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EXECUTIVE SUMMARY
The workforce of the Public Service of Canada is aging, posing a challenge for future human
resource planning, particularly in senior managerial, professional and executive positions. This census was
undertaken to improve the government’s understanding of the executive community and feeder groups to
this community1, and to support the strategic management and renewal of the EX community. The EX and
Feeder Group Census-Core Public Administration 2 was completed as a self-administered web-based
survey from June through July 2007. The total number of employees within the sample frame for the census
was close to 35,000 individuals: including 3,823 EXs, 4,797 EX equivalents, and 25,858 EX minus 1s and
minus 2s. 15,990 employees responded to the census, for an overall response rate of 46 per cent. The
response rate for EXs, EX minus 1s/ minus 2s, and EX equivalents was 57 per cent, 47 per cent and 36 per
cent respectively. A separate agency census (Schedule V) is forthcoming.
Key census findings can be summarized as follows:
Mobility
Career progression is an important goal for many feeder groups and executives. Most
executives expressed an interest in progressing to a higher level position, and this interest is only somewhat
less marked among feeder group members (of whom roughly three-quarters expressed at least some
interest in advancement). Interest in progression is particularly important for younger employees. Roughly
half of feeder group members and EXs indicate that attaining a higher position is a high priority for the next
three years. Key factors motivating an interest in progression include a desire for greater challenges, as well
as the opportunity to participate in more senior-level decision making, along with increased financial
compensation and interesting work.
Fewer EX equivalents are very interested in becoming an executive compared to EX minus 1s.
Those who are not interested are more satisfied with their current job, and working environment and
substantive subject matter work. They also feel that EX compensation is not adequate.
Executives are considerably more apt to feel ready to progress in their career immediately,
while feeder group members feel that they require some time to prepare (over the next three years), to
obtain more formal development and additional work experience. The need to meet language requirements,
and current personal situations are also cited by feeder group members as important factors in feeling they
are not ready to advance their careers.

1

Feeder group is defined as including EX equivalents, EX minus 1s, and EX minus 2s.

2

Organizations included in the Financial Administration Act, Schedule I and IV.
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Concern over work-life balance for both feeder groups and executives and satisfaction with
their current position are reasons some choose not to seek advancement. More EXs than feeders
mentioned satisfaction with their current job. Other reasons include managerial and people management
responsibilities, removal from substantive areas of expertise, lack of adequate compensation and language
requirements.
Retention
Meaningful work is the most positive or important aspect of working in the Public Service for
both feeder groups and executives. Meaningful work was stressed by scientific and professional employees,
EX-04s and 05s and older employees. For executives, the opportunity to serve Canadians is also a key
component of their Public Service career, while job security and work-life balance are more important for
feeder group members.
While work-life balance was identified as an important or positive aspect of a Public Service
career by only a small portion of executives, and primarily at the EX-01 level, it is also regarded as one of
the greatest challenges facing executives by more than half of executives and feeder groups. Work-life
balance was stressed by women and those in their 40s. Other key challenges executives face according to
both executives and feeder group members include the ability to attract and retain talent and heavy
workloads, followed by people management and language requirements.
Executives and feeder group members tend to believe that their compensation package (e.g.,
salary, benefits, pension and leave) in the federal Public Service is better than that available to employees
in small to medium private sector organizations, or within provincial and municipal governments, but not as
good as packages available to employees in large private sector organizations, particularly for EX-03s and
EX-04s. In general, EX equivalents are less positive than other feeder group members in their rating of their
total compensation package.
Most executives and feeder group members plan on remaining in the Public Service until their
retirement, although feeder group members are somewhat less certain of this. Of the small number of
employees intending to leave before retirement, bureaucracy, more meaningful work and better use of
education are the three top reasons.
The opportunity to work on an interesting and meaningful project is the most likely incentive to
stay on in the Public Service (instead of retiring), followed by promotion or alternate work arrangements.
Executives would be particularly motivated by an opportunity to help with transition through mentoring,
coaching and knowledge transfer. The most senior EXs (EX-04s and EX-05s) and older employees are
more inclined to extend their career if requested from senior management. Primary reasons to return to the
Public Service after retirement include employment opportunities that would not affect the receipt of their
pension, and paid work as a mentor or coach in the Public Service. It seems that pension plan
considerations are paramount in any decision to move in and out of the Public Service.
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Learning and development
EX and feeder group members most often report having the most extensive experience in the
areas of operations and policy. Feeder group members identify a need for development in a wide range of
areas with parliamentary relations, international perspectives, language training and senior management
exposure topping the list. A lack of access to language training is a significant concern for a minority of
respondents (although more marked among feeder groups). This is a much greater concern for all feeder
equity group members and regional employees.
Participation in learning events (i.e., presentations, conferences, workshops) and classroom
training is prevalent among most feeder group members and executives, and most report receiving regular,
constructive feedback on their performance.
Many express interest in participating in leadership development programs, either offered by
departments or corporately. Despite this interest, many feel that they are simply too busy at work to pursue
or participate in programs available. Being too busy at work is also seen as a barrier to reaching objectives
identified by feeder group members and executives in their learning plan. Furthermore, lack of awareness of
development programs clearly represents additional barriers to participation in development programs.
Conclusion
In short, the census findings demonstrate that:

›

Most current and potential executives in the Public Service are interested in furthering their
careers through promotion. As well, most express an interest and intention to pursue their
Public Service career until retirement.

›

Executives and those in the feeder groups are motivated by meaningful work. In fact, many
could be persuaded to extend their career or return following retirement by interesting and
meaningful projects, or by the opportunity to help guide transitions. They would not, however,
entertain any opportunities that jeopardize their pension.

›

Work-life balance represents an important challenge; one which may discourage some from
seeking advancement. Work-life balance is seen to be a positive aspect of working in the
Public Service for feeder groups but not for the EX cadre. In fact it appears to be becoming a
deterrent at the EX level. New and younger EXs want work-life balance.

›

Heavy work-loads, management responsibilities/people management issues (e.g., difficulties
attracting and retaining talent) are also seen as challenges or areas of frustration.

›
›

Commitment to a public service career is greater than in 2002 feeder study.
While large numbers are interested in promotions, many cite development needs to progress.
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›

Language requirements and access to language training present a challenge for some feeder
group members that limit or delay their career progression.

›

Drivers for each group (EX, equivalents and feeders) and demographic variables (e.g., age,
life stage) are different. We cannot brand or manage the talent of these segments in the exact
same way.

Supplier Name: EKOS Research Associates
PWGSC Contract Number: 42001-060452/001/CY - Amd.002
Contract Award Date: 21/02/2007
To obtain more information on this study, please e-mail Linda.Scourtoudis@cpsa-afpc.gc.ca
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1.

INTRODUCTION

Today’s Canadian economy offers many employment opportunities and employers, including
the Public Service of Canada, face much higher competition for talented employees. In turn, talent
management in any organization is vital to its success – from the design or renewal of a functional
community’s needs, to recruitment and retention, to an organization’s ability to succession plan. A
successful talent management strategy should also take into consideration and understand the decisions
employees make in their own career management. These can include career goals, learning and
development needs, and anticipated retirement.
The 2007 EX and Feeder Census - Core Public Administration was undertaken to help refine
and improve the government’s understanding of the EX community and its feeder groups3 to facilitate talent
management in this community. This study will provide valuable evidence to support strategic management
and renewal of the EX community. It has obtained the views of executives and feeder group members on
issues relating to the Clerk’s Public Service Renewal priorities, including recruitment, retention and learning.
This census explores three sets of related issues: retirement intentions, learning and
development needs, career goals and mobility. The census findings will provide the Canada Public Service
Agency (CPSA) and the Public Service as a whole with a better understanding of the community, help
support the management of the community, and inform the development of policies, programs and
communications unique to the EX community. The analysis of this census focuses and brings clarification to
the conditions for the EX and feeder groups within the core public administration (CPA).4 This includes the
willingness of the members of feeder groups to become executives, the desire for career progression
among current executives, and the elements that influence their career decisions.
This study was targeted to EXs and members of feeder groups in the CPA. The total number
of employees within the sample frame for the census was close to 35,000 individuals: including 3,823 EXs,
4,797 EX equivalents, and 25,858 EX minus 1s and minus 2s. The census was conducted from June
through July of 2007. In total, 15,990 employees responded to the census, for a response rate of 46 per
cent.5 The response rate for EXs, EX minus 1s/ minus 2s, and EX equivalents is 57 per cent, 47 per cent
and 36 per cent respectively.

3

Feeder group is defined as including EX equivalents, EX minus 1s and EX minus 2s.

4

Organizations included in the Financial Administration Act, Schedule I and IV. A separate agency census (Schedule
V) is forthcoming.

5

This provides for a margin of error of +/-0.6 per cent. (+/- 0.6 per cent for the feeder group and +/- 1.5 per cent for
EXs).
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Throughout the report, results are presented for EXs and the feeder group (EX minus 1s and
EX minus 2s and EX equivalents) separately. Appendix B presents classifications included in our census
population.
Considering the size of the dataset, only large and statistically significant differences were
reported. For questions with many answer categories or large number of survey items, only differences for
the top five categories are presented in the report. In most cases, results are presented for valid responses;
that is, responses not including the “don’t know” or “not applicable” categories. Exceptions are noted in the
body of the report. Detailed results were also explored in terms of sub-group patterns of results within the
EX pool, as well as (separately) within the feeder group. Sub-groups included region of work, type of
classification, age, gender, employment equity, language and other key dimensions.

1.1

ORGANIZATION OF THE REPORT

The results of the census are presented in the next three chapters. Chapter Two examines
results in regards to perceptions about positive aspects of working in the Public Service, retirement and
other attrition from the CPA. Chapter Three explores career aspirations and mobility and Chapter Four deals
with learning and development, as well as barriers to learning and the take-up of learning opportunities.
Chapter Five presents a general profile of survey respondents. Because of its descriptive
nature it has been placed at the end of the report, however, it should be noted that some readers may prefer
to read this chapter first in order to better understand the detailed results contained in Chapters Two through
Four.
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2.

CAREER GOALS/MOBILITY

2.1

PRIORITY AREAS

Attaining a higher level position within the Public Service was the top career priority among
feeders and EXs. More feeder employees (58 per cent) indicated that attaining a higher level position is a
priority within the next three years compared to EX employees (47 per cent). This makes sense as age is
highly associated with wishing to attain a higher position. The younger the respondent, the more apt they
are to rate this as a priority in their career. Forty-six per cent of feeders and 37 per cent of EXs rated the
acquisition of more experience in their current position as a high priority. EX minus 1s were less apt to rate
this as a high priority than the other feeder groups. Obtaining or retaining second language capacity was a
high priority for 45 per cent of feeders and 37 per cent of EXs. Participating in a leadership development
program ranked fourth, by 40 per cent of feeders and 28 per cent of EXs. EX minus 2s are more apt than
EX minus 1s or equivalents to place priority on advancement to a higher position, second language capacity
and participation in a leadership development program (and EX equivalents are generally the least likely to
set these as priorities).
Moving to a different position at the same level is considered a priority by just over one in five
employees. This is followed closely by 19 per cent of the feeder group and 23 per cent of EXs who
considered a change of department or agency a priority.
Four career goals are less likely to be a priority. Fourteen per cent of the feeder group and
13 per cent of EXs indicate that changing specialization within the Public Service is a priority. This is
followed by acquisition of experience outside the Public Service with the intention of returning (such as via
Interchange Canada), according to 13 per cent of feeders and 15 per cent of EXs. Roughly one in ten
assign priority to leaving the Public Service for a position in another sector, and a small portion wish to leave
the Public Service for another sector or to move to a position in another region.
These findings are similar to results of the 2002 survey of feeder groups6, when 54 per cent of
respondents identified attaining a higher position as a career goal for the next three years, followed by a
special or acting assignment (43 per cent) or participation in a leadership developmental program (36 per
cent). Note that differences in the question asked makes direct comparison difficult (in 2002 respondents
were asked to identify three-year goals, while as in 2007 they were asked to rate the extent of priority of
different goals).

6

A 2002 Public Service Commission of Canada report entitled “Executive Succession Reconsidered: Planning for
Public Service Renewal,” that reported results of a survey of 2,650 EX equivalents and EX minus 1s and EX minus
2s.
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Priority in Career Goals
“How much of a priority is … to you in the next three years?”
Attaining a higher level position within the Public Service

27
35

Feeder
EX

15

58
47

18

Acquiring more experience in my current position
Feeder

33
43

EX

21

46
37

20

Obtaining/Retaining second language capacity
Feeder
EX

44
51

12

45
37

12

Participating in a leadership development program
Feeder

40

EX

40

20
54

28

18

Moving to different position (same level) as current within PS

60
57

Feeder
EX

21
23

19
21

Changing department or agency
Feeder
EX

63
58

19
23

18
19
Retiring

76

Feeder

7

17

Changing specialization within the Public Service
Feeder

71
74

EX

15
13

14
13

Acquiring experience outside the PS with intention of returning

75
73

Feeder
EX

12
12

13
15

Leaving the Public Service for a position in another sector
Feeder
EX

83
78

8 9
10 12

Moving to a position in the Public Service in another region
Feeder
EX

85
86

0%

20%

Limited (1-3)
EKOS Research
Associates Inc.
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40%

7 7
7 7
60%

Moderate (4)

Feeder n=13,444; EX n=2,277

80%

100%

High priority (5-7)
Census of EXs and Feeder – CPA, 2007

a)

›

Sub-Group Differences

Both the feeder group and EXs with less than 20 years of Public Service experience, and
younger employees (under 45), are more apt than other employees to choose the top five
career goals as priorities.
Attaining a higher level position within the Public Service

›

As previously indicated, age is highly associated with being interested in attaining a higher
level position (and is highest among the youngest employees). Being in an acting position is
also associated with wanting to attain a higher position. Given that the youngest are the most
keen, this interest declines with years in the Public Service and level (for both feeders and
EXs).

›

Among the feeder group, attaining a higher level position is more often a priority for those in
the National Capital Region (NCR).

›

Among EX employees, EX-01s are more likely to assign a high priority to attaining a higher
level position.
Obtaining/retaining second language capacity

›

Not having CBC language proficiency is highly associated with interest in obtaining a second
language capacity, as is being an Anglophone (to a lesser degree). Age is again highly
associated, with the youngest showing the strongest interest.

›

Feeder group members who are located in the National Capital Region (NCR), along with
those who have relocated to the NCR are more apt to indicate that second language capacity
is a priority.

›

Within both the feeder group and EXs, employment equity groups are more apt than the other
two groups to see second language capacity as a priority.
Participating in a leadership development program

›

Age again is highly associated, with the youngest employees showing the greatest interest in
participating in a leadership development program. The more years in government (and in a
position) and higher level they have attained, the less interested they are in participating in a
leadership development program. Those in acting positions are again among the keenest.

›

Women and employees with CBC language proficiency are more likely to view a leadership
development program as a priority.

›

Among EX employees, EX-01s are more likely to assign a high priority to participating in a
leadership development program than other EXs.
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Moving to different position at same level as current position within the Public Service

›

2.2

Individuals located in the NCR are more likely than others to view a lateral move as a priority
for the next three years.

INTEREST IN CAREER PROGRESSION

Roughly four in ten feeders and EXs are interested in progressing to a higher level or
becoming an executive within the Public Service. Interest is higher among EXs (46 per cent) than it is
among the feeder group (37 per cent). Within the feeder group, a higher proportion of EX minus 1s are
interested in becoming an executive than EX equivalents or EX minus 2s.
Interest in an executive position or career is quite similar to that reported in the 2002 survey of
feeder groups, although the proportion of those “very” interested is slightly higher in this census. In 2002,
33 per cent reported being “very interested” and 38 per cent were “somewhat interested”.

Interest in Career Progression
“How interested are you in progressing to a higher level/becoming an executive
within the Public Service?”

FEEDER

EX

18%

27%
37%

46%
36%

36%

Not interested (1-3)
Somewhat interested (4)
Very interested (5-7)
EKOS Research
Associates Inc.
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Feeder n=13,170; EX n=2,277

Census of EXs and Feeder – CPA, 2007

›

Within the feeder group, those identified as top 10 EX feeder groups7 are more interested in
progressing, as are employees who have relocated to the NCR (consistent with 2002
findings).

›

Among the EX group, EX-01s are more apt to be very interested in progressing, whereas EX03s and EX 04/05s are typically less interested.

a)

›

Sub-Group Differences

Both the feeder group and EXs share the following characteristics:

◊ Those with less than 20 years experience in the Public Service, as well
as individuals who are under age 45, are typically more interested in
progressing to a higher level or becoming an executive than others are.
In fact, age is highly associated with interest in career progression. This
is followed by whether the person is currently in an acting position
(which also indicates a keen interest) and then years of experience in
the Public Service, followed by current level and being in the top 10
(among feeders).

◊ Differences are also reflected in retirement plans, whereby those
expecting to stay until they can receive a maximum pension or beyond
(or are uncertain about their plans) are more interested in progressing
than those who want to reduce or minimize their time before retirement.

◊ Individuals with a graduate degree are more interested in progressing
than those with less education (also consistent with 2002 findings).
Those with less than a university diploma are the least interested in
career progression. Education is associated less, however, than age
and experience or level and whether one is in an acting position.

◊ Employees with their CBC language proficiency are typically more
interested, whereas those not tested are often less interested in
progressing.

◊ With regard to employment equity groups, it is members of visible
minority groups and Aboriginal employees who are more often
interested in career progression. Interest among employees with a
disability is less pronounced. Members of visible minority groups also
expressed relatively greater interest in advancement in 2002.

7

The top 10 executive feeder groups (listed in order of volume of executive appointments in 2001) are PM-06, AS07, ES-07, ES-06, CO-03, FS-02, FI-04, PE-06, IS-06 and AS-08.
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2.3

TIMEFRAME FOR PROGRESSION

Of those who are at least somewhat interested in progressing to the next level, 33 per cent of
feeder employees say they are ready to progress to the executive level within the next year, 29 per cent say
it will take one to three years, and 25 per cent expect it to take three to five years. One in seven (14 per
cent) are predicting that it would take more than five years to be ready to progress to a higher level. EX
equivalents and EX minus 1s more often report themselves as ready to work at the executive level within
the next year, compared with EX minus 2s.
More than half of EXs (54 per cent) with a keen interest for progression to the next level feel
they would be ready within the next year. Over one third (35 per cent) believe they would need one to three
years and 10 per cent feel they would be ready within three to five years. Virtually no one believed that it
would take them more than five years to be prepared to progress to a higher level.

Timeframe for Career Progression
“Given your current situation, how soon do you think you would be
ready to…?”

FEEDER

EX

Work at the executive level
33%

Within 1 to 3 years

25%

60%

40%

EKOS Research
Associates Inc.

a)

›

35%

Within 3 to 5 years

20%

10%

In more than 5 years 1%

14%
80%

54%

Within the next year

29%

100%

Progress to a higher level

0%

0%

Feeder n=9,378; EX n=1,854

20%

40%

60%

80%

100%

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Among the feeder group who believe they would be ready to progress to the executive level,
those in the top 10 feeder categories are more apt to say they would be ready within the next
year than those in non-top 10. As well, men and employees with CBC language proficiency
are more likely than others to say they would be ready within the year to work at the executive
level.
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›

For both feeder and EX employees who are at least somewhat interested in progressing, the
age and experience relationship exists for being ready within the next year. Those who have
been in the Public Service for 30 or more years (only 20 or more years for feeder employees),
and those who are over age 50 are also more apt to indicate readiness within the year.

Employees in feeder positions in the Public Service who do not feel that they will be ready to
work at the executive level within the next year were asked to rate the most important reason for not being
ready. The reason most often identified as important was the need for more formal development such as
learning, training, and mentoring (identified as very important by 61 per cent of feeder employees). The
reason cited next most often was the need for more work experience (56 per cent). EX minus 2s more
frequently cited the need for formal development and work experience as important, compared to others in
the feeder group. This is followed by just less than half (44 per cent) of feeder employees indicating that not
meeting the language requirements is a very important reason that they will not be ready for the executive
level in the next year.
Factors relating to the employee’s current situation, such as family and health, were identified
as very important by 35 per cent of the feeder group. Finally, only eleven per cent of this group believe that
the need for further formal education is a barrier to career progression for them. EX minus 2s were more
likely than EX equivalents and EX minus 1s to cite the need for further formal education as important.

Barriers to Career Progression
“Importance of ... for not being ready within the next year to work at the
executive level?”
Need more formal development (e.g., learning, training, mentoring)
19
20
61
Need more work experience
20
56

24

Do not meet the language requirement
49
7
44
Current personal situation (e.g., family, health)
49
16
35
Need to further formal education
78
0%

20%

Limited (1-3)
EKOS Research
Associates Inc.

40%

60%

Moderate (4)
Feeder n=6,183

11
80%

11
100%

Very important (5-7)
Census of EXs and Feeder – CPA, 2007
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b)

Sub-Group Differences

Need more work experience and need more formal development

›

Feeder employees in the NCR, women, newer public servants (with less than 10 years of
service), and employees under age 40 are each more likely than others to cite that they need
more work experience and development. Age is highly associated with a perceived need for
more work experience, followed by level. Whether or not an employee has their CBC language
proficiency is also moderately associated with perceiving more work experience as a barrier to
progression.

›

Feeder group members with university education are more apt to cite the need for more work
experience as a barrier.
Do not meet the language requirement

›

Anglophone members of the feeder group, employees who have less than CBC and those
who have not been tested for language proficiency are more apt to cite not meeting the
language requirement as a major reason for not being ready for advancement.

›

Those in the scientific and professional occupations indicate inability to meet the language
requirement as a reason for not being ready more than administrative and foreign services
do8.

›

Regional employees, men, and those aged 50 and over are more apt to identify language
requirements as a barrier, with location having the highest association.

›

Aboriginal people, and members of visible minority groups of the feeder groups, as well as
people with a disability are all more apt to say not meeting language requirement is a very
important reason for not being ready for advancement.
Current personal situation (e.g., family, health)

›

Younger members of the feeder group (under age 45) and women are more apt to identify
their current personal situation as being a very important reason they will not be ready to work
at the executive level within the next year.
Need for further formal education

8

›

Those with less than university education are more likely to indicate the need for further formal
education as a reason for not been ready for advancement.

›

Aboriginal feeder employees are more also apt to cite this factor.

Technical staff also cite language requirements as a barrier more often than administrative staff does, but there are
too few technical respondents in the survey to make the difference significant.
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2.4

MOTIVES FOR CAREER PROGRESSION

Public Service employees are interested in progressing to a higher level or becoming an
executive for a variety of reasons. Of the motivations explored, the strongest was the opportunity for greater
challenges, cited by nearly equal portions of feeder (56 per cent) and EX (58 per cent) employees. This is
followed by the opportunity to participate in senior level decision making, which is a motive for
proportionately more of the feeder group (54 per cent) than the EX group (45 per cent). The third strongest
reason for progressing is a higher salary, according to 38 per cent of the feeder group and 39 per cent of
EXs.
About three in ten employees rated the following factors as being among the top reasons they
are interested in progressing to a higher or executive position: opportunity to do more interesting work,
opportunity to obtain a broader depth of knowledge, and opportunity for more control and influence at the
top.
Four other motives fall lower on the list of reasons: 22 per cent of the feeder group and 24 per
cent of EXs are interested in a higher or executive level position in order to better serve Canadians. Fifteen
per cent of each group would like to advance in order to see better work results. Eleven to twelve per cent
are interested in greater cross department collaborations through their advancement. One in ten indicated
encouragement from manager and/or colleagues as a primary reason.
It is difficult to compare these results to 2002 feeder group findings, given a difference in the
question asked (in 2002, respondents were invited to identify multiple reasons for advancing, while in the
present census they were asked to specify the most important one). In 2002, to influence progress toward a
goal was mentioned most frequently as a reason to advance into an executive position, followed by senior
level decision making.
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Reasons for Interest in Career Progression
“What is the most important reason for your interest in progressing to a
higher level/becoming an executive?” (multiple mention)

56%
58%

Greater challenges

54%

Senior-level decision making

45%
38%
39%

Higher salary
More interesting work

30%
32%

Broader depth of knowledge

27%
30%
31%
29%

More control/influence

22%
24%

Better serve Canadians

15%
15%

Better see work results
Cross-dept collaborations

12%
11%

Encouragement from manager

9%
11%

Other
0%

4%
4%
20%

40%

60%

Feeder
EX
EKOS Research
Associates Inc.
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Feeder n=9,692; EX n=1,879

Census of EXs and Feeder – CPA, 2007

a)

Sub-Group Differences

Within the EX and the feeder groups, the following differences were noticed:

›

Men are more apt to list salary and better serving Canadians among their reasons for interest
in becoming an executive. Women, on the other hand, are more likely than men to cite
broader depth of knowledge as a reason for progressing.

›

Employees under age 40 and with less than 10 years experience are more apt than others to
indicate greater challenges and senior level decision making as their reasons for interest in
career progression. Those over age 55 and individuals with 30 or more years of experience
are more apt to cite salary among their reasons for interest.
Specific feeders findings:

›

Education is strongly associated with citing senior level decision making as a motive to
progress, followed by age. Those with university degrees are more apt than those with other
education levels to cite senior level decision making as their reason, likewise the younger the
employee the more likely they are to cite this.

›

Regional employees have a slightly greater propensity than others to want an opportunity for a
broader depth of knowledge as a motive for career progression.

›

Length of time in the Public Service, followed by gender, is strongly associated with higher
salary being cited as a motive for career progression. Men and those with more years of
experience are more apt to cite salary.
EX findings:

›

2.5

EX-01 employees are more apt than other EXs to cite salary as a reason for interest in
progressing to a higher level. Age among EXs is strongly associated with higher salary being
cited, followed by gender. Men and those who are older are more apt to cite salary.

BARRIERS TO CAREER PROGRESSION

Over half of feeder and EX employees cite concerns with work-life balance as the top reason
they are not interested in progressing to a higher level or becoming an executive. The second most often
reported reason is impending retirement. EXs are considerably more apt to cite nearing retirement (at 66 per
cent) than the feeder group (40 per cent). Satisfaction with their current job was the third most often named
reason, where again, significantly more EXs than feeder group members mention this reason (26 per cent of
the feeder group and 33 per cent of EXs).
Work-life balance was also the barrier cited most frequently in the 2002 survey of feeder group
members, although again differences in the question asked makes direct comparison difficult.
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EX equivalents were less apt than others in the feeder group to consider work-life balance or
being too close to retirement as important reasons for not being interested in progressing to a higher level.
These employees were more likely to cite satisfaction with both their current job and working environment
as well as concern about fewer opportunities to do substantive subject matter work as important reasons,
compared to EX minus 1s and 2s. EX minus 2s are more likely to feel work-life balance and people
management responsibility are important reasons, while EX minus 1s are more likely to feel being too close
to retirement is an important reason for not being interested in progressing to a higher level/being an
executive.
Increase in managerial responsibility (such as meetings, committees, and budgets) is a
greater concern among the feeder group (26 per cent) than it is among EXs (12 per cent). Just over one in
five says that their compensation is not adequate for the increased responsibility.
Difficulty meeting language requirements was given as a reason by 22 per cent of the feeder
group and considerably fewer EXs (12 per cent). Again, a greater proportion of the feeder group (21 per
cent) than EXs (11 per cent) cited fewer opportunities to do substantive subject matter work. Twenty per
cent of the feeder group also cited an increased level of people management responsibilities among their
reasons (although this is not a concern for many EXs).
An average of one in five feeders and EXs indicates that satisfaction with their current working
environment is a reason for their lack of interest. Nine per cent of the feeder group and 11 per cent of EXs
also indicate that they are satisfied with their current salary.
Reasons that are important to only a few include limited opportunities for advancement in their
field of work, concerns with potential relocation requirements, concerns with travel requirements, and the
need for more experience in their current job.
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Reasons for Lack of Interest in Career Progression
“What is the most important reason for not being interested in progressing
to a higher level/becoming an executive?” (multiple mention)

Work-life balance
Too close to retirement
Satisfaction with current job
Managerial responsibility
Compensation not adequate
Language requirements
Less substantive subject

54%
57%
40%
66%
26%
33%
26%
12%
24%
22%
22%
12%
20%
12%

People management responsibility 4% 20%
Satisfaction with working environment
Satisfaction with current salary
Limited advancement opportunities
Relocation requirements
Travel requirements
Need more experience
Other
0%

18%
23%
9%
11%
7%
4%
6%
6%
5%
4%
5%
7%
10%
10%
20%

40%

60%

80% 100%

Feeder
EX
EKOS Research
Associates Inc.

Feeder n=3,477; EX n=398

Census of EXs and Feeder – CPA, 2007
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a)

Sub-Group Differences

Within the feeder group, the following differences include:

›

Scientific and professional employees had a propensity to state they are satisfied with their
current job, and to express concerns with increased managerial responsibility and less
substantive subject matter if they were to progress.

›

NCR employees are more apt than those in other regions to state concerns with work-life
balance, increased managerial responsibility, and compensation not adequate as reasons
they are not interested in becoming an executive.

›

Women more often than men listed work-life balance as an issue, while men more often
pointed to proximity to retirement or language requirements as issues.

›

Employees under age 50 more often cited work-life balance, concerns with increased
managerial responsibility, and inadequacy of compensation for increased responsibility as
reasons for lack of interest in progressing. Those with less than 10 years experience in the
Public Service more often cited work-life balance and concerns with less substantive subject
matter as concerns compared to those with more experience. Those over the age of 50 and
with the most experience pointed more often to the proximity of retirement as a reason.
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3.

RETENTION/RETIREMENT

3.1

GENERAL VIEWS ABOUT WORK ENVIRONMENT

While the most important/positive aspect of working in the Public Service is the same for both
the feeder group and EXs, EXs tend to cite ‘meaningful work’ much more frequently than the feeder group.
Within the feeder group, EX equivalents cite meaningful work more often than others (16 percentage points
more than the overall average) and EX minus 2s who cite it least often. Job security is also often cited by
the feeder group, as well as work-life balance, although EX equivalents are less concerned than other
feeders about job security, and EX minus 2s are most likely to cite job security. Serving Canadians,
however, is very close to the top of the list for EXs. This is followed at a distance by job security and ability
to use skills. Work-life balance is much less apt to be cited as a positive aspect among EXs. EX equivalents
are more likely than other feeders to view ability to use skills as an important aspect of working for the
Public Service. Salary and benefits, along with job security are more often cited in the feeder group than
among EXs.
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Positive Aspect of the Public Service
“What is the most important/positive aspect of working in the Public
Service?” (multiple mention)

Meaningful work

49%

Job security

43%
27%
41%
14%
28%
47%
27%
29%
27%
20%
24%
15%
15%
19%
12%
14%
10%
14%
8%
12%
7%
11%
3%
2%
3%
2%
2%
1%
2%
3%

Work-life balance
To serve Canadians
Ability to use skills
Benefits
Salary
Advancement opportunities
Good colleagues
Learning opportunities
Relationships and network
Mobility
Good managers
Respect for diversity
Workload
Other

0%

20%

40%

60%

69%

80% 100%
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EX
EKOS Research
Associates Inc.

a)

Feeder n=13,680; EX n=2,299

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Meaningful work

›

Meaningful work is more important among scientific and professional employees and those
who have a graduate degree, as well as older feeder group employees.

›

Among EXs, meaningful work is more often cited as a positive aspect of working in the Public
Service by EX-04s and EX-05s, and those with a graduate degree.
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Job security

›

Among EXs, those with the most experience (over 30 years in the Public Service) and those
who intend to stay the minimum required for an unreduced pension are more likely to cite job
security as an important aspect of working in the Public Service.
Work-life balance

›
›

Among feeder employees, those under the age of 44 cited work-life balance more often.
EX-01s and EX-02s and EXs under the age of 45 were more likely to cite “work-life balance”
as an important aspect of working in the Public Service.
To serve Canadians

›

Older and more senior level EXs, as well as EXs in regions, were more apt to cite “serving
Canadians” as one of the most important aspects of working in the Public Service.
Ability to use skills

›

Feeder employees in the science or professional fields and those over 55 years of age cited
ability to use skills more often than other feeder group employees as a positive aspect of
working in the Public Service.
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While “work-life balance” was not cited as one of the most important/positive aspects of
working in the Public Service among executives, it was cited as the most important challenge by EXs and
the feeder group alike. Attracting and retaining talent followed, heavy workload, people management and
language requirements trail behind as substantial challenges facing executives in the Public Service.

Challenges of Executives in the Public Service
“What is the most important challenge facing Executives in the Public
Service?” (multiple mention)

56%
58%

Work-life balance

50%
52%

Attract and retain talent

43%
49%

Heavy workloads
33%
30%

People management

31%

Language requirements

21%
22%
27%

Accountability requirement

21%
25%

Compensation

14%

Managerial responsibilities 0%

12%
15%

Complexity of work

9%
10%

Risk management
Financial management

0%
3%

Other
0%

6%
8%
20%

40%

60%

Feeder
EX
EKOS Research
Associates Inc.
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Feeder n=13,680; EX n=2,299

Census of EXs and Feeder – CPA, 2007

b)

Sub-Group Differences

Work-life balance

›

Among feeders, work-life balance is cited more often by women and individuals between the
ages of 40 and 49. EX-01s are also more apt to cite work-life balance as a challenge than EX
equivalents and EX-02s are.

›

EXs are more apt to cite work-life balance as a challenge, as are women and those between
the ages of 40 and 44.
Heavy workloads

›

Feeders who have worked in the Public Service between 20 and 29 years (and
correspondingly, those between the ages of 45 and 54) and women are more apt to cite heavy
workloads as an important challenge facing executives. Feeders who have worked under 10
years in the Public Service were among the least likely to cite heavy workload as a challenge.

›

Executives between 45 and 49 and women are more likely to consider heavy workloads to be
a challenge facing executives in the PS.
People management

›

EXs who would retire now and accept a reduced pension were among those more likely to cite
people management as a challenge facing executives.
Language requirements

›

Individuals over the age of 55, men, Anglophones, those who have less than CBC language
proficiency, as well as those with a disability or who are members of visible minority groups
feel that the language requirements are an important challenge facing executives.

›

Those working outside the NCR more often cited language requirements to be among the top
five challenges facing executives in the Public Service.
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Many EX and feeder employees believe that the total compensation package (e.g., salary,
benefits, pension and leave) in the federal Public Service is better than that of small to medium sized
organizations in the private sector, and in other governments. Much fewer are positive about their total
compensation package relative to those in large private sector organizations. EX equivalents are less
positive than other feeder group members in their rating of their total compensation package, rating it more
often as worse than compensation packages in other sectors. EX minus 2s are the least negative about
their compensation package compared with those offered by large private sector employers.

Perceptions of Relative Compensation
“How would you rate your total compensation package (e.g., salary, benefits,
pension, leave) in the Public Service in relation to those offered by…?”
Small and medium-sized private sector employers
Feeder

26

9

34

EX

65
12

54

Provincial and municipal governments
Feeder

18

EX

16

28

54

29

55

Large private sector employers
Feeder

56

0%

20%

40%

Worse (1-3)
EKOS Research
Associates Inc.

c)

12
76

EX

32
7

60%

Same (4)

Feeder n=10,625; EX n=1,922

17

80%

100%

Better (5-7)
Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Feeder group:

›

While those with more experience in the Public Service (over 30 years) consider their
compensation package to be better than small and medium enterprises (SMEs) and large
private sector employers, those with less experience (less than 10 years) are less positive
about their compensation packages compared with other government packages.

›

Women are more favourable than men about their compensation package relative to both
SMEs and large private sector employers.

›

Feeder group members with an undergraduate degree or less tend to rate their total
compensation package as better than SMEs, large private sector employers and other
government packages. Those with a graduate degree, more often, believe they are worse off.
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EXs:

3.2

›

EXs contemplating leaving the Public Service with a reduced pension are more apt to believe
that they would do better in other governments.

›

EX-01s are the most apt to believe that they are well compensated relative to what is offered
in SMEs.

›

The perception of being worse off in the federal Public Service relative to a large private sector
organization is even more prevalent among EX-03s and EX-04s.

›

Although few were positive about their relative compensation compared with large private
sector organizations, the largest proportion of favourable responses are found among EX-01s
(where 21 per cent see the federal government as having a better package).

LEAVING THE PUBLIC SERVICE

Respondents were asked whether they intend to stay in the Public Service until
retirement. Among the feeder group, over three-quarters (77 per cent) say they will be staying; two per cent
do not intend to stay in the Public Service until retirement; and one in every five respondents (21 per cent)
are unsure. Very few in the EX community are sure that they will be leaving the Public Service before
retirement. Eighty-two per cent say that they will be staying until retirement. On the other hand, 15 per cent
are not sure at this point, but only two per cent say that they are sure they will be leaving.
Commitment to a Public Service career appears to be greater than in the 2002 survey of
feeder groups, when only 66 per cent planned on remaining in the federal Public Service until retirement
and 10 per cent planned on leaving.
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Intent to Stay in the Public Service
“Do you intend to stay in the Public Service until retirement?”

FEEDER

EX
2%

21%

15%

2%
82%

77%

Yes
No
Don't Know

EKOS Research
Associates Inc.

a)

3.3

Feeder n=13,680; EX n=2,299

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

›

Among the feeder group, it is those with the most experience in the Public Service and those
with less than a graduate level of education who are most apt to say they will stay. The
strongest difference is by age, with those over 45 years of age reporting the greatest
willingness to stay.

›

The few EXs intending to leave the Public Service before retirement are more prevalent
among those with less experience in the Public Service (who have invested less time in their
Public Service career) and are younger, although even among these segments the numbers
are small (six per cent or less).

TIMEFRAME FOR LEAVING

Of the very few feeder employees (268 or 2 per cent) who intend to leave the Public Service
for reasons other than retirement, one third intend to leave within one to three years, while one in five intend
on leaving sooner. An additional one third indicated they will leave within three to five years and a final onefifth (of respondents who intend to leave the Public Service), believe they will leave in more than five years.
EX equivalents were less likely to report a longer timeline for leaving the Public Service than EX minus 1s
and EX minus 2s.
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Among the few EXs intending to leave (52 or 2 per cent), almost half believe that they will
leave within the next one to three years, a quarter think that they will be leaving sooner and one in three
expect to stay for at least three years. Generally, EXs who intend to leave the Public Service before
retirement intend to leave sooner than the feeder group. However due to the small number of EXs who
reported they intend to leave before retirement, results should be interpreted with caution.

Timeframe for Leaving the Public Service
“You indicated that you intend to leave the Public Service before retirement.
When do you intend to leave the Public Service?”

Within the next year

19%
24%
30%
42%

Within 1 to 3 years
Within 3 to 5 years
In more than 5 years
0%

31%
20%
20%
15%
20%

40%

60%

80%

100%

Feeder
EX
EKOS Research
Associates Inc.

Feeder n=268; EX n=52 (caution in interpretation
of result due to small number of cases)

Census of EXs and Feeder – CPA, 2007
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3.4

CERTAINTY OF DEPARTURE

Of those respondents who indicated they intend to leave the Public Service for reasons other
than retirement, over half of feeders and two-thirds of EXs were very certain of their departure plans.
However due to the small number of EXs who reported they intend to leave before retirement, results should
be interpreted with caution.

Certainty of Departure Plans
“How certain are you of your departure plans?”

FEEDER

EX
12%

16%

21%

54%
67%

30%

Limited (1-3)
Moderate (4)
Very certain (5-7)
EKOS Research
Associates Inc.

Feeder n=326; EX n=57 (caution in interpretation
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of result due to small number of cases)

Census of EXs and Feeder – CPA, 2007

3.5

MOTIVES TO LEAVE THE PUBLIC SERVICE

The top three reasons cited by the feeder group for leaving the Public Service are
bureaucracy, more meaningful work and a better utilization of their education. EX equivalents seem to be
less likely to cite more meaningful work as a reason to leave compared to EX minus 1s and EX minus 2s9.
While EXs also rate bureaucracy as the most important reason, this is followed by more meaningful work, to
obtain a higher salary and work-life balance. Also, EX equivalents were more likely than others in the feeder
group to cite obtaining a higher salary as an important reason for leaving the Public Service. However due
to the small number of EXs who reported they intend to leave before retirement, results should be
interpreted with caution.

Reasons for Leaving the Public Service
“What is the most important reason for leaving the Public Service?”
(multiple mention)
56%
63%
44%
33%
42%
28%
26%
26%
23%
30%
20%
30%
18%
14%

Bureaucracy
More meaningful work
Better use of education
To get more recognition
To obtain higher salary
Work-life balance
Opportunities for advancement
Personal reasons
Experience-another sector
Increase learning opportunities
Problems with supervisors
Non-salary compensation
To reduce workload
Managerial responsibilities
Other

11%
18%
11%
5%
9%
9%
7%
5%
6%
8%
5%
3%
3%
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12%
13%
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EKOS Research
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9

Feeder n=326; EX n=57 (caution in interpretation
of result due to small number of cases)

Census of EXs and Feeder – CPA, 2007

Although EX equivalents were less likely than other groups to say this by a spread of 10 percentage points, the
result is not statistically significant because of the relatively small number of cases in the survey declaring an
intention to leave the Public Service.
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3.6

RETIREMENT PLANS

EXs have a shorter overall timeframe for retirement than employees in the feeder group, given
that they generally have more years of service. Twenty five per cent of feeders intend to retire within the
next 5 years, 23 per cent intend to retire within the next 6 to 10, with the remaining 52 per cent expect to
retire in more than 10 years. EX minus 2s have a longer horizon for retirement than either EX equivalents or
EX minus 1s, with more saying that they would retire in 15 years or more.
Forty one per cent of EXs intend to retire from the Public Service within 5 years or less.
Another 30 per cent will retire within the next 6 to 10 years and 29 per cent do not expect to retire for
another 10 years or more.

Retirement Plans – Timeframe
“In how many years do you intend to retire from the Public Service?”

3%
5%

Less than 1 year

6%

1 to 2 years

11%
9%
14%

3 to 4 years

7%
11%

5 years

9%
12%

6 to 7 years

7%
10%

8 to 9 years

7%
8%

10 years
11 to 13 years

10%
9%

14 to 15 years

10%
8%
32%

More than 15 years

12%
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40%
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Feeder n=12,563; EX n=2,142

Census of EXs and Feeder – CPA, 2007

Just over half of EXs consider their retirement plans to be very certain. Another one quarter
says their plans are moderately certain and one in five is less certain of their retirement plans. The feeder
group is only marginally less certain of their plans. EX equivalents are somewhat less certain of their
retirement plans compared to EX minus 1s and EX minus 2s.

Certainty of Retirement Plans
“How certain are you of your retirement plans?”

FEEDER

EX

20%

26%
48%

54%
26%

26%

Limited (1-3)
Moderate (4)
Very certain (5-7)
EKOS Research
Associates Inc.

a)

›

Feeder n=13,085; EX n=2,221

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Older employees and those with more years of service are also more certain of their
retirement plans compared to newer and younger employees at both the feeder and the EX
level.
Feeder groups

›

Women, Aboriginal people and members of visible minority groups are more likely to state
they intend to stay longer than 15 years in the Public Service, but are also less certain of their
plans.

›

Of those who intend on retiring with a reduced pension, 38 per cent plan to do so within the
next 5 years. Of those who intend to stay for an unreduced pension, 29 per cent plan to retire
within the next 5 years. Of those who intend to remain until they are eligible to receive
maximum pension benefit, 35 per cent intend on retiring in more than 15 years.

›

Of those who are uncertain of their retirement plans, 57 per cent intend on retiring in more
than 15 years.
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EXs

›

EXs in more senior positions (EX-03, EX-04 and EX-05) are more apt to say they intend to
retire within the next 5 years compared to those in less senior positions.

›

Executives in the NCR are somewhat less likely to be planning to retire in the short-term
compared to regional employees at the EX level.

›

Men (who are, on average, older than female EXs) are more likely than women to plan to
retire in the next 5 years and are also more certain of their retirement plans.

When asked about retirement intentions, only a small proportion of feeder group employees
and EXs reported that they expect to be retiring as soon as possible, with a reduced pension. This
triangulates well with the few who say that they will be leaving before retirement. Thirty-seven per cent of
feeders and 42 per cent of EXs expect to retire with a full pension, although 27 per cent of both groups said
that they will try and stay as long as they are able to collect a maximum pension. Six per cent of feeder
employees and nine per cent of EXs think that they will stay even beyond the timeframe to collect a
maximum pension. Twenty-one per cent of feeders and 15 per cent of EXs are uncertain of their plans.
Pension plan considerations loom large in decisions about when to retire for both groups. Most
feeder employees and EXs (78 and 80 per cent, respectively) believe it to be a strong consideration. Fewer
than one in ten of both groups say that pension plan considerations are relatively unimportant in their
retirement decision.

Retirement Intentions
“Which of the following best describes your retirement intentions?”

Retire ASAP - reduced pension

8%
8%
37%
42%

Stay - unreduced pension

27%
27%

Remain - until max pension
Stay beyond max years
Uncertain about plans
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21%
15%
20%

40%

60%
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Feeder n=13,354; EX n=2,242
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b)

Sub-Group Differences

Feeder group

›
›
›

Eight per cent would retire now with a reduced pension.
Those who are more apt to stay with an unreduced pension work in regions, have between
10-29 years experience in the Public Service, and are over the age of 45.
Those less certain about their plans more often hold scientific or professional occupations,
have less experience with the Public Service (less than 10 years), and are younger (under 40
years of age).
EXs

3.7

›

Older EXs with more years in the Public Service are more apt than others to say they will stay
beyond the time required to collect a maximum pension, as is also the case for EXs who
relocated (to the NCR) to join the Public Service (further demonstrating their commitment to
federal Public Service).

›

Those least certain about their plans are those for whom the decision is farthest away, and
who have the least investment in their Public Service career to date (including those with
fewer years of service and younger EXs).

EXTENDING CAREER IN PUBLIC SERVICE

The census tested the potential effectiveness of a number of measures to encourage
members of the feeder group and EXs to extend their career in the Public Service. For the feeder group, an
opportunity to work on an interesting and meaningful project would encourage over three-quarters to
consider extending their career in the Public Service. Over half would be encouraged by a promotion or
through alternate work arrangements and just under half would be interested in an opportunity to help with
transition. EX minus 2s are more likely to find alternate work arrangements encouraging, compared with
others in the feeder group. Over one in four employees in the feeder group would be encouraged by a
request from senior management to stay and one in five would find a reduction in managerial/people
management responsibilities appealing. Only nine per cent would be motivated to extend their career in the
Public Service as a result of unpaid education leave.
By far, the most effective inducement for executives to extend their career would be the
opportunity to work on an interesting and meaningful project – three-quarters of executives say this would
encourage them to extend their Public Service career to a great extent. A substantial proportion (56 per
cent) would also be encouraged to stay in the Public Service if there was an opportunity to help with
transition such as through mentoring, coaching and knowledge transfer (which is a greater incentive for EXs
than it is for the feeder group). Just less than one-half would extend their stay in the Public Service if they
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were promoted (although this is less of an incentive than it is for the feeder group). Having an alternate work
arrangement such as telework or income averaging would encourage to a great extent fewer EXs (43 per
cent) than feeder group members (54 per cent) to extend their career in the Public Service.
Less effective incentives for EXs to defer retirement and extend their Public Service career
would be a request from senior management to stay, followed by a reduction in managerial/people
management responsibilities. Unpaid education leave is the least attractive incentive to stay in the Public
Service.

Reasons to Extend Career
“To what extent would … encourage you to extend your career in
the Public Service?”
Opportunity to work on an interesting and meaningful project
Feeder 10
13
77
EX 12
15
74
Promotion
Feeder
26
18
56
33
18
49
EX
Alternate work arrangements
Feeder
26
20
54
38
18
43
EX
Opportunity to help with transition
Feeder
29
23
48
EX
25
19
56
Request from senior management to stay
Feeder
47
25
28
EX
43
26
31
Reduction in managerial/people management responsibilities
Feeder
59
20
21
EX
55
19
26
Unpaid education leave
Feeder
81
10 9
EX
87
7 6
0%

20%

Limited (1-3)
EKOS Research
Associates Inc.
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40%

60%

Moderate (4)

Feeder n=13,117; EX n=2,254

80%

100%

Great extent (5-7)

Census of EXs and Feeder – CPA, 2007

a)

Sub-Group Differences

Work on an interesting and meaningful project

›

Among feeder group members, work experience is strongly associated with willingness to
extend their career due to working on an interesting and meaningful project, with the most
experienced being the least apt to be enticed by interesting and meaningful work. This is
followed by level of education (which increases one’s interest in meaningful and interesting
work).

›

For EXs, meaningful work is a particularly strong enticement to extend their career in the
Public Service. Among EXs, age is strongly associated with citing meaningful work (with the
youngest being the most keen), followed by years of service in the Public Service.
Promotion

›

Among feeder group members, a promotion is more likely to encourage those individuals
working in scientific or professional occupations, while it is less encouraging for those in the
technical field. It is also more encouraging for less experienced public servants (with less than
10 years in the Public Service), while it is less encouraging for those with more experience
(over 20 years experience). Once again, however, it is age that is highly associated with
interest to be promoted. This is followed by years within the Public Service, as well as first
language (with Anglophones expressing a greater interest).

›

For feeder group members intending to work the minimum to qualify for a pension, promotion
is less of an inducement to extend their career in the Public Service.

›

A promotion is also more encouraging for EXs with fewer years of service.
Alternate work arrangements

›

Women and younger public servants are encouraged to a greater extent by alternative work
arrangements.
Request from senior management

›

Older EXs (55 and over) are more apt to see a request from senior management to stay as an
encouragement for them to extend their Public Service career.
Reduction in managerial/people management responsibilities

›

For EXs who are intending to leave prior to earning their full pension, and/or work the
minimum time to qualify for a pension, reductions in managerial/people management
responsibilities is a more appealing than it is for other EXs.
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3.8

RETURNING TO THE PUBLIC SERVICE

A series of proposed “initiatives” were tested with the feeder group and executives to
determine they would be effective in encouraging them to return to the Public Service after they retire. Of
the four measures tested, employment that would not adversely affect the receipt of their pension and an
opportunity to be paid as a mentor/coach in the Pubic Service were most highly rated.
Far less effective was the opportunity to contribute expertise to a special project on a volunteer
basis and volunteer mentoring or coaching.

Reasons to Return to the Public Service
“To what extent would … encourage you to return to the Public Service
after you retire?”

Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX

Employment that would not adversely affect receipt of pension
19
18
64
16
16
68
Opportunity to be paid as a mentor/coach in the Public Service
22
22
56
18
19
63
Opportunity to contribute expertise to a special project on a
volunteer basis in the Public Service
68
17
15
62
19
19
Volunteer mentoring, coaching in the Public Service
71
16
13
62
20
18

0%

20%

Limited (1-3)
EKOS Research
Associates Inc.
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40%

60%

Moderate (4)

Feeder n=12,685; EX n=2,180

80%

100%

Great extent (5-7)
Census of EXs and Feeder – CPA, 2007

Members of the feeder group and EXs hold similar views in terms of the extent to which
pension plan considerations are important in their decision to move in and out of the Public Service. Over
three quarters (78 per cent) of the feeder group and eight in ten EXs consider their pension plan to a great
extent when making retirement decisions. It should be noted, however, that 16 per cent of EXs and 22 per
cent of feeder employees were unable to provide an answer to this question.

Importance of Pension in Decision to Stay/Leave
“To what extent are pension plan considerations important in your decision to
move in and out of the public service?”

FEEDER

EX

9%

9%
11%

13%

80%

78%

Limited (1-3)
Moderate (4)
Great extent (5-7)
EKOS Research
Associates Inc.

a)

Feeder n=13,477; EX n=2,268

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Feeder group:

›

Pension plan considerations are more important for older employees (over 45) and those with
more years in the Public Service.
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4.

LEARNING AND DEVELOPMENT

4.1

EXPERIENCE IN DIFFERENT AREAS

In order to explore the extent to which members of the feeder group and EXs in the core public
administration are taking up learning and development opportunities, the census examined their current
level of practical experience in a range of areas.
Both groups report the greatest practical experience in operations and policy. Close to twothirds of feeder group members have extensive experience in operations, as do EXs. Within the feeder
groups, EX equivalents report the least operations experience, with EX minus 1s reporting slightly more
than EX minus 2s (69 and 64 per cent respectively, compared with 50 per cent of EX equivalents reporting
extensive operations experience). Close to half of the feeder group and sixty per cent of EXs have extensive
policy experience. EX minus 1s have more extensive experience in policy compared with EX minus 2s.
Close to four in ten feeder group members and EXs report extensive regional experience.
Furthermore, just over one quarter of feeder group members have extensive experience in science and
technology, although this is lower among EXs. Among feeder employees, EX equivalents are equipped with
the most experience in science and technology.
Over one third of EXs report extensive experience in intergovernmental affairs (35 per cent,
compared to 22 per cent of feeder group members) and corporate human resources (35 per cent, compared
to 21 per cent of the feeder group). Another three in ten EXs have extensive international experience
(30 per cent, compared to 17 per cent of feeder group members).
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Experience in Different Areas
“How much experience do you have in…?”
Operations
Feeder
EX

23
14
15
10

Feeder
EX

34
24

Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
0%

20%

Limited (1-3)
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Policy
18

48
16
60
Regional (outside NCR)
51
10
38
50
9
41
Science and technology
67
6
27
76
6
18
Intergovernmental
64
14
22
50
15
35
Corporate human resources
61
18
21
45
20
35
Corporate information management
62
17
20
61
17
22
Corporate information technology
68
13
19
70
13
17
Corporate communications
64
18
18
57
25
19
Corporate finance
69
14
17
61
23
15
International
75
17
8
61
9
30
Corporate audit
83
9 8
80
10 10
Military
90
3 7
92
26

Feeder
EX

EKOS Research
Associates Inc.

63
74

40%

60%

Moderate (4)

Feeder n=13,573; EX n=2,293

80%

100%

Extensive (5-7)
Census of EXs and Feeder – CPA, 2007

a)

4.2

Sub-Group Differences

›

Members of the feeder group in the top ten feeder categories are more likely than others to
report considerable experience in policy, intergovernmental affairs, and corporate human
resources; but are less apt to have extensive experience in science and technology.

›

Feeder group members in science and professional occupations are less apt to have
extensive operations experience, but are more likely to have extensive experience in policy
and intergovernmental affairs. Those in administrative or foreign service occupations are more
apt to possess experience in corporate human resources, information management,
information technology, corporate finance and corporate communications; but are less likely to
have extensive experience in science and technology. Finally, those in technical or other
occupations are more likely to have extensive operations and regional experience, but less
likely to have extensive policy experience.

›

Regional employees are more apt to hold extensive operations experience (71 per cent of
feeder groups and 88 per cent of EXs do, versus 59 and 69 per cent respectively of those in
the NCR), while those in the NCR are more apt to have extensive policy experience.

›

Men are more apt than women to report extensive regional, science and technology, corporate
information technology and military experience.

›

Operations experience declines with educational attainment, while the reverse is true of policy
experience. Experience in science and technology and intergovernmental affairs also
increases with educational attainment; while corporate information management and human
resources experience tend to decline with education.

›

The extent to which EXs have experience in policy and intergovernmental affairs increases
with their seniority.

DEVELOPMENT REQUIREMENTS

Feeder group members identify an extensive need for development in a number of different
areas. By far the greatest development need identified is in the area of parliamentary relations; identified as
a high priority by 61 per cent. EX minus 2s report the most development needs in this area and EX
equivalents report the least. Furthermore, over four in ten feeder group members identified a great need for
development in international perspectives (46 per cent), language training (46 per cent), and senior
management exposure (45 per cent). EX minus 2s, once again, are more apt to say they require further
development in these areas, compared to EX equivalents and EX minus 1s. In terms of language training
needs, most of the feeder group identified either a great need (46 per cent) for training or limited need
(44 per cent).
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Over one third of feeder group members cited a need for development in a number of other
areas, namely financial management, change management, strategic planning and analysis, policy
development, personal leadership development, and in human resources. More than one quarter identified a
need for development in risk management, consulting and negotiating, and people management or
interpersonal skills. In all of these areas EX minus 2s were more apt to report that they require further
development.
The reported development needs of feeder group members are much greater than those of
executives. The top two development needs identified by executives are the same as cited by the feeder
group: parliamentary relations (40 per cent), and international perspectives (33 per cent). Over two in ten
executives also identify a strong need for development in a number of other areas, including personal
leadership development (27 per cent), change management (24 per cent), policy development (24 per cent),
senior management exposure (23 per cent), language training (23 per cent), strategic planning and analysis
(23 per cent), and consulting and negotiating (22 per cent).
Results cannot be directly compared to findings from the 2002 survey of feeder groups.
However, training needs identified in 2002 were somewhat similar, with political level work being identified
most often as an important training need (by 54 per cent), followed by second language training (51 per
cent), leadership skills (46 per cent), and policy development (46 per cent).
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Requirement for Development in Different Areas
“To what extent would you require further development in…?”
22

Feeder
EX
Feeder
EX
Feeder
EX
Feeder

Parliamentary relations
17
61
41
19
40
International perspectives
33
21
46
47
20
33
Language training
44
10
46
49
27
23
Senior management exposure
33
21
45

Financial management
21
39
63
21
16
Leading transitions/change management
37
36
27
24
53
23
Strategic planning and analysis
37
25
38
23
56
21
Policy development
37
38
25
24
55
21
Personal leadership development
36
39
25
51
22
27
Human resources
41
25
34
70
18
11
Risk management
41
27
31
56
25
20
Consulting and negotiating
43
26
31
56
22
22
People management/interpersonal skills
52
22
26
69
18
13
Project/program management
54
23
23
69
20
11
Stress management
59
22
19
70
17
13
Courses related to area of specialization
66
15
20
77
9
14
Service delivery
57
24
19
70
18
12
Public Service values and ethics
74
18
9
86
10 4

Feeder
EX

40

Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
Feeder
EX
0%

20%

Limited (1-3)
EKOS Research
Associates Inc.

40%

60%

Moderate (4)

Feeder n=13,255; EX n=2,268

80%

100%

Great extent (5-7)
Census of EXs and Feeder – CPA, 2007
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a)

›
›

Sub-Group Differences

The need for development is generally strongest among feeders not in the top ten categories.
Feeder group members in scientific and professional positions are less apt than those in other
positions to identify a significant need for development in parliamentary relations or
international perspectives, and more apt to identify a need for development in financial
management.

›

Regional feeder and regional EX employees are more apt than others to identify a need for
language training.

›

The need for senior management exposure declines with the number of years in the Public
Service for feeder group members. The same is true for a number of development areas,
including financial management, change management, strategic planning, people
management, service delivery and program management. Within the EX population, the need
for development in all areas tested declines significantly with years of service.

›

Women within the feeder population are more apt than men to identify a need for development
in a number of areas including international perspectives, financial management and change
management; while men are more apt to identify a need for language training. Women in the
EX ranks are also more apt than men to identify a need for development in several areas
including international perspectives and change management.

›

Those with a graduate degree are less likely than others to report the need for development in
a number of areas, including international perspectives, parliamentary relations, and policy
development, but more often feel the need for more financial and people management.

›
›

Anglophones are much more likely to list language training as a development need.

›

Members of visible minority groups in the feeder group are also proportionately more likely to
report a need for greater senior management exposure and language training, as well as
development in financial management, change management, personal leadership and
strategic planning. Aboriginal people in the feeder group are more apt than others to identify a
need for language training and greater senior management exposure.
Among EXs, members of visible minority groups were more inclined to list the following as
needing further development: parliamentary relations, second language training, personal
leadership development, change management, consulting and negotiating, people
management and human resources. Aboriginal EXs indicated a need for second language
training and development in international perspectives and service delivery.
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4.3

FREQUENCY OF DEVELOPMENT EXERCISES

Most feeder group members have attended a “learning event” such as a presentation,
conference or workshop in the last three years (89 per cent), and just over three quarters have participated
in classroom training (77 per cent). EX equivalents are less likely to have participated in classroom training
than EX minus 1s or 2s. Results for EXs are quite similar on these two points; 90 per cent of EXs have
attended a “learning event” and 72 per cent have participated in classroom training.
Roughly two thirds of feeder group members indicate having received regular, constructive
feedback on their performance (67 per cent), and 63 per cent have implemented a learning plan in this timeframe (three years). In comparison, EXs are more apt to have received feedback on performance (75 per
cent have), but are less likely to have implemented a learning plan (52 per cent have).
Less than half of both feeder group members and EXs have participated in varied work
experiences such as rotational jobs, acting assignments or job shadowing in the past three years. EX
equivalents are less likely to have participated in these varied work experiences than other feeder
employees. Almost one third of feeder group members have participated in leadership development training
(32 per cent) within the past three years, while fully 50 per cent of EXs have. A greater portion of EX minus
1s have participated in this kind of training more than other feeder groups. Just over two in ten employees
have implemented a career plan (22 per cent for both feeder groups and EXs).
Feeder group members are less apt to have engaged in any other development activities
listed, including completing a self-assessment on leadership competencies (17 per cent), working with a
mentor (17 per cent), or receiving coaching (14 per cent), although more EX minus 1s had completed a self
assessment on leadership competencies compared to EX equivalents and EX minus 2s. EXs are
significantly more likely to have engaged in these activities, with 42 per cent having completed a selfassessment on leadership competencies, 34 per cent having received coaching services, and 24 per cent
having worked with a mentor.
Relatively few respondents from either the feeder or EX community have continued formal
education or obtained a professional accreditation within the past three years.
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Frequency of Development Exercises
“In the last three years, have you…?”
Attended a “learning event”
89
90

Feeder 11
EX 10
23

Feeder
EX

28

Participated in classroom training
77
72

Received regular, constructive feedback on performance
33
67
Feeder
25
75
EX
Implemented a learning plan
37
63
Feeder
48
52
EX
Participated in varied work experiences
Feeder
58
42
EX
57
43
Participated in leadership development training
68
32
50
50

Feeder
EX

Implemented a career plan
78
78

Feeder
EX
Feeder
EX
Feeder
EX

Received coaching services
86
66

Feeder
EX
0%

14
34

Continued formal education
89
93

Feeder
EX

11
7

Obtained a professional accreditation
94
96
20%

40%

No
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22

Completed a self-assessment on leadership competencies
17
83
58
42
Worked with a mentor
83
17
76
24

Feeder
EX

EKOS Research
Associates Inc.

22

60%

80%

6
4
100%

Yes

Feeder n=13,566; EX n=2,290

Census of EXs and Feeder – CPA, 2007

a)

Sub-Group Differences

›

Feeder group members in technical occupations are less apt than others to have implemented
a learning plan.

›

Regional members of the feeder group (38 per cent) are more likely than those working in the
NCR (29 per cent) to have had the opportunity to participate in leadership development
training.

›

The proportion of feeder group members with a learning plan or career plan declines with
increasing length of service and age. Similarly, participation in classroom training in the last
three years is less likely among EXs with greater age and years of service. Younger EXs and
feeders or those with less years of service are more inclined to have worked with a mentor
than their older counterparts or those with greater lengths of service.

›

Women are more apt to have implemented a learning plan than are men. Within the EX
population, women are also more apt than men to have participated in classroom training, in
varied work experiences, and to have obtained mentoring or coaching services.

›

Aboriginal people in the feeder group are somewhat more likely than other feeders to have
implemented a learning plan within the past three years (73 per cent compared to 63 per
cent), or to have participated in leadership development training (39 per cent compared to
32 per cent).

Census respondents who have received coaching services within the preceding three years
were asked to indicate the source of these coaching services. Feeder group members most commonly
received coaching services from within their own department or agency. Over one quarter obtained the
services of a private vendor and two in ten received coaching from the PSC. Just over one in ten feeder
group members identify other sources.
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In contrast, EXs more commonly obtained coaching services from the Public Service
Commission (PSC) (39 per cent) or a private vendor (40 per cent), while only one third obtained coaching
services from within their own department or agency. Furthermore, almost one quarter of EXs who obtained
coaching services indicate that these were provided by a leadership development program, and seven per
cent obtained coaching services from the Association of Professional Executives of the Public Service of
Canada (APEX).

Sources of Development Services
“From where did you receive these coaching services?”
61%

Within department/agency

34%
28%
40%

Private vendor

20%

PSC

39%

APEX 1%
7%
Leadership Development Program 0%
Other
0%

24%

12%
6%
20%

40%

60%

80%

100%

Feeder
EX
EKOS Research
Associates Inc.

b)

›

Feeder n=1,877; EX n=786

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Feeder group members located within regions are more apt than those in the NCR to have
received coaching services from within their own department or agency.
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4.4

INTEREST IN LEADERSHIP
DEVELOPMENT PROGRAMS

Level of interest in a variety of development programs was explored with both feeder group
and EX respondents. Feeder group members demonstrate greatest interest in participating in organizational
or departmental leadership development programs available to them (44 per cent are very interested in such
programs) with EX minus 2s expressing the most interest. Four out of ten feeder employees express great
interest in the Accelerated Executive Development Program (AEXDP). EX equivalents are less interested in
participating in AEXDP than other feeder employees. Over three in ten feeders are also very interested in
participating in Interchange Canada or in the Career Assignment Program (CAP). EX minus 2s are more
interested in participating in CAP while EX equivalents are the least interested. Roughly one quarter of
feeder group members demonstrate strong interest in the Recruitment of Policy Leaders Program or the
Government of Canada Fellows Program, while fewer are interested in the CAP for functional communities
(17 per cent). EX equivalents were more interested in the Government of Canada Fellows Program than
others in the feeder group, however, they are far less interested in CAP for functional communities.
It is important to note, however, that a significant proportion of feeder group members
(between 10 and 29 per cent) lacked knowledge or awareness of these leadership development programs,
prompting them to answer “don’t know”. In particular, 29 per cent answered “don’t know” for the Government
of Canada Fellows Program, 17 per cent for Interchange Canada, 16 per cent for CAP for functional
communities, and between 10 and 11 per cent answered “don’t know” on other programs (departmental
programs, AEXDP, the Recruitment of Policy Leaders Program and CAP).
EXs are most interested in participating the in Interchange Canada (37 per cent are very
interested), followed by leadership development programs within their own departments (29 per cent are
very interested). Roughly one quarter of EXs state a strong interest in participating in AEXDP or the
Government of Canada Fellows Program. The only program for which a substantial proportion of EXs
answered “don’t know” on this question (suggesting a lack of knowledge of the program) is for the
Government of Canada Fellows Program (for which 19 per cent answered don’t know).
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Interest in Leadership Development Programs
“What is your level of interest in participating in...?”

Feeder
EX

Organizational/Departmental development program
34
21
44
49
21
29

Feeder
EX

Accelerated Executive Development Program (AEXDP)
45
14
41
62
12
26

Feeder
EX

47
42

36
37

Feeder

Career Assignment Program (CAP)
51
18
31

Feeder

Recruitment of Policy Leaders Program
56
20
24

Feeder
EX

Government of Canada Fellows Program
14
63
23
59
16
25

Feeder

Career Assignment Programs for functional communities
71
12
17

0%

20%

Limited (1-3)
EKOS Research
Associates Inc.

a)

Interchange Canada
17
21

40%

60%

Moderate (4)

Feeder n=9,310; EX n=1,833

80%

100%

Very interested (5-7)

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Overall patterns

›

Interest in participating in leadership development programs declines rapidly with age and
years of service for both feeder group and EX respondents.

›

Feeder group members who are members of visible minority groups express much greater
interest in all the leadership development programs tested (e.g., 63 per cent are very
interested in AEXDP and 55 per cent in Interchange Canada), followed by Aboriginal people in
the feeder group (e.g., 53 per cent are very interested in AEXDP and 44 per cent in CAP).
Within the EX population, all equity groups (Aboriginal peoples, members of visible minorities
and people with a disability) express relatively greater interest than others in most
development programs listed.
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Organizational/departmental development programs

›

Within the feeder group, women express greater interest than men in these programs.
Accelerated Executive Development Program (AEXDP)

›

Interest declines with seniority among EXs (from 33 per cent of EX-01s to three per cent of
EX-04/05s).
Interchange Canada

›

4.5

Feeder group members in scientific or professional occupations express relatively greater
interest in participating (42 per cent are very interested) than do those in the other
occupational categories.

BARRIERS TO PARTICIPATING IN
LEADERSHIP DEVELOPMENT PROGRAMS

The most common barrier to participation in leadership development programs is that feeder
group members and EXs are too busy at work to be able to free time to participate, learn about and apply to
programs. Fully six in ten feeder group members identify being “too busy at work” as a factor greatly limiting
their participation in leadership development programs. EX equivalents were more likely than other
employees to cite this as a limitation. In addition to being too busy, participation in leadership development
programs is limited by lack of knowledge or familiarity with the programs available and their eligibility criteria.
Over four in ten feeder group members indicate that their participation is greatly limited by a lack of
awareness of programs (45 per cent) or of their eligibility criteria (41 per cent), and a further 35 per cent are
limited by not knowing where to obtain information on programs. EX minus 1s were more likely to rate the
extent of their limitation as very low (in terms of these three factors) than EX equivalents or EX minus 2s.
One third cites a lack of support from management as a factor severely limiting their participation and the
same number indicate that limited enrolment in these programs has restricted access. EX minus 2s were
more likely to cite these two factors as limitations.
Roughly one quarter of feeder group members were disinterested in participating as they said
they did not believe these programs would provide enhanced opportunities for advancement (26 per cent),
and a similar number said they were prevented from participating by an inability to meet eligibility criteria
(24 per cent). While EX equivalents view lack of provision toward advancement as a limitation in their
participation in leadership development programs, EX minus 2s were more likely to view inability to meet
eligibility criteria as their main set back. Fewer than two in ten feeder group members cite lack of interest in
programs.
As with feeder group members, EXs most often state that their participation is limited by the
fact that they are too busy at work (58 per cent). One quarter of EXs express a lack of interest in
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participating based on the view that these programs will not provide greater opportunity for advancement,
while two in ten are hampered by limited enrolment in these development programs. Lack of awareness or
knowledge of programs plays a far smaller role in limiting participation of EXs in development programs, as
fewer than two in ten cite a lack of awareness of programs (17 per cent), lack of awareness of eligibility
criteria (15 per cent), or lack of awareness of where to obtain information (12 per cent). A total of 18 per cent
of EXs cite insufficient support from management as a factor strongly limiting their participation in
development programs, and a similar number (17 per cent) point to a lack of interest. Only 12 per cent
indicate that they are limited from participating by eligibility criteria.
Again, the lack of familiarity of some respondents with leadership development programs is
reflected in the number responding “don’t know” to several of these statements, particularly among feeder
group members. In particular, one third of feeder group members (and 16 per cent of EXs) responded “don’t
know” to whether an inability to meet eligibility criteria has been a barrier; 26 per cent (and 10 per cent of
EXs) answered “don’t know” in terms of whether limited enrolment has acted as a barrier to participation;
and 20 per cent (and seven per cent of EXs) as to whether these programs will not provide additional
advancement opportunities.
Results from the 2002 survey of feeder group members indicate that many of these barriers
have remained unchanged. In 2002, feeder group members most frequently identified lack of time (49 per
cent) and lack of awareness of eligibility criteria (43 per cent) as barriers to participation. Relocation
requirements, lack of awareness of information sources, insufficient support from management and poor
likelihood of this leading to advancement were also identified as barriers.
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Barriers to Participation in Leadership
Development Programs
“To what extent has … limited your participation in the previously listed
development programs?”
Too busy at work
Feeder
EX

24
28

16
14

60
58

Unaware of programs
Feeder
EX

17

38

45
15

68

17

Unaware of eligibility criteria
Feeder
EX

42

17

41
13

72

15

Unaware of where to find information
Feeder
EX

47

18

35
11

76

12

Insufficient support from management
Feeder
EX

51

16

33

70

12

18

Limited number of participants permitted in corporate
leadership development programs
Feeder
EX

52

15

33

69

11

20

Program will not likely provide greater opportunity for
advancement
Feeder
EX

56
59

18
17

26
25

Unable to meet eligibility criteria
Feeder
EX

60

16

24

79

9

12

Lack of interest
Feeder
EX
0%

20%

Limited (1-3)
EKOS Research
Associates Inc.

a)

18
18

65
66
40%

60%

Moderate (4)

Feeder n=8,267; EX n=1,757

17
17
80%

100%

Great extent (5-7)
Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

Insufficient support from management

›

Insufficient support from management was reported to be more of a barrier to feeder group
members with a disability or who are visible minorities (44 per cent) than for all feeders (33 per
cent).

›

The extent to which lack of support from management presents as a barrier to EXs declines
as EX level gets higher: this was cited as a problem by 21 per cent of EX-01s and 15 per cent
of EX-02s, compared to eight per cent of EX-04/05s.
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Limited number of participants

›

Visible minority (53 per cent) and Aboriginal (43 per cent) feeder group members reported
limited number of participants as a barrier to participation more than all feeders did (33 per
cent).

›

EXs with a disability (34 per cent) and Aboriginal EXs (33 per cent) reported limited number of
participants as a barrier to participation more than all EXs did (20 per cent).
Unaware of programs, unaware of eligibility criteria, unaware of where to find
information

›

The extent to which lack of knowledge presents a barrier to participation declines with years of
service for feeder groups and EXs.

›

Within EX ranks, women are less likely than men to identify lack of knowledge as a barrier.
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4.6

LANGUAGE TRAINING AS A BARRIER TO
PROGRESSION

Lack of access to language training is a significant concern for a minority; it is, however, a
major barrier to career progress for relatively more feeders than EXs. Over one quarter of feeder group
members believe that lack of access to language training has adversely affected their career progress in the
Public Service, compared to only 12 per cent of EXs. Lack of access to language training has had a
moderate adverse effect on only nine per cent of feeder group members and six per cent of EXs; while
62 per cent of feeder group members and 81 per cent of EXs identify it as having a limited effect on their
career progression.

Language Training as a Barrier to Progression
“To what extent, if at all, has the lack of access to language training in your
second official language adversely affected your career progress in the Public
Service over the last three years?”

FEEDER

EX
12%
6%

28%
62%

81%

9%

Limited (1-3)
Moderate (4)
Great extent (5-7)
Note: Not adding to 99% due to rounding
EKOS Research
Associates Inc.

a)

Feeder n=13,425; EX n=2,279

Census of EXs and Feeder – CPA, 2007

Sub-Group Differences

›

Among both feeder groups and EXs, lack of access to language training is a much greater
concern for Anglophones, and for those who have not had their language proficiency tested or
who have not met the CBC profile.

›

Access to language training is a great concern for larger proportions of employment equity
group members for both feeder groups and EXs. Among feeder groups, this was cited as a
‘great’ problem by 42 per cent of persons with a disability, 40 per cent of visible minorities and
33 per cent of Aboriginal respondents, compared to 28 per cent of others. Within the EX
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ranks, 26 per cent of Aboriginal respondents, 25 per cent of visible minorities and 19 per cent
of persons with a disability responded similarly, compared to 12 per cent of other EXs.

4.7

BARRIERS TO LEARNING OBJECTIVES

As with barriers to participation in development programs, being too busy at work is cited most
often by both feeder group members and EXs as a barrier to reaching the objectives in their learning plan
(by 66 per cent of feeder group members and 69 per cent of EXs). Other barriers to completing a learning
plan are cited less often by EXs than by feeder group members. Lack of funds and insufficient support from
management are cited by over three in ten feeder group members, and close to two in ten EXs, which is
followed closely by lack of availability of adequate learning activities (identified by 29 per cent of feeder
group members and 17 per cent of EXs). EX minus 1s are less likely (than other feeder employees) to feel
that lack of funds or unavailability of adequate learning activities have prevented them from reaching the
objectives in their learning plan. Fewer identify a lack of information as a barrier (which was more apt to be
seen as a barrier to participating in leadership development programs), while lack of interest is identified as
a barrier by only a small minority of feeder group members or EXs.

Barriers to Learning Objectives
“In the last three years, to what extent has … prevented you from reaching
the objectives identified in your learning plan?”

Feeder
EX

18
17

Feeder
EX
Feeder
EX

The fact that you are too busy at work
16
66
13
69
Lack of funds
51
16
34
70
11
19
Insufficient support from management
53
15
32
68
12
19
Unavailability of adequate learning activities
51
20
29
69
15
17
Lack of information
61
19
20
75
12
12
Lack of interest
82
11 6
84
12 4

Feeder
EX
Feeder
EX
Feeder
EX
0%

20%

Limited (1-3)
EKOS Research
Associates Inc.
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40%

60%

Moderate (4)

Feeder n=12,332; EX n=2,112

80%

100%

Great extent (5-7)

Census of EXs and Feeder – CPA, 2007

a)

Sub-Group Differences

Too busy at work

›

Those with 30 years in the Public Service or more (feeder groups or EXs) are less apt to
identify being too busy at work as a barrier. Similarly, the propensity to identify this as a barrier
declines with age.
Lack of funds

›

EXs located in regions are more apt to identify lack of funds as a barrier than are those in the
NCR (27 per cent do, compared to 18 per cent in the NCR).

›

Feeder group members who are Aboriginal peoples, disabled or members of a visible minority
group are more apt to identify lack of funds as a barrier. The same is true for members of
employment equity groups in the EX category.
Insufficient support from management

›

Within the feeder group, employment equity group members are more likely to identify
insufficient support from management as a barrier than other feeder group members. While
32 per cent of other feeder group respondents cited this as a barrier to reaching the objectives
in their learning plans, 42 per cent of those with a disability, 41 per cent of members of a
visible minority group and 39 per cent of Aboriginal respondents indicated the same.
Unavailability of adequate learning activities

›

Feeder group members not in the top ten occupations leading to an EX position are more apt
to identify unavailability of adequate learning activities as a barrier.

›

EXs located in regions are more apt to identify unavailability of adequate learning activities as
a barrier compared to those in the NCR.

›

The proportion identifying unavailability of adequate learning activities as a barrier declines
with years of service (for both feeder groups and EXs), and with age (for feeder groups).

›

EXs with a disability are more apt to identify unavailability of adequate learning activities as a
barrier than are other EXs.
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4.8

PARTICIPATION IN LEADERSHIP
DEVELOPMENT PROGRAMS

Very few feeder group members or EXs have participated in any of the leadership
development programs tested in the census. Roughly three-quarters (74 per cent) of feeder group members
and 58 per cent of EXs have not participated in any of the programs listed. Respondents have most
commonly participated in organizational or departmental programs offered (12 per cent of feeder groups and
17 per cent of EXs). EXs are more likely to have participated in most programs identified than are feeder
groups.

Participation in Leadership Development Programs
“In which of the following development programs have you participated?”

12%
17%

Org./Dept development program
MTP

5%
4%

Interchange Canada

2%
5%

CAP

AEXDP

1%
8%
0%
4%

AETP

0%
1%

CAP-FI, CAP-PE, CAP-Regional

0%
1%

Other

8%
12%
74%

None of the above
0%

58%
20%

40%

60%

80%

100%

Feeder
EX
EKOS Research
Associates Inc.
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Feeder n=13,569; EX n=2,286

Census of EXs and Feeder – CPA, 2007

a)

Sub-Group Differences

›

Feeder group members who are not in the top ten occupations are less apt to have
participated in any of these programs.

›

The proportion that has not participated in any program declines with educational attainment
for EXs.

›

The proportion of EXs who have participated in departmental development programs
increases with years of service, while those with less than 10 years of service are more apt to
have participated in Interchange Canada. Furthermore, EXs under the age of 45 are more apt
to have participated in MTP compared to other EXs.

›

Among EXs, visible minorities are more likely to have participated in CAP (20 per cent
compared to nine per cent of others), while Aboriginal respondents were less likely to have
participated in departmental development programs.
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5.

PROFILE OF CENSUS RESPONDENTS

A general profile of the respondents to the census is useful in understanding who responded
and how closely they resemble the broader population of EXs and feeder group employees. It also provides
a useful picture of where these populations are moving over time. Lastly, it builds a useful foundation upon
which to understand sub-group differences in responses to the census insofar as it paints a picture of the
interlinking characteristics of different groups within the population (e.g., Francophones who are more
concentrated in some regions, or women who are, on average, younger) and allows for a better
understanding of how some variables are interrelated.

5.1

GENDER AND AGE

Slightly under half of respondents are women. The proportion is higher in the feeder group
(45 per cent) compared with EXs (41 per cent). The average age of the feeder groups is 47. EXs are, on
average, older than the feeder group, with an average age of 51. Women are typically younger than men in
both the feeder and EX groups.
Although men outnumber women within feeder groups in the current census, their proportion is
much lower than in the 2002 survey of feeder groups, when 64 per cent of respondents were men. The
average age of individuals in feeder groups remains unchanged from 2002.

Age and Gender
<35 years 1%10%
13%
6%

35-39 years

55%

16%
12%

40-44 years
45-49 years

20%
22%

50-54 years

21%
31%

Male
59%

45%

17%
27%

55-64 years

Female

65+ years 1%
1%

41%

Other 1%

1%

0%

20%

0%

40%

60%

80%

100%

Feeder
EX
EKOS Research
Associates Inc.

Feeder n=13,680; EX n=2,299

20%

40%

60%

80%

100%

Feeder
EX

Census of EXs and Feeder – CPA, 2007
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5.2

EMPLOYMENT EQUITY

The sample is representative of the wider Canadian public, given that three per cent of both
EXs and the feeder group are Aboriginal, and four per cent of EXs and five per cent of the feeder group
report a disability. The representation from the visible minority group is somewhat lower at six per cent of
EXs and nine per cent of the feeder group. The Aboriginal portion of the sample appear to be younger and
concentrated in the western regions, with fewer years in the Public Service. Visible minority group members
are also younger with less years of experience in Public Service. People with a disability, on the other hand,
are typically older, with considerably more years in the Public Service.
These results are similar to those obtained in the 2002 survey of feeder groups, when 6.5 per
cent of respondents reported being members of a visible minority, 2.4 per cent were Aboriginal, and 3.7 per
cent were persons with a disability.

5.3

REGION OF WORK

The concentration of respondents was in the NCR, although to a slightly lesser extent in the
feeder group (at 64 per cent, compared with 70 per cent of EXs). Feeder group and EXs located in the NCR
are typically younger and newer to the Public Service than regional employees. The representation of
women is also higher in the NCR. EXs located in the NCR also typically report a higher level of education.
The concentration of Francophones is higher in the NCR than in the regions in the feeder group, but the
proportion of Francophones in the EX sample is the same in the NCR and across the regions.
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The concentration of feeder group members in the NCR is identical to that reported in the
2002 survey of feeder groups.

Table 5.1: Region of Work
FEEDER

EX

%

%

Province/Region

(n=13,680)

(n=2,299)

British Columbia

5

3

Alberta

3

2

Saskatchewan

2

1

Manitoba

2

2

Ontario (excluding NCR)

7

5

National Capital Region

64

70

Quebec (excluding NCR)

6

4

New Brunswick

2

2

Nova Scotia

3

2

Prince Edward Island

1

1

Newfoundland and Labrador

1

1

Yukon

0

0

Northwest Territories

1

0

Nunavut

0

0

Outside Canada

1

5

No answer

1

2

The incidence of relocation to the NCR to join or take another position in the Public Service is
quite high across the sample. Thirty-one per cent of the feeder sample and 39 per cent of EXs have
relocated to the NCR at some point in their career. Relocation is more prevalent among senior EXs (and
therefore among older EXs) in the sample. This is also the case more often among men. These age and
gender patterns are also found in the feeder sample.
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5.4

EDUCATION

Roughly eight in ten respondents report a bachelor’s degree or higher. Education is typically
higher for EXs than reported by the feeder group, with over half of EXs (52 per cent) reporting a graduate
degree. Eleven per cent of feeders and five per cent of EXs have a professional designation of some type.
Younger and newer public servants often report more education than their older and more experienced
counterparts.
The educational attainment of feeder group members is very similar to that reported by
respondents to the 2002 feeder group survey.

Formal Education
Education

“Do you have a professional designation
(e.g., CGA, CMA, etc.)?”

6%
High school diploma 3%
9%
College/CEGEP 4%
24%

4%
University diploma 3%

Yes
20%

34%
35%

Bachelor’s degree

27%
41%

Master’s degree

76%

11%
Professional degree 5%

No

7%
6%

Ph.D.

80%

Other 3%
2%

0%

20%

0%
40%

60%

80%

100%

Feeder
EX
EKOS Research
Associates Inc.
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Feeder n=13,680; EX n=2,299

20%

40%

60%

80%

100%

Feeder
EX
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5.5

LANGUAGE

Across the board, two in three respondents are Anglophones, reporting English as their
mother tongue. Just over one in four (28 per cent in both the EX and feeder groups) are Francophones, and
the remaining three per cent of EXs and four per cent of feeder groups report other languages as a first
language. By comparison, Francophones are typically younger and newer to the Public Service.
A slightly smaller proportion of feeder group members report English as their first language in
comparison to results from the 2002 survey (where 75 per cent reported English as their first language);
while the number reporting French as their first language has increased only slightly (from 25 per cent); with
the balance of respondents reporting a first language other than English or French.
Eighty six per cent of EXs have their CBC language proficiency. Six per cent have less than
CBC and six per cent have not been tested. In the feeder group, 43 per cent have their CBC language
profile. Another 25 per cent are below CBC and 27 per cent have not been tested. Those with a CBC
language proficiency are typically younger (in the feeder group) and the concentration is higher among
women (among both feeders and EXs). It is also more prevalent in the science and professional categories.

Language Profile
“What is your first language?”

68%

English

Language profile

43%

CBC

86%

69%
25%

Below CBC
French

Other

6%

28%
28%
4%

No answer

3%

0%

20%

40%

60%

80%

100%

Feeder
EX
EKOS Research
Associates Inc.

27%

Not tested

6%
5%
2%

0%

20%

40%

60%

80%

100%

Feeder
EX

Feeder n=13,680; EX n=2,299

Census of EXs and Feeder – CPA, 2007
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5.6

WORK HISTORY

Upon entry to the Public Service (whether first term or indeterminate position, excluding
student employment), over one in ten EXs were classified as either CRs (13 per cent) or ESs (12 per cent).
Other classifications include AS and FS (both with six per cent) while some started in the EX classification
(five per cent). Similarly, over one in ten (14 per cent) of the feeder group were initially CRs and another
eight per cent were ESs when they first entered the Public Service. Fewer in the feeder group were ASs or
CSs (five and six per cent, respectively) or ENENGs or LAs (also both at five per cent).
EXs have been with more departments or agencies in their careers. Among EXs only 22 per
cent have been in only one department, while 24 per cent have been in two. Over half of EXs (54 per cent)
have been in three or more departments. Almost half of the feeder group (42 per cent) have only been with
one organization, while 26 per cent have been in two, and the remainder (32 per cent) have been in three or
more. Women typically report working in more departments than men, and employees in the NCR also
report working in more organizations than regional employees.
The 2002 survey of feeder groups also found that most feeder group members had limited
exposure to different departments, with most having worked in only one or two throughout their career.
However, the proportion reporting having worked in only one department is lower than in 2002, where
48 per cent reported experience in only one department compared to 42 per cent in the current census.

Work History (1)
“In how many different federal departments, agencies or organizations have
you worked in your career?”
42%

1

22%
26%
24%

2
3
4

15%
17%
8%
14%

5 4%
9%
6+ 4%

14%

0%

20%

40%

60%

80%

100%

Feeder
EX
EKOS Research
Associates Inc.
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Feeder n=13,632; EX n=2,293
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Prior to becoming an executive, nearly three quarters (73 per cent) worked in the core public
administration. Relatively few worked in other federal organizations (7 per cent), for a separate agency
(six per cent), or in the private sector or a non-profit organization (seven per cent) prior to becoming an
executive.
Nearly one quarter (23 per cent) of EXs were classified as an ES in terms of substantive
classification immediately before they became an executive. More than one in ten were either an AS (12 per
cent) or a PM (11 per cent), and just under one in ten (nine per cent) were an FS prior to becoming an EX.
An additional six per cent (each) were classified as CO or FI prior to advancing to an EX position.
Thirty nine per cent of EXs and 30 per cent of feeders reported been in their current
substantive group and level for two years or less, while 39 per cent of EXs and 44 per cent of feeders have
been in the same position between four and nine years.
A large number of EXs (40 per cent) have been in the Public Service between 20 and 29
years. Roughly one quarter (26%) have been in the Public Service between 10 and 19 years and another
quarter (25%) more than 30 years. Just over a third of feeders (34 percent) have been in the Public Service
for less than 10 years. Twenty-seven percent have been in the Public Service between 10 and 19 years and
between 20 and 29 years respectively.

Work History (2)
“How many years have you been at your
substantive group and level?”
Less than 1 year

9%
13%

1 year

9%
11%

2 years

12%
15%

3 years

11%
13%
22%
20%

6-9 years

22%
19%

0%

40%

60%

80%

100%

Feeder
EX
Feeder n=13,651; EX n=2,297
EKOS Research
Associates Inc.

9%

10-19 years

27%
26%

20-29 years

27%
40%
13%
25%

More than 30 years

15%
9%
20%

34%

Less than 10 years

4-5 years

More than 10 years

Years in Public Service

0%

20%

40%

60%

80%

100%

Feeder
EX
Feeder n=13,644; EX n=2,296
Census of EXs and Feeder – CPA, 2007
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5.7

INCIDENCE AND HISTORY
OF ACTING ASSIGNMENTS

Acting assignments are slightly more common for feeder members (16 per cent were in an
acting position at the time of the census, compared with 12 per cent of EXs). Over half of sample
respondents in an acting position have been acting for less than one year. Another 16 per cent of feeders
and 17 per cent of EXs have been acting in a position for one year and 15 per cent of feeders and 18 per
cent of EXs have been acting for two years. Thirteen per cent of feeders and nine per cent of EXs have
been in an acting role for more than two years.
The proportion of feeder group members in an acting position is higher than in the 2002
survey, where only 14 per cent reported that they were acting in their current position.

Incidence and History of Acting Positions
“Are you in an acting position or acting
assignment?”

“How long have you been in this acting
position or acting assignment?”
56%
55%

Less than 1 year
1 year

16%
17%

2 years

15%
18%

16%

Yes
12%

7%
5%

3 years
84%

No
88%

0%

20%

40%

60%

80%

100%

3%
4 years 2%

5 years 1%
1%
2%
More than 5 years 1%
0%

Feeder
EX

20%

40%

60%

80%

100%

Feeder
EX
Feeder n=2,203; EX n=278

EKOS Research
Associates Inc.

Feeder n=13680; EX n=2299
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Nearly half (49 per cent) of feeder employees say they have sub-delegated authority in
finance, while just over one quarter (27 per cent) of EXs do. Over one third of the feeder group (39 per cent)
compared to just over one quarter (27 per cent) of EXs say they have sub-delegation authority in human
resources.
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APPENDIX A
DETAILED METHODOLOGY

METHODOLOGICAL DETAILS
ADMINISTRATION
The survey instrument was designed by CPSA10. Questions were designed to be addressed to
either EXs or feeders (EX equivalents, EX minus 1s and EX minus 2s) in two separate streams. The census
was also designed to be self-administered over the Internet, based on an e-mail invitation to participate in
the census.
Once designed, the two questionnaires were tested in both official languages with a series of
stakeholders including APEX, PSC, and CSPS as well as via focus groups with EXs and feeder groups
yielding various comments on the content and wording of questions. Some changes were made to the
survey instruments as a result of this feedback and the changes were then translated and the instruments
programmed online. CPSA was responsible for the translation of the survey instrument, as well as any
advance communications, and the e-mail invitation. Other communication materials were provided to
departments for their use in communicating with their employees about the census.
The sample frame was constructed by CPSA, using payroll information databases (updated as
of April 1st, 2007), to include all EXs and employees currently classified in positions defined as EX
equivalents or EX minus 1s and EX minus 2s.11 Following this, work was done to obtain e-mail addresses
(and telephone numbers) for all employees found in the system. The first step was to use an electronic
match to the Government Electronic Directory System (GEDS). The second step was to ask departments for
the contact information of any employees not found on GEDS. Duplicates found on GEDS were resolved
manually. The last step was to manually look up missing cases on GEDS to see if more contact information
could be recovered.
In order to test the survey instrument and sample frame, an invitation was sent to 100
randomly selected participants in the sample, on 25 May 2007. Feedback obtained in the test was used to
further refine the survey instrument and programming, as well as translation.
Advance communication was sent to most employees (departments were highly encouraged
to do this) to inform them of the census, its purpose and the importance of maximum participation in order to
ensure representativeness of results. CPSA also provided communication material to the National
Managers’ Community, APEX and for a Deputy Ministers Breakfast. In total, 15,990 employees responded
to the survey, for a response rate of 46 per cent. This provides for a margin of error of +/-0.6 per cent. The
survey was conducted from June through July of 2007.
10

Leadership and Talent Management and Strategic Policy, Planning and Research sectors.

11

The original list was created by the PSC in partnership with CPSA. The only modification made for the purpose of
the census was to consider a CS-03 an EX minus 2 and CS-04 an EX minus 1. The modified list can be found in
Appendix B.
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The survey instrument was administered using a bilingual email invitation and a bilingual
questionnaire, installed on a secure website. All employees received an e-mail invitation, introducing them
to the census and providing some background information, providing the Web address, as well as a unique
PIN for each employee to use to access the census and input their responses to ensure confidentiality.
A total of 34,867 invitations were sent out to potential respondents over the course of the
survey period. The following are salient dates and details of the attempts to collect responses:

›

The first invitation was sent by EKOS to all respondents on June 13-14. 978 invitations were
sent on June 13 and 31, 783 on June 14.

›

On June 20-21 8,811 respondents had completed the census. Reminders were sent to 26,056
employees who had yet to complete the census.

›

On June 26 11,007 respondents had completed the census. A second reminder was sent to
23,598 employees who had yet to complete the census.

›

On July 9 14,183 respondents had completed the census. A third reminder was sent to 20,684
employees who had still not competed the census.

›

Over the collection period roughly 2, 000 invitations were sent to employees who met the
target criteria (group and level) but were missing from the original list. Invitations were sent
only after verification of respondents’ group and level.

Over the course of the last 2 weeks of the collection period some reminder calls were also
made, although this effort was relatively minimal (i.e., fewer than 200 employees were contacted) as the
response rate was already considered to be high and reminder calls did not seem to have a significant effect
in terms of getting non-respondents to complete the census.

ANALYSIS
Once collected, census results were cleaned, coded and weighted to restore the data to
population representativeness. Throughout the report, results are presented for EXs and feeder groups (EX
minus 1s and EX minus 2s and EX equivalents) separately. Appendix B presents classifications included in
our census population. In order to present the results, separate weights were developed for the correct
departmental distribution for each group. For feeders the responses were also weighted for EX minus 1s
and 2s versus EX equivalents.
Considering the size of the dataset, only large and statistically significant differences were
reported. For questions with many answer categories or a large number of survey items, only differences for
the top five categories are presented in the report. In most cases, results are presented for valid responses;
that is, responses not including the “don’t know” or “not applicable” categories. Exceptions are noted in the
body of the report. Detailed results were also explored in terms of sub-group patterns of results within the
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EX pool, as well as (separately) within the feeder group. Sub-groups included region of work, type of
classification, age, gender, employment equity, language and other key dimensions.
Three separate weights were used. One weight was used when analyzing the relationship
between the overall sample and the respondent type (i.e., EX versus feeders). This weight was applied for
all top-line results. This corrects for all types of respondents and six of the departments where responses
were significantly over or underrepresented (i.e., by more than two per cent) and included the department of
National Defence, Industry Canada, Justice Canada, Statistics Canada, Public Works and Government
Service Canada and Treasury Board Secretariat.
A second weight was created to analyze the relationship between EX subgroups (EX level,
years in Public Service, etc.). The EX weight corrects for all EX levels (EX-01 through EX-05) and also for
the same six departments.
A third weight was used when analyzing the relationship between subgroups of the feeder
group. This weight corrects for EX equivalents, EX minus 1s and EX minus 2s) and the same six
departments.
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APPENDIX B
LIST OF CLASSIFICATION INCLUDED
IN CENSUS POPULATION

List of classifications
EX equivalents, EX minus 1 and EX minus 2 levels
EX equivalents
ac-03

EX minus 1

EX minus 2

ac-02
ag-05

ag-04

ai-nop-06, 07,08

ainop-04, 05; aiopr-04,05

ainop-02, 03; aiopr-03

aoetp-01, 02

aocai-05, aohps-03

aocai-04, aohps-02

ar-07

ar-06

ar-05

as-08

as-07

as-06

au-06

au-05

au-04

bi-05

bi-04

ca-02

ca-01

ch-05

ch-04

co-04

co-03

co-02

cs-05

cs-04

cs-03

de-03,04

de-02

ds-05,06,07,08dsaaa07,
dsbbb07

ds-04

ededs-06

ededs-05

ededs-04, edlat-03

eg-08

eg-07

el-09

el-08

eneng-06, ensur-06

eneng-05, ensur-05

eneng-04, ensur-04

es-07, es-08

es-06

es-05
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EX equivalents

EX minus 1

EX minus 2

fi-04

fi-03

fo-04

fo-03

fs-02
gt-08

gt-07

hr-05

hr-04

is-06

is-05

laaaa02, 03; labbb02, 03,
laccc03; lai 02, laii 02

la-01
ls-06

ls-05

ma-06,07

ma-05

ma-04

mdmof-02, 03, 04, 05;
mdmsp-01, 02, 03

mdmof-01

mt-08

mt-07

mt-06

ndadv03, ndhme05

pc-05
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nucon-01; nuhos-08; nuchn08

nuchn-07, nuhos07

om-06

om-05

op-04

op-03

pc-04

pc-03

pe-06

pe-05

pg-06

pg-05

ph-04

ph-03

EX equivalents

EX minus 1

EX minus 2
picgc-08

pm-07

serem01, 02, 03; seres03, 04,
05

somao13

pm-06;

pm-05

pr-05

pr-04

ps-05

ps-04

ro-07

ro-06

seres-02
sgpat-07; sgpat-08; sgsre-08

sgpat-06; sgsre-07

si-07, 08

si-06

soins-02; somao-12

soins-01; somao-11

swscw-05
ti-09

ti-08

ti-07

tr-05

tr-04

ut-04

ut-03

vm-05

vm-04

vm-03

wp-07

wp-06

wp-05
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