignés 
bilingues dans l’ensemble de la fonction publique 
et le secteur de la santé. Environ 200 employés 
ont des compétences de niveau intermédiaire à 
avancé en français parlé, et ont la volonté et la 
capacité d’offrir un certain niveau de service à la 
population francophone.

Classification et relations de travail

Relations de travail

Au cours de l’année financière 2010-2011, le 
processus de négociation s’est poursuivi pour neuf 
des dix conventions collectives du secteur public. 
Une entente négociée librement a été conclue 
avec une unité de négociation du secteur public, 

alors que les autres conventions ont été réglées 
par voie de médiation ou d’arbitrage. 

Classification

Au cours de l’année, le personnel a effectué 
environ 340 examens de classification. Du nombre 
d’examens terminés, 40 % ou 132 visaient des 
postes pourvus, 95, des postes vacants et 111, 
des nouveaux postes ou des postes temporaires 
nécessitant une classification. 

Le personnel a pris part à 15 audiences en appel 
en 2010-2011. Il s’agit d’une augmentation de 
100 % du nombre de demandes d’appel par 
rapport à l’année précédente. De ces appels, 
cinq ont été accueillis par le comité d’appel sur 
les classifications et renvoyés à la CFP aux fins de 
réévaluation, huit ont été rejetés et deux ont été 
retirés.

Santé et sécurité au travail

Au cours de l’année financière, on a constaté une 
augmentation du volume de demandes de service 
présentées à la section de santé et sécurité au 
travail. Au total, 713 employés ont assisté à des 
séances de formation traitant de sujets liés à la 
santé et à la sécurité. 

Il y a eu 34 accidents causant une absence au 
travail. Il s’agit d’une augmentation par rapport 
à 2009-2010, alors qu’il y avait eu 30 accidents 
causant une absence au travail. Le nombre 
d’incidents impliquant des employés mais ne 
causant pas d’absence du travail a été de 130.

Il y a eu 125 évaluations ergonomiques de postes 
de travail accompagnées de recommandations 
d’amélioration, soit une hausse par rapport aux 65 
évaluations de l’année précédente. En outre, un 
nouveau service d’évaluation ergonomique des 
postes de télétravail à domicile a été proposé aux 
employés. Les autres activités en matière de santé 
et de sécurité comprenaient : 18 évaluations/ 
tests de qualité de l’air, 4 inspections de postes 
de travail, 155 examens auditifs et 12 projets 
d’évaluation du niveau de bruit.
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Programme d’aide aux employés (PAE)

Le PAE appuie les employés dans la gestion de 
problèmes personnels ou professionnels qui ont 
une incidence sur leur travail. Le programme 
soutient aussi les gestionnaires et les directeurs 
afin qu’ils s’occupent au plus tôt des problèmes 
personnels ou professionnels, de façon à 
accroître la probabilité d’une résolution rapide 
et satisfaisante qui tienne compte à la fois des 
besoins de l’employé et de l’employeur.

Pour cette année financière, le taux d’utilisation 
du programme a augmenté considérablement. 
Au total, il y a eu 525 nouveaux cas, soit 113 de 
plus que l’année précédente. Dans environ 74 % 
des cas, l’employé a pris l’initiative de participer 
au programme. On constate un plus grand 
pourcentage (68 %) de femmes, tandis que le 
nombre d’hommes qui sollicitent les services 
augmente de façon constante. Dans 4,5 % des 
cas, c’est l’employeur qui a dirigé l’employé vers le 
programme. 

Les problèmes prédominants ont été les suivants : 
17,5 % concernaient la famille et les enfants; 16 % 
étaient de nature conjugale ou relationnelle; 
15,2 % avaient rapport au stress ou à l’anxiété; et 
11,8 % étaient de nature professionnelle. 

Parmi les faits saillants de l’année il y a eu 
l’avènement de MieuxVivre, division de Ceridian 
Canada. MieuxVivre procure à tous les employés 
du gouvernement et à leur famille immédiate un 
accès bilingue, 24 heures sur 24, 7 jours sur 7, à un 
service de téléconsultation en dehors des heures 
normales de bureau. MieuxVivre est aussi en 
mesure d’organiser des rencontres de consultation 
face-à-face avec un professionnel choisi par 
l’employé qui travaille dans sa communauté. Les 
ressources en ligne de MieuxVivre sont aussi mises 
à la disposition des employés et de leurs familles. 

Une évaluation exhaustive du Programme 
d’aide aux employés a été effectuée par un 
consultant externe. L’évaluation a fait ressortir que 
comparativement aux autres programmes d’aide 
aux employés du secteur public canadien, le PAE 
de l’Î.-P.-É. obtenait des résultats favorables dans la 
plupart des catégories et supérieurs dans d’autres. 

Toutefois, il conviendrait d’accroître la promotion 
du programme et d’en améliorer la gestion 
opérationnelle.

 Le Programme de mérite pour l’innovation, un 
programme consultatif qui s’adresse aux employés 
et qui est coordonné par la Commission de la 
fonction publique, a été créé afin d’encourager et 
de récompenser l’innovation des employés au sein 
de la fonction publique. Il permet de reconnaître 
les employés et les équipes qui proposent des 
innovations qui, de façon considérable, réduisent 
les coûts gouvernementaux, améliorent le service 
à la population ou accroissent la sécurité ou le 
mieux-être au travail.

Le ministère du Tourisme et de la Culture a reçu 
la plaque pour le ministère dont les employés ont 
soumis le plus de suggestions :

De gauche à droite : Shane Fisher, président du conseil pour le 
Programme de mérite pour l’innovation et Melissa MacEachern, sous-
ministre du Tourisme et de la Culture.
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Le ministère de la Justice et de la Sécurité 
publique ainsi que le ministère des Finances et 
des Affaires municipales étaient à égalité pour ce 
qui est du ministère ayant le plus grand nombre 
d’employés dont les suggestions ont été mises en 
oeuvre.

De gauche à droite : Barrie Grandy, directeur, Services juridiques et 
judiciaires; Melissa MacEachern, sous-ministre, Tourisme et Culture;  
Shane Fisher, président du conseil pour le Programme de mérite pour 
l’innovation et Doug Clow, sous-ministre des Finances et des Affaires 
municipales.

 Le ministère des Services communautaires, des 
Aînés et du Travail a soumis deux suggestions 
et a reçu le prix ministériel pour sa soumission 
intitulée PEI Youth in Care.

De gauche à droite : Shane Fisher, président du conseil pour le 
Programme de mérite pour l’innovation et Sharon Cameron, sous-
ministre des Services communautaires, des Aînés et du Travail.    
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Premier’s Long-term Service Award Recipients
Récipiendaires des récompenses du Premier ministre 

pour longs états de service

La CFP organise et coordonne le programme de reconnaissance de longs états de service qui rend 
hommage aux employés qui comptent 20, 25, 30 et 35 ans de service ininterrompu au sein de la fonction 
publique provinciale. Le premier ministre Ghiz a organisé des déjeuners pour les 51 employés ayant 25 
années de service continu, les 42 employés ayant 30 années de service continu et les 27 employés ayant 
35 années de service continu. 

20 years / 20 ans

25 years / 25 ans

Le premier ministre Robert Ghiz et les récipiendaires des récompenses pour longs états de service, 20 ans.

Le premier ministre Robert Ghiz et les récipiendaires des récompenses pour longs états de service, 25 ans.
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30 years / 30 ans

35 years / 35 ans

Le premier ministre Robert Ghiz et les récipiendaires des récompenses pour longs états de service, 30 ans.

Le premier ministre Robert Ghiz et les récipiendaires des récompenses pour longs états de service, 35 ans.
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The Public Service Commission Role and Vision

Building a strong public service for all Islanders

The Prince Edward Island public service is recognized for its dedication in providing excellent 
programs and services to the residents of Prince Edward Island as well as colleagues and 
partners of the provincial public service.  

The PEI Public Service Commission strives to be a model employer which provides a safe and 
healthy work environment that promotes and supports learning, diversity, collaboration and 
innovation to successfully deliver human resource services

The PEI Public Service Commission (PSC)  provides human resource leadership and services that 
support public service excellence and capacity to deliver government’s programs and services.  
Through the Civil Service Act we are mandated to provide advice, assistance, programs and services in 
the following areas:

•	 human resource planning

•	 employer/employee relations

•	 employee and organization learning and development (including French language training and 
diversity programs) 

•	 human resource processes and systems (including staffing, classification, and payroll 
administration)

•	 human resource legislation, regulation, policy and collective agreements

•	  employee health, safety and well being 

We fulfill this mandate by working with commitment to deliver services which are timely, reliable, 
useful, and cost effective for both government departments and residents of PEI. 

Our work addresses factors that are impacting on the human resource capacity of the public service 
to support government’s goals and priorities.  The work reflects the vision of the Public Service 
Commission.
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Organizational Chart
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•	 Staffing and Recruitment

•	 Diversity Management

•	 Human Resource Planning

•	 Learning and Development

The Staffing and Human Resource Planning 
Division provides leadership and service delivery 
in the areas of recruitment, staffing, diversity 
management, human resource planning, as 
well as  learning and development initiatives.   
The division is also responsible for the French 
Language Training Program and the Employee 
Assistance Program under a temporary 
reorganization of the Commission.   However, for 
the purpose of the annual report, the overviews 
for these functions are provided according the 
formal Treasury Board organization structure, as 
presented in Section 2 of this report.

Staffing and Recruitment

Staffing services are provided to all government 
departments and Health PEI , in accordance with 
hiring practices outlined in legislation, various 
collective agreements, and policy.

The staff of this section are located in various 
centers across the province including: Access 
PEI sites in Summerside and Souris, the Prince 
County and Queen Elizabeth Hospitals.  The 
central office is located in the Shaw building 
within the provincial administration buildings 
complex, in  Charlottetown.  Staffing consultants 
assist employers in the selection of qualified 
staff using a process of candidate screening, 
testing (if required), interviewing, referencing 
and appointment.  They are also available to 
provide career advice and interview feedback to 
employees.

The selection process is based on the following 
principles:

•	 decisions are made on the basis of the merit 
principle of qualifications, relative ability, 
knowledge and skills;

•	 objectivity, fairness and consistency guide 
selection activity; and

•	 confidentiality must be maintained by all staff 
involved.

The staffing section operated at a high level of 
activity with a total of 2,293 competitions, 33,226 
applicants and 2,621 appointments to positions 
within both the Civil Service and Health PEI.  
Approximately 80% of this activity is within the 
health sector.  Report section 6.7 presents the 
2010-2011 Staffing Statistics in detail.

In addition to regular staffing, there were a 
number of government initiatives that increased 
the workload  of this section.  First,  the Seasonal 
Hiring Center function was moved from the 
Public Service Commission to the Department of  
Fisheries, Aquaculture and Rural Development. 
This facilitates a closer alignment between 
rural development and government’s  seasonal 
employment hiring. Second, Government 
announced the relocation of two departments: 
the Department of Education and Early Childhood 
Development moved to Summerside, while the 
Department of Fisheries, Aquaculture and Rural 
Development moved to Montague. The  Public 
Service Commission was involved in various 
initiatives to assist relocating staff.

 

3.0 Divisional Reports

3.1 Staffing and Human Resource Planning Division
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Diversity Management

In 2010, the PSC continued to work with 
departments and agencies in developing and 
implementing many diversity programs and 
initiatives. 

The current diversity policy was reviewed and 
revised by working closely with senior managers 
and human resource staff. In addition, other 
programs such as diversity training, recruitment, 
recognition and promotional activities had 
a very positive influence in promoting and  
building a public service that values diversity and 
inclusiveness.

The PSC and the Provincial Diversity Advisory 
Committee met with senior management teams 
on the Diversity Policy Review and departmental 
diversity planning. Advice and assistance was also 
provided to departments on human resource and 
business planning.   

The PSC assisted and played a leading role with 
departments scheduling and delivering the 
diversity training modules. Report section 6.10 
presents the number of departmental employees 
who attended diversity training.

The PSC Diversity Consultant also delivered 
training sessions and presentations to other 
advocacy groups and management teams. 
Guest speakers were invited from organizations 
representing Aboriginal groups and organizations 
representing persons with disabilities.
 
Diversity implementation continues to feature 
prominently on the agenda of various advisory 
boards, steering committees and working groups. 
During the year, the Diversity Consultant was 
actively involved with the following committees, 
providing input and discussing diversity related 
strategies:

•	 PEI Diversity Advisory Committee  
•	 Gender-Based Analysis Advisory Committee
•	 PEI Population Network                                                
•	 Disability Action Council
•	 PEI International Friendship Association 
•	 Aboriginal Employment Initiatives 
•	 Stratford Town Diversity and Inclusion 

Committee

•	 Provincial Working Group on Canada’s 
Country Report on UN Conventions

•	 Diversity and Aboriginal Education Standing 
Committee

•	 Asian Heritage Month Organizing 
Committee

There was a significant increase of diversity group 
members seeking employment assistance due in 
large part to the increasing immigrant population. 
The PSC continued to manage the Diversity 
Inventory of individuals from designated diversity 
groups. This inventory has been used to match 
qualified candidates for placement opportunities 
and increase the under-represented diversity 
members in the public service. By the end of year 
there were more than 500 registered candidates 
seeking potential employment opportunities 
within the public service.

A cultural diversity presentation, “Showing Our 
Heritage and Celebrating Our Diversity”, took place 
during the 2010 PEI Public Service Week. Over 500 
employees attended the presentation and cultural 
display.

The annual diversity theme calendar was launched 
to recognize the growing diversity in today’s public 
sector workforce. The calendar was distributed 
to employees and partnering organizations as a 
way of promoting the value of diversity in today’s 
workplace. 

Left to right Aidan Sheridan, Premier Robert Ghiz, Thilak Tennekone

The 2010 Annual Premier’s Awards for Diversity 
Leadership were presented to Robert Kenny 
(Dept. of Finance and Municipal Affairs) Luanne 
Gallant (Dept. of Community Services, Seniors, and 
Labour) and Pam MacKinnon (Community and 
Correctional Services, Justice and Public Safety).
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Human Resource Planning

In December 2009 the Deputy Ministers 
Council approved a Corporate Human Resource 
Plan.  The  plan responds to the critical human 
resource issues that are facing the public 
service which include: current labor force and 
public service work force demographics, the 
importance of employee engagement for 
retention, the need for ongoing learning and 
development of employees, increasing client 
expectations for complex and diverse services, 
and the shortage of human resources to meet 
expectations.  The  plan includes integrated 
strategies which effectively create a succession 
management framework for the public service. 

In June 2010 the Clerk of Executive Council 
requested that all departments develop human 
resource plans for the next two to three year 
period. Departments were expected to develop 
human resource plans by the end of the 2010 
calendar year.  Departmental plans were to 
reflect the Corporate Human Resource Plan 
priorities while taking into account departmental, 
operational realities and priorities.  The Public 
Service Commission Business and Human 
Resource Plan was completed with participation 
by all staff and consultation with departments. 

The PSC developed and distributed an HR Planning 
Toolkit to all deputy ministers and human resource 
managers.  The toolkit provided tips and tools for 
conducting a human resource planning process 
as well as specific departmental demographic 
information. In addition the PSC led working 
meetings where human resource managers 
could share planning practices and information.   

As a result of the planning activities, the PSC 
focused resources on activities associated with 
the retention of employees, particularly employee 
engagement,  and the development of a learning 
culture.  The learning and development activities 
are described in the next section of this report.   

•	 Second Employee Engagement Survey  

Research and experience demonstrates that 
the degree of employee engagement is linked 
to the retention of employees as well as 
improved organization results. Recognizing this 
important link,  Prince Edward Island joined 
the Employee Engagement Inter-jurisdictional 
Team (EEIT) in February 2008.  From its inception 
in 2006 participating jurisdictions have shared 
their knowledge and expertise in developing 
useful research tools and practical processes.  
Jurisdictions worked together to develop a 
methodology for bench marking as well as a 
protocol for pooling and sharing results in a 
confidential manner. In 2010-2011 there were 
eleven jurisdictions that used a common employee 
engagement model with common questions. 

In 2010, the PSC led the second  employee 
survey initiative with human resource manager 
representation from all civil departments.  The 
Department of Health did not participate due 
to accreditation requirements.  The 2008 survey 
was updated to reflect new corporate and 
departmental priorities.  The survey included the 
19 core questions developed by the EEIT model 
as well as an additional 20 questions to reflect 
PEI’s workplace and particular areas of interest 
to departments.  An additional four questions 
were included to investigate the degree of 
representation within the Civil Service for the four 
diversity categories areas: Aboriginal, persons 
with disabilities, members of a visible minority 
and non-traditional gender occupations. 

In May 2010,  permanent staff were invited 
to participate in the employee survey.  In 
most cases staff were invited to participate by 
completing an on-line survey.  Paper surveys 
were provided to staff who did not have easy 
access to a computer and/or the Internet.  The 
response rate was 45%, a  decrease of 12% 
from the 2008.  However, the overall employee 
engagement index rose from 71 to 75.8.  
Although there is a wide variance in results across 
departments, there was a small overall increase 
in engagement indices for all departments.   
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The Deputy Ministers Council determined that 
strategies to respond to the results were to be 
developed within departments, with support 
from the PSC. Departmental action plans were 
to build on the work that was started as a result 
of the 2008 survey. That work was rooted in 
human resources practices which are known to be 
foundational for high performing organizations: 
regular performance management discussions 
with employees, learning and development 
opportunities and career development. 

•	 Student and Intern Engagement

Throughout this year the PSC continued to 
actively support the interns that were hired 
through a Canada-Prince Edward Island Labour 
Market Agreement in 2009/2010.  Training 
opportunities were planned for the interns and 
a human resource café was provided where the 
interns were introduced to the many human 
resource functions, supports and benefits that are 
available to public service employees. 

During the summer, one intern and two 
summer students were employed with the 
PSC which enabled the PSC to do several 
proactive recruitment and retention projects.  
These projects also provided valuable work 
opportunities to the students. 

The PSC public website was remodeled and 
updated to present a new look which improved 
access to information and made applying for 
employment with the public service easier for 
applicants.

 A student planning committee was struck to link 
students across departments and to demonstrate 
planning and working collaboratively within 
government.  For example:

•	 several student social events were hosted; 
and

•	 an extensive two day career showcase 
was developed to demonstrate the many 
career and work opportunities within 
government.  This event was open to all 
students, interns and employees to assist 
in recruitment, retention and potential 
transitions when many public service 
employees retire. 

 

•	 Human Resource Metrics

The Corporate HR Planning Consultant continued 
to represent Prince Edward Island on the Inter-
jurisdictional HR Metrics and Measures Working 
Group (IMMWG).  By the fall of 2010, the working 
group was able to report on 25 common human 
resource measures/metrics and to demonstrate 
trends for some measures/metrics that have 
been reported since 2006/2007.  These measures/
metrics enable the participating  jurisdictions 
to compare themselves against these indicators 
of HR performance and share best practices 
information.  The final report was presented at 
the annual meeting of Chief Executive Officers of 
Public Service Commissions from across Canada. 

Learning and Development

The learning initiatives delivered during 
the 2010/2011  fiscal year  demonstrate the 
importance and corporate commitment to 
learning and development for employees.

•	 Learning in Partnership with Ceridian 
Canada

Government entered a new contract with 
Ceridian Canada to provide training and skills 
development opportunities for members of the 
public service.  The contract extends for a five 
year period, including an agreement for the 
development of a statement of work prior to the 
beginning of each learning year.  The 2010/2011 
statement of work included:

•	 13 cohort groups in a range of subjects that 
are relevant for leadership and management 
development, succession planning, retirement 
lifestyle planning as well as the engagement 
and retention of employees;

•	 200 e-learning licences were strategically 
issued to employees;

•	 40 training days were available as either half 
or full day sessions on many topics;

•	 20 customized days were provided with 10 
days allocated to the civil service and 10 to the 
Health sector;

•	 10 certification days for non-clinical staff 
for CPR, WHIMIS and Non-Violent Crisis 
Intervention;
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•	 Programing for Health Cerification included:

•	 85 days of training for  WHIMIS, CPR and CPR 
re-certification ; and

•	 15 training days for Non Violent Crisis 
Intervention.

The one year statement of work  was managed by 
the Public Service Commission.  

•	 Retirement Preparation

Several programs were continued to prepare for 
the large number of retirements from the public 
service in the near future.  These programs are 
intended to increase adaptability and develop 
public service excellence during the significant 
change and transitions that will occur during the 
next three to five years. 

The PSC continued to offer the three part 
Retirement Program which provides employees 
with information about the emotional, wellness 
and financial aspects of the transition to 
retirement.  This program is delivered as a 
partnership among the PSC, Canadian Revenue 
Agency, Service Canada, and private sector 
specialists.   

•	 Insights Discovery

Insights Discovery is a powerful learning system 
to help individuals better understand themselves 
and develop effective interactions with others. The 
Insights Discovery Profile introduces a common 
language within the organization that can help to 
improve interpersonal skills, team performance, 
and leadership. Insights Discovery has been used 
by teams within Government since 1999.  During 
this reporting period,  270 employees  participated  
in debriefing sessions that were delivered by 
seven Insights accredited facilitators who work 
with the public service.  This was down from 392 
profiles for the previous year due to the removal of 
Insights from the Ceridian leadership development 
program.

      

•	 Leadership Development

The UPEI Public Sector Leadership Program was 
developed in partnership with the Public Service 
Commission, other public sector organizations and 
the University of Prince Edward Island (UPEI).  The 
program consists of nine, two day workshops over 
a nine month period.  The workshops are designed 
to increase self-knowledge about leadership 
styles as well as to provide current theory and 
practical applications around critical components 
of leadership such as ethics, communications, 
strategic thinking and decision making.  The 
program is delivered by local, regional and 
national experts in the various leadership areas 
and the public service.   This year 15 provincial 
employees were sponsored for the program and a 
call was issued for the next fiscal year cohort.   

•	 Orientation to Public Service

In February 2011, a new one day orientation 
program was delivered to employees who joined 
the public service within the past twelve month 
period.  Although departments provide orientation 
to new employees, this was the first corporate 
orientation program since 2005.   The program 
consists of a tour of the Legislature, a description 
of how government works, presentations as well as 
discussions with senior public service employees 
on public service values.  Information about 
human resource benefits available to employees 
are presented and discussed by the subject expert.   

•	 Inter-jurisdictional partnerships

Throughout the year the PSC represented the 
province at two federal inter-departmental tables 
that develop learning opportunities for public 
service employees.  The partnership with the 
National Managers Community, PEI region, and 
the Inter-governmental Learning Committee has 
yielded the delivery of well received learning 
workshops such as “Coaching: Changing the 
Conversation” and the annual Leadership Form.   
Similarly the PSC continued to participate on an 
inter-jurisdictional committee that focuses on 
Leadership Development and Career Paths. 
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Evaluations of the all the learning initiatives are 
done on an ongoing basis.  Feedback indicated 
that overall the opportunities met the needs 
of employees.  In some instances, curriculum 
will be revised to better reflect public service 
requirements.

In the third and fourth quarters the CEO, the two 
PSC Directors and the HR Planning Consultant met 
with the leadership team for each department 
to discuss the effectiveness of the current 
learning opportunities and the learning needs 
to meet operational requirements.  The Planning 
Consultant also held eight representative focus 
groups with employees.  Also a brief online 
and paper survey  yielded 170 responses from 
employees reporting their learning needs and 
interests.  All of this information was compiled to 
inform the planning for the 2011/2012 learning 
year.
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•	 Corporate Services

•	 Corporate Services (including Training and 
Development Funds)

•	 Systems and Administration (including 
Payroll Administration)

•	 French Language Training

This section provides leadership and guidance to 
all divisional initiatives and activities including the 
development and management of the PSC budget. 
Advice is also routinely provided on a range of 
financial and administrative related matters.

Updates to the Human Resource Policy and 
Procedures Manual continue to be coordinated  
by the section. The Human Resource Policy and 
Procedures Manual is accessible to staff through 
the intranet and internet.

The section coordinates the Human Resource 
Managers’ Group meetings on a monthly basis 
to exchange ideas, communicate information 
relating to ongoing initiatives, provide input to 
policies and procedures as well as discuss human 
resource issues.  This working group is highly 
valued as a networking and communication 
vehicle within government.  It is the focal point for 
the development and implementation of human 
resource initiatives. 

This section along with the Systems and 
Administration section provides administration 
services to both the Excluded and Union of 
Public Sector Employees (UPSE) Training and 
Development Funds. These funds continued to 
be a popular avenue for employees to access 
learning opportunities. These funds, $300,000, 
for the unionized fund and $100,000 for the 
excluded employees, are available to individuals 
and employee groups.  The funds are meant to 
foster career development and ultimately improve 
service delivery to Islanders. Each fund has a 
representative approval committee in place with 
administrative support from this section.  The 
following table presents the application activity for 
both funds.

3.2 Corporate Services

Training and Development Funds Application Activity Summary

Application Status Unionized Fund Excluded Fund
Application Approved 492 174
Application Denied 8 3
Application Withdrawn 48 19
Application Not Eligible 3 0
Lack of Funds 0 4
Total Applications Submitted 551 200
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Systems and Administration 
(including Payroll Administration)

The Systems and Administration unit provides a  
variety of services to the Civil Service, Education 
and Health sectors as well as to the internal staff of 
the Public Service Commission.   Services include:

•	 managing payroll for Health  PEI , the 
three School Boards and the Civil Service 

•	 managing the Human Resources 
Management System for the Civil 
Service, Education and Health sectors 

•	 providing advice and assistance on 
human resource technology initiatives 

•	 providing advice on administration 
of the collective agreement between 
government and the Union of Public 
Sector Employees and Public Service 
Commission administration

•	 reporting on human resource and 
payroll data. 

Regular meetings are held with Civil, Education 
and Health sector user groups to ensure processes 
and systems meet the needs of the various 
organizations. 

The Public Service Commission led the corporate 
initiative to upgrade and implement the Payroll 
and Human Resource Management System.  
Implementation of the Human Resource 
Management System and Payroll into the three 
School Boards occurred in May 2010. The project 
was completed in September 2010 after a period 
of support for the School Boards.  All public 
service organizations are now operational on the 
PeopleSoft Human Resource Management System. 

Systems and Administration continues to support 
the various divisions of the Public Service 
Commission and departments to find technical 
solutions which will assist in the improvement of 
human resource processes.  

The Public Service Commission partners with the 
Information Technology Management Group of 
the Department of Finance and Municipal Affairs 
in the delivery of an employee self-service system.  
It provides employees online viewing of their 
personal, pay and leave information.  

In addition, a number of management reports 
were added to the system to assist managers 
and supervisors in the management of their 
employees.  

French Language Training 

The province negotiated a third contract 
with Collège Acadie Î.-P.-É. for the delivery of 
French courses at beginner, intermediate and 
advanced levels.  The program emphasizes oral 
communication skills and continues to be well 
received by employees.  An addition to the 
contract provided  maintenance type courses for 
employees who are already bilingual.  A total of 
214 employees were enrolled over three semesters 
between April 2010 and March 2011.  Employees 
attend the training  free of charge.   

The average time commitment per course is 
33 hours over a total of 11 weeks, with most 
employees attending on personal time. Collège 
Acadie Î.-P.-É., delivered a total of 46 courses in 
Charlottetown, Summerside, Montague and 
Deblois.      

The French Language Training Program continued 
to operate the Bilingual Employee Network, 
sending out a monthly bulletin  with tools, tips 
and activities for the active maintenance of  French 
language skills.  For this reporting period, 175 
employees were registered in the network  

In addition to the bulletin,  French Language 
Training organized informal lunches at various  
work sites, giving French speaking employees an 
opportunity to meet one another and converse in 
French. 

Another service provided by this unit is 
French language oral proficiency assessment.  
Approximately 40 assessments were done 
throughout the year for new employees who self-
identified in their application for employment as 
well as employee re-assessments and requests 
from staffing officers. 

French Language Training  maintains a database 
of bilingual employees in provincial government.  
At this time there were 71.7 designated bilingual 
positions throughout the civil and health sectors 
of government.  Approximately 200 employees 
have intermediate to advanced levels of spoken 
French, and are willing and able to provide some 
level of service to the French speaking public. 
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•	 Labour Relations

•	 Classification

•	 Occupational Health and Safety

•	 Employee Assistance Program

Labour Relations

Labour Relations  provides a variety of services on 
human resource issues.  These services include:

•	 representing the Public Service Commission 
in collective bargaining within the public 
sector

•	 providing assistance on the administration 
and interpretation of the collective 
agreement between the Government and 
the Union of Public Sector Employees

•	 developing and implementing, with the 
assistance of government departments, 
policies and programs consistent with 
organizational needs 

•	 providing education on modern labour 
relations practices  

•	 administering the cross-sectoral labour 
relations contract with Human Resources 
Associates Inc. 

During the fiscal year 2010 - 2011, the collective 
bargaining process continued for nine of the ten 
public sector agreements.  A freely negotiated 
agreement was reached with one public sector 
bargaining unit while the remaining agreements 
were reached through mediation or arbitration. 

Classification Section

The purpose of job classification is to determine 
the relative worth of jobs, based on the described 
duties and responsibilities of one position 
compared to the next position within the 
organization. The classification tool used is the 
Willis Position Evaluation System.  This system was 
adopted by the PSC through a joint committee 
of union and management representatives in 
1990.  The use of this system is fundamental to 
the employer’s commitment to compensate 
employees fairly and equitably for the work they 
do.

To this end, the Classification Section is 
responsible for the development, maintenance 
and administration of the job evaluation process, 
as well as the classification plan which establishes 
the framework for salary negotiations. The section 
also provides advice on organizational design and 
compensation.

Classification services are provided to all 
departments of government in accordance with 
the  Civil Service Act. In addition, these services 
are  provided to Health PEI, the regional School 
Boards, PEI Liquor Control Commission,  PEI 
Business Development Inc under the Department 
of Innovation and Advanced Learning, as well as 
other crown corporations and agencies.

Approximately 340 classification reviews were 
conducted during the year. Of the classification 
reviews completed, 40% or 132 were for 
incumbered positions, with 95 positions being 
vacant and 111 new or temporary positions being 
classified.  

The Classification staff participated in 15 appeal 
hearings during 2010/2011. This is a 100% increase 
in appeal requests over the previous year. Of 
these appeals, 5 were upheld by the Classification 
Appeal Board and returned to the PSC for re-
evaluation, 8 were denied and 2 were withdrawn. 

There is an emerging trend for departments to 
submit one position questionnaire  for a series of 
positions performing the same role.  To increase 
effectiveness and efficiency, the PSC works 
with the departments to meet with designated 
representatives of the entire group.  This 
streamlines the initial stages of the review process.   
Also, the classification review process is becoming 
more  time consuming due to an increase in 
the number of meetings and discussions with 
department representatives  prior to issuing the 
final classification recommendation. Even with 
additional discussions, there was an significant 
increase in classification appeals.  Report Section 
6.8 presents the summary of the Jobs Classification 
Activity Summary. 

3.3 Classification and Employee Relations Division



Page 30 Public Service Commission Annual Report 2010 - 2011

The division continued to partner in the Atlantic 
Benchmark Project.  This project was established 
in 2002/2003 to facilitate information sharing 
on job classification.  All four Atlantic Provinces 
participate in the project on an ongoing basis. 

There were 4 permanent and 2 temporary 
classification officer positions within the 
Classification Section.   

Occupational Health and Safety Section 

The Occupational Health & Safety (OHS) Section 
of the Public Service Commission was very 
active during this fiscal year.  All Occupational 
Health & Safety Committees were reviewed 
and membership updated. Report Section 6.9 
presents the service summary by department. 
This summary resulted from the development of 
a process for collecting and reporting OHS work 
within the departments.   

The pilots for the  Noise Control and Hearing 
Conservation Programs which were developed 
for two sites in the previous year were improved 
considerably by equipment testing and report 
writing to provide additional documentation for 
the programs.

A total of 713 employees attended 
training sessions on:  OHS Committees and 
Representatives, WHIMIS, Workplace Inspections/
Accident Investigations, General Safety Awareness, 
Safety for Young Workers, Back Care, Hearing 
Education, Confined Space Awareness, and Fall 
Protection Awareness.  This is a significant increase 
from the previous year when 339 employees 
attended training sessions.  Customized 
training sessions continue to be popular with 
departments.  Improvement was made to the 
back care education module which is delivered in 
partnership with Wellness Works. 

The were 34 workplace accidents resulting in time 
lost from work.  This is an increase from 2009/2010 
when there were 30 accidents resulting in time lost 
from work.  There were 130 employee incidents 
reported with no time lost from work.

There were 125  work station ergonomic 
assessments completed with recommendations 
made for improvements, an increase from 65 
assessments last year.  New this year were home 
telework ergonomic assessments.

Other OHS activities:

    Indoor Air Quality assessments/tests: 18 

    Workplace Inspections:     4 

    Hearing Tests:                                                      155

    Noise Level Testing:    12*

(*The Noise Level Testing statistic indicates the 
number of sites visited but does not give the 
number of equipment pieces tested; 

A new brochure was developed and circulated to 
provide information on OH&S services and contact 
information. The OH&S  web page was improved 
and resource materials continue to be provided to 
departments upon request.   

 Working with the department managers, we 
assisted 27 employees who were returning 
to work: 6  from sick leave, 14 from Workers 
Compensation Board leave and 4 from long-term 
disability leave.

This year 27 employees applied for longterm 
disability. Of that number, 21 applications were 
approved and 6 were denied as compared to the 
previous fiscal year when 15 applications were 
approved and 12 denied.

Employee Assistance Program

The Employee Assistance Program (EAP) was 
established in the early 1990’s and has been 
embraced by employees, managers and 
department leaders throughout the Civil, Health 
and Education sectors. 

The program continues to function under the 
direction of the EAP Joint Advisory Committee 
with representation from both management 
and unions. The committee’s role is to promote 
EAP in the workplace, to assess the program’s 
effectiveness and to provide suggestions to 
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continually improve program delivery. Committee 
membership changes on a regular basis  to keep 
the program fresh and energized.

The EAP program assists employees in dealing 
with personal or work related issues which 
affect their work life. The program also supports 
managers and directors in addressing personnel 
and work related problems at an early stage to 
increase the likelihood of an early and satisfactory 
resolution that meets both the individual’s and 
employer’s needs.

In the fall of 2010 there was an opportunity for 
the existing EAP to partner with the LifeWorks 
component of Ceridian Canada.   In February the 
new EAP  including  LifeWorks, was introduced 
to employees and their families. LifeWorks 
provides 24/7 bilingual access for all government 
employees and their immediate families whereby 
they are able  to access a counsellor via  tele-
counseling after hours.   LifeWorks  also has the 
ability to organize face-to face counseling service 
with a professional of the employee’s choice, who 
works within the community.

The LifeWorks web-site contains a wealth of 
helpful information and tools which pertain and 
respond to most, if not all, areas that may have an  
impact on an employee’s life. While the uptake was 
initially slow,  there is more formal launch planned 
for the fall of 2011. 

Another major initiative undertaken by the PSC 
was  an evaluation of the Employee Assistance 
Program. The last evaluation was conducted in the 
late 1990’s.  A request for proposal process yielded 
the Atlantic Evaluation Group (AEG) to manage 
and conduct the evaluation project.  The three 
month project included an on-line survey of all 
employees, supervisors and managers within the 
provincial public sector. Survey invitations were 
sent via email and paper cheque stub inserts. In 
addition, the evaluators met with stakeholders of 
the service including Human Resource Managers, 
EAP Advisory Committee members and other key 
informants from the PSC. The general outcome 
was very positive. 

Some of the key evaluation findings are listed 
below.

•	 Survey respondents indicated that 
confidential counseling may have helped 
them (39%) or a family member (47%) deal 
with an issue in the past three years. 

•	 There was a high level of awareness of 
the EAP program (86%) and that it offers 
confidential counseling for employees 
(84%). 

•	 There was lower awareness that family 
members are also eligible to receive 
counseling (41%).

•	 There was a high level of awareness of 
the voluntary nature of the program, the 
confidentiality of the service, and that EAP is 
not a disciplinary measure. However, there 
were some perceived concerns by a small 
minority of non-users of counseling services 
regarding confidentiality and potential 
impact on job promotion.

•	 29% of survey respondents used individual 
counseling in the past 10 years.

•	 There was high satisfaction (92%) with EAP 
individual counseling among those using 
those services. 

•	  91% of those for whom it was applicable 
indicated that EAP counseling helped them 
complete their work duties.

In summary, in comparison to other public sector 
employee assistance programs across Canada,  
the PEI EAP program performs favourably in most 
categories and exceeds in others.  There is a need 
to increase promotion of the program and the 
operational management of the program. 

For this fiscal year, the utilization rates for the 
program increased substantially over the past year 
with a total of 525 new  cases.  This is 113 more 
new cases than the previous year.  Approximately 
74% were self-referrals, with a larger percentage 
being female (68%) while the number of males  
accessing the services is steadily increasing.  
4.5% of referrals were employer initiated.  The 
predominant presenting problems are as follows: 

•	  17.5% were family and children  issues; 

•	  16% were marital and relationship concerns:

•	  15.2% were related to stress/anxiety; and  

•	  11.8.% were job /career issues.  
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The PEI  Public Service Commission (PSC) supports 
government efforts to build bilingual capacity in 
response to departmental human resource needs 
flowing from the French Language Services Act.   

There are approximately 160 bilingual employees 
in government, including employees in the 
health sector.  The ratings for spoken French are 
maintained in a database maintained by French 
Language Training.  Employees are invited to 
renew  their assessment every two years.  The 
information is available to human resource 
managers to assist them in accurately identifying 
bilingual capacity within their organization.  

There are 71.7 full time equivalent bilingual 
positions across government.  In the current year, 
18 bilingual positions were staffed.  While staffing 
a bilingual position, the bilingual database is 
often  consulted  to see if there is a current rating 
for an individual.  When there is no rating, the 
candidate is referred to French Language Training 
for assessment.  

The Public Service Commission invites new 
employees who identified French as a skill on 
their employment application, to have a formal 
assessment of their spoken French. The employees 
who come forward, are invited to participate in the 
Bilingual Employee Network and are told about 
supports and French training available to them.   

For a third year, the Province contracted Collège 
Acadie Î.-P.-É. to deliver beginner, intermediate and 
advanced French language training to provincial 
government employees.  A total of 214 employees 
from  all government departments, including 
the health sector, participated over the three 
semesters.

In anticipation of  future bilingual human 
resource needs, the PSC worked with Acadian and 
Francophone Affairs, HR managers and internal 
staff  to better identify and monitor bilingual 
positions in the system.  A consistent process 
around the staffing of  bilingual positions was 
drafted for inclusion in the Human Resources 
Policy and Procedures Manual.     

In conclusion, the Public Service Commission on-
line and print job applications are published in 
both official languages and postings for bilingual 
positions are advertised simultaneously in both 
languages.  Publications such as the diversity 
calendar, a pamphlet promoting staffing services, 
and a department career showcase document 
was published in both languages.  Portions of 
the Public Service Commission website were 
translated.   

There are five bilingual positions in the Public 
Service Commission: a staffing officer, three  
administrative support workers, and the manager 
of the French Language Training Program.

 

4.0 PEI Public Service Commission 
and the French Language Service Act

Progress Summary 2010-2011
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La Commission de la fonction publique de l’Î.-
P.-É. appuie les efforts du gouvernement dans 
le renforcement de la capacité bilingue afin de 
répondre aux besoins des ministères qui découlent 
de la Loi sur les services en français en matière de 
ressources humaines.    

Il y a environ 160 employés bilingues au sein 
du gouvernement, incluant les employés du 
secteur de la santé. Les notes par rapport au 
français parlé sont maintenues dans une base 
de données par le personnel du Programme de 
formation linguistique en français. Les employés 
sont invités à faire réévaluer leurs compétences 
chaque deux ans. Ces renseignements sont offerts 
aux gestionnaires des ressources humaines pour 
les aider à constater avec exactitude la capacité 
bilingue de leur organisme.  

Il y a 71,7 postes bilingues équivalents temps plein 
dans l’ensemble du gouvernement. Au cours de 
la présente année, 18 postes bilingues ont été 
pourvus. En dotant un poste bilingue, la base 
de données des employés bilingues est souvent 
consultée pour voir si un employé en particulier 
a une note actuelle. Lorsqu’il n’y a aucune note, 
le candidat est dirigé vers le Programme de 
formation linguistique en français pour être évalué.  

La Commission de la fonction publique invite les 
nouveaux employés qui ont affirmé connaître le 
français sur leur formulaire de demande d’emploi 
à faire évaluer leur français parlé. Les employés 
qui s’y intéressent sont invités à se joindre au 
réseau des employés bilingues et sont informés 
des services de soutien et des cours de français qui 
sont à leur disposition.   

Pour une troisième année, la province a sous-
traité le Collège Acadie Î.-P.-É. pour livrer des 
cours de formation linguistique en français de 
niveaux débutant, intermédiaire et avancé aux 
employés du gouvernement provincial. Un total 
de 214 employés de l’ensemble des ministères du 
gouvernement, incluant le secteur de la santé, y 
ont participé sur une période de trois trimestres.

La Commission de la fonction publique a travaillé 
avec le Secrétariat aux affaires acadiennes et 

francophones, les gestionnaires des ressources 
humaines et les employés à l’interne pour mieux 
déterminer et surveiller les postes bilingues dans 
le système, en prévision des besoins futurs en 
matière de ressources humaines. Un processus 
systématique de dotation des postes bilingues 
a été élaboré pour être inclus dans le manuel de 
politiques et procédures des ressources humaines.     

En conclusion, les formulaires de demande 
d’emploi de la Commission de la fonction 
publique sont imprimés et affichés dans les 
deux langues officielles, et les postes bilingues 
sont annoncés simultanément dans les deux 
langues officielles. Des publications telles que le 
calendrier de la diversité, le dépliant sur le Service 
de dotation et un document sur le Salon des 
carrières ministérielles ont été publiées dans les 
deux langues officielles. On a aussi fait traduire 
certaines parties du site Web de la Commission de 
la fonction publique.    

Il y a cinq postes désignés bilingues à la 
Commission de la fonction publique : un poste 
d’agent de dotation, trois postes de soutien 
administratif, ainsi que le poste de direction du 
Programme de formation linguistique en français. 

5.0  La Commission de la fonction publique de l’Î.-P.-É. 
et la Loi sur les services en français
Rapport récapitulatif 2010-2011
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6.1 Public Service Commission Budget

Public Service Commission Expenditures and Revenue

     
 

Division
Unaudited

Actual
2010/2011

Budget
Revised

2010/2011

Budget
Estimate
2010/2011

Expenditure Budget
 Management $ 243,090 $ 235,900 $ 235,900
 Classification and Employee Relations 2,091,739 2,096,100 2,081,100
 Staffing and HR Planning 1,933,812 1,894,800 1,894,800
 Corporate Services 1,265,956 1,350,200 1,365,200

Total PSC Expenditures $      5,534,597 $             5,577,000 $              5,577,000

Revenue Budget
 Management $                    0 $                           0 $                             0
 Classification and Employee Relations 60,000 60,000 60,000
 Staffing and HR Planning 506,843 506,300 506,300
 Corporate Services 97,728 97,000 97,000

Total PSC Revenue $ 664,571 $ 663,300 $ 663,300
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6.2 Civil Service Establishment

Department/Agency Exec
Division

Classified Division Casual
Division

Total All
Divisions

Employees Vacant Positions

FT EXL FT PT EXL PT Total FT PT Total Total
Agriculture 1 80 9 7 0 96 13 0 13 36 146
Justice & Public Safety 1 239 53 45 0 337 19 7 26 109 473
Employment Development Agency 0 3 0 1 0 4 0 1 1 1 6
Executive Council 5 7 13 0 0 20 9 0 9 7 41
Environment, Energy and Forestry* 1 124 9 40 0 173 11 4 15 17 206
Fisheries, Aquaculture and Rural 
Development

1 65 5 4 0 74 10 1 11 17 103

Health and Wellness 1 41 14 3 0 58 12 0 12 16 87
Liquor Control Commission 1 91 7 30 0 128 13 25 38 115 282
Finance and Municipal Affairs 2 262 53 2 1 318 46 3 49 99 468
Public Service Commission 1 0 43 0 2 45 8 1 9 8 63
Community Services, Seniors and 
Labour

1 275 41 19 0 335 9 5 14 146 496

Tourism and Culture** 1 87 12 102 0 201 8 13 21 111 334
Transportation and Infrastructure 
Renewal

1 352 19 195 0 566 36 40 76 192 835

Total March 31, 2011 19 1728 294 449 3 2474 208 101 309 948 3750
Total March 31, 2010 21 1736 304 454 2 2496 201 88 289 861 3367
Difference -2 -8 -10 -5 1 -22 7 13 20 87 83

Legend: FT = Full-time    EXL FT = Exlcuded Full-time   PT = Part-time   EXL PT = Excluded Part-time
*includes Energy Corporation
**includes Tourism PEI
Note: The Auditor General’s Office is now under the Audit Act as opposed to the Civil Service Act 
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6.3 Age Profile for the Classified Division Civil Service

Age Male Female Total Percentage of Total

Under 25 4 6 10 0.4
25 - 29 22 42 64 2.6
30 - 34 72 113 185 7.5
35 - 39 139 147 286 11.6
40 - 44 144 169 313 12.6
45 - 49 202 218 420 16.9
50 - 54 259 255 514 20.8
55 - 59 237 185 422 17.1
60 - 64 124 85 209 8.4
Over 65 39 12 51 2.1

Total 1242 1232 2474 100.0%
Average Age 49.5 47.3 48.4
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6.4 Length of Service Profile, Classified Division Civil Service

Service Male Female Total Percentage of Total

< 2 46 48 94 3.8
2 - 5 142 170 312 12.6
6 - 10 346 299 645 26.1
11 - 15 250 262 512 20.7
16 - 20 112 114 226 9.1
21 - 25 159 177 336 13.6
26 - 30 94 71 165 6.7
31 + 93 91 184 7.4

Total 1242 1232 2474 100.0%
Average Years 
of Service

14.9 14.7 14.8
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6.5 Separations, Classified Division Civil Service

Reason Male Female Total

Retirement 30 35 65
Resigned 23 21 44
Dismissed 0 0 0
Deceased 4 0 4
Lay-off 2 0 2
Transferred to Affiliate (Health) 1 5 6

Total 60 61 121
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6.6 Departmental Profiles, Classified Division Civil Service

Department Male Female Total

Agriculture 48 48 96
Justice and Public Safety 147 191 338
Innovation and Advanced Learning 10 54 64
Education and Early Childhood Development 9 46 55
Employment Development Agency 2 2 4
Executive Council 3 16 19
Environment, Energy and Forestry 116 57 173
Fisheries, Aquaculture and Rural Development 18 56 74
Health and Wellness 17 41 58
Liquor Control Commission 169 149 318
Public Service Commission 7 38 45
Community Services, Seniors and Labor 82 253 335
Transportation and Infrastructure Renewal 466 100 566
Tourism and Culture 88 113 201

Total 1242 1232 2474
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6.7 Staffing Statistics

Government Health Sector Total
Competitions
Internal Competitions 352 1,836 2,188
External Competitions 29 58 87
Internal and External Competitions 6 12 18
Total Competitions 387 1,906 2,293

Number of Applicants 7,308 25,918 33,226

Appointments
Permnent Appointments 279 996 1,275
Temporary and Casual Appointments 163 1,183 1,346
Total Appointments 442 2,179 2,621
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6.8 Job Classification Activity Report

Location Positions Classified
PEI Civil Service 176
Health Sector 140
Education Sector 6
PEI Liquor Control Commission 13
Other 3
Total 338
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6.9 Occupational Health and Safety Services Statistics
Services provided to individual departments for the year 2010-2011 by 
Public Service Commission, Occupational Health and Safety Section.

Training Workplace
Inspections

Indoor 
Air

Quality 
Tests

Noise 
Level

Testing

Hearing 
Tests

Ergonomic
Assessments

Incidents Accidents LTD 
Claims

Approved

Agriculture 21 0 0 0 12 4 5 2 0
Community Services, 
Seniors and Labor

36 2 5 0 0 11 20 4 0

Education and Early 
Childhood Development

0 0 0 0 0 6 0 0 1

Environment, Energy and 
Forestry

12 0 0 1 83 7 7 1 2

Finance and Municipal 
Affairs

3 0 1 0 0 16 7 0 7

Fisheries, Aquaculture and 
Rural Development

17 0 1 5 0 6 2 1 0

Health and Wellness 2 0 0 0 0 9 1 0 0
Innovation and Advanced 
Learning

12 0 0 0 0 20 6 0 0

Justice and Public Safety 5 0 0 0 0 5 7 0 3
Liquor Control Commission 91 0 0 0 0 2 2 4 2
Transportation and 
Infrastructure Renewal

391 0 8 0 17 14 45 18 5

Tourism and Culture 102 2 1 6 43 15 28 4 1
Public Service Commission 0 0 0 0 0 3 0 0 0
Others 21 0 2 0 0 7 0 0 0

Total 713 4 18 12 155 125 130 34 21

Note: The majority of the indoor air quality testing was completed at the request of Transportation and Infrastructure 
Renewal on behalf of departments.
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6.10 Department Diversity Training

Department / Agency Number of Employees attended
Train the Trainor Workshop on Diversity and
Cultural Understanding

35

PEI Population Secretariat 15
Department of Justice and Public Safety
(Management Planning Day)

40

PSC Staffing and HR Planning Day 25
Public Sector Intern Workshop on Cultural Diversity 40
Department of Finance and Municipal Affairs
(Professional Development Day)

370

Community and Correctional Services 15
Department of Community Services Seniors and Labour 320
Department of Education and Early Childhood 
Development

32

Total 892
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