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#  COMMENTS FROM UTE (highlighted in yellow)  RESPONSE FROM RESOURCING 

1.    
 Phase 2 Implementation:  Beginning April 1, 2010, End-State PQPs 

will be mandatory for internal selection processes open to employees 
from CRA only and resulting in permanent promotions. Additionally, 
internal selection processes for temporary appointments or permanent 
lateral moves may follow the End-State PQP approach. 

 
Not comfortable with End-State PQPs not being implemented for 
temporary appointments and permanent lateral moves. 

 
 

 
 
Although we will encourage hiring managers to conduct End-State 
PQPs for temporary appointments and permanent lateral moves, 
managers will have the option of conducting End-State PQPs based on 
operational requirements and the readiness of the organization.    
 

2.    
Application  
 End-State PQPs do not apply to selection processes open to 

employees of other government departments and other agencies.  
For these types of selection processes, Authorized Persons will 
continue to staff positions in accordance with the Directive on the 
Selection Process, Annex E.  

 
Although we recognize that other department and agency employees may 
not be assessed or able to be assessed , this is going to create a problem 
as most positions are open to them and thus implies we will not actually be 
moving to end state. 
 
 
 Later in 2009/10, it is our intention to undertake a further review of the 

different types of selection processes, including external and 

 
 
 
We have begun reviewing options on how to handle candidates from 
other OGDs and plan to have these issues resolved when the Directive 
on the Selection Process (Annex E) is revised in 2010. We will also 
begin our review into the use of competency assessment for external 
processes in 2009-2010. 
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interdepartmental selection processes.  This review will focus on the 
how candidates within CRA, from other government departments and 
general public (external) will be screened and assessed during a 
selection process with the specific intention of making the selection 
processes more efficient and productive.  

 
The review needs to be started now, waiting until after End State is being 
implemented is too late. 
 
It should be established for consistency purposes whether or not internal 
employees may apply on external processes. In some reported cases, 
some employees did not acquire their competencies, but were allowed by 
local management to apply on external processes where they were not 
acquired to achieve these competencies. This practice is not consistent 
from office to office and thus, the rule should be made clear. 
     

 

3.    
Application 
 Depending on the situation and business requirements, Authorized 

Persons may open the area of selection of End-State PQPs to former 
CRA term employees who are eligible for rehire (as was the case in 
the Winnipeg Tax Centre pilot). 

   
Do not accept that this should be an option, either the process is open or it 
is not. 

 
A Working Group, named the Tax Centre / Call Center Working Group, 
was established in June 2009 to examine effective approaches and 
practices for End-State PQPs in offices where rehire pools are created.  
The Working Group consists of members who possess a broad 
experience in TCs, CCs and Client Compensation Service Centers. 
Two of your members have also been invited to participate in this 
working group.  This working group will hold its first meeting on July 22 
and July 23, 2009.  We will continue to work with you as these 
recommendations are formulated and presented to senior management 
for review and approval. 

4.    
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Application 
 Additional competencies (beyond the base competency profile) may 

be assessed during the assessment stage or may be identified as a 
pre-requisite (depending on the preparedness of the feeder group and 
a sound rationale linked to business requirements).    

 
This will only serve to complicate the process and prevent the End State 
from being implemented successfully.  Why would the agency not want to 
restrict processes to the base profile first to ensure a successful 
implementation? 

 

 
 

Based on a number of pilots, we can see that some areas/regions are 
ready to add competencies and have sound rationales (e.g., the MG06 
in the Pacific region). For this reason, we will not limit hiring managers 
who want to add competencies to the pre-requisite stage. This being 
said, hiring managers have to clearly communicate to the potential pool 
of candidates their intention of adding competencies. 

5.   
Planning Stage 

 Planning involves: 
o Establishing staffing requirements, making arrangements 

for the standardized assessment tools, and finalizing the 
locally developed assessment tools, 

o Determining placement criteria and supporting rationale, 
 
Should the placement criteria not be established prior to selecting the 
assessment tools and the reference to Locally developed should not be 
here, managers should not be encouraged to develop local assessment 
tools) 
 

During our next review of Annex E in April 2010, we will take a look at 
the sequencing of these planning items.   
 
The Directive on the Selection Process clearly states that where a 
standardized assessment tool has been adopted by the CRA for 
assessment of a competency, it must be used. The Directive also 
mentions that where standardized tools do not exist, managers may 
develop local tools to assess qualifications.  This being said, it is 
important that standardized assessment be planned and locally 
developed tools be established during the planning stage.   

 
 
 
 
 
 

6.    
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Advance Notice: 
 To ensure openness, fairness and transparency, Authorized Persons 

intending on initiating an End-State PQP must provide potential 
candidates with an appropriate amount of advance notice so that 
they can prepare, advising them of the base competency profile that 
will be required as a pre-requisite.  

 
A minimum fixed time should be established 

 

 
 
Although we will not specify in the Directive on the End-State PQP, we 
will provide guidance to hiring managers to ensure employees are 
given enough time to prepare. 

 
 

7.   
Verification of Performance: 
 
 The candidate’s job performance will be verified before the 

assessment stage of the selection process and again, for a second 
time if required, before placement.   

 
Not acceptable, if they have already verified the performance why would it 
need to be done a second time. 
 
Be eliminated entirely.  An employee may not be a good fit in his/her 
current position but may excel in another position for which he or she is 
suited.   Also, performance should not be verified twice in a process. 

 
 
 
 

 
 
 
 
We made a change to verification of performance. The candidate’s job 
performance will be verified before the pool is established. This should 
eliminate the need to verify performance twice if placement occurs 
shortly after the pool is established. 
 
 
 
We do recognize your concerns; however, in our view, performance 
assessment results contribute to human resources management 
decisions such as: learning activities, staffing, opportunities for 
employee development, career planning, etc.  For this reason, we are 
unable to eliminate performance verification during a selection process. 
 

8.   
Assessment Stage : 
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 As per current practice, until such time as the pool is established, 

names of candidates who have achieved the required results (even 
through standardized assessment tools outside of selection 
processes or through other selection processes) must be re-
introduced in the selection process. However, once the pool is 
established no other names can be added to the pool.   

 
What about Decision Review demonstrating someone should have 
qualified, they must be allowed to be entered into the pool, as well if 
someone can be removed as a result of poor performance they must be 
allowed back in if performance is no longer an issue or has been resolved 
via a grievance process, which is allowed in regards to Performance 
assessment.  
 

o In order to eliminate undue delays in the selection process and 
to protect the integrity of locally developed assessment tools, 
Authorized Persons can set a cut-off date, which once passed, 
will preclude any candidate from being re-introduced in the 
selection process. This cut-off date must be communicated 
openly to candidates/employees in advance of the pre-
determined date.   

 
Unacceptable 
 
 

 
 
Similar to PQPs, depending on the type of corrective measure, 
candidates can be re-introduced into a selection process. 
 
 
 
 
 
 
 
 
 
 
 
 
 
Setting a cut-off date will still apply in the Directive on the End-State 
PQP; however, we will review this when we revise the Directive on the 
Selection Process in 2010. 

 

9.   
Placement Stage: 
 

The Directive on the End-State PQP does state that the Authorized 
Persons will place rationale and rationale extension (if required) on file. 
The Authorized Persons will decide, based on the staffing principles, 
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 At the time the pool is created, Authorized Persons must determine 
the effective date as well as the end date or validity period of that 
pool. This information must be communicated in writing to qualified 
candidates following assessment.  Any extensions to the end-
date/validity period of the pool must also be communicated to 
qualified candidates. 

 
A copy of the rationale must be placed in the file and a copy be provided 
to all the candidates remaining in the pool.  

the information to be communicated to the candidates. 
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Draft Directive on the End-State PQP 
1. 6.1.2 End-State PQPs do not apply to selection processes open to 

employees from other government departments and other 
agencies.  For these types of selection processes, Authorized 
Persons will continue to staff positions in accordance with the 
current Directive on the Selection Process (Annex E). 

 
We still believe that it will create a problem, since most of those positions 
are open to employees from other government departments and other 
agencies.  Are we really moving to end state, or it’s a ‘’middle state’’?? 

As mentioned previously on page 1 of this document, we have begun 
reviewing options on how to handle candidates from other OGDs and 
plan to have these issues resolved when the Directive on the Selection 
Process (Annex E) is revised in 2010. We will also begin our review 
into the use of competency assessment for external processes in 2009-
2010. 
 

2. 6.2.1 Planning involves: 
 Determining the type and number of jobs to be filled; 
 Understanding candidate pools for the job(s) being staffed; 
 Identifying the appropriate staffing mechanism(s); 
 Establishing the staffing requirements for the job(s) including 

essential and discretionary competencies and/or 
qualifications, linked to current and future business needs;  

 Discretionary competency or qualification:  is a competency 
(other than those found in the base competency profile) or 
qualification that the Authorized Person determines as an asset or 
optional for the job being staffed. A competency or qualification 
identified as discretionary on the Notice of Job Opportunity might be 
assessed during the assessment stage of the selection process 
depending on the business requirements of the job.    

 
The definition of the Discretionary competencies is not clear and left to the 
Managers to be determined without any directions. Some managers could 
use it to orientate the selection process in a way to be able to pick 

We  changed the wording of the directive as follows:   
 
‘During the assessment stage, Authorized Persons may proceed with   
essential assessment and discretionary assessment.    
 
The essential assessment represents the required core assessment.  
Authorized Persons will need to identify which competencies and/or 
qualifications assessments are necessary for the selection process.  

 
The discretionary assessment represents assessment that may be 
required in order to make effective placement decisions.   Authorized 
Persons will need to identify which competencies and qualifications 
assessments are optional for the selection process. Discretionary 
assessment will occur during the assessment stage. 

 
These two assessment approaches have a different emphasis and 
provide an opportunity for assessments to be flexible, efficient and 
targeted at finding the right person for the job to meet the needs of the 
organization.’  
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(identify) a particular candidate using their personal knowledge of their 
additional competencies and choosing those in order to favour them.   
Real danger of favouritism.   
 
We still believe that the End-State should be based on the essentials 
competencies, to ensure a good start. 

To assist managers with selection process planning, the Resourcing 
Policies and Strategies Team is developing a tool and plans to share 
this over the summer.  

 
 

3. 6.4.2 Candidates who do not meet the following pre-requisites:  Official 
language proficiency and/or Educational credentials and/or 
occupation certification, may continue to the assessment stage at 
the discretion of the Authorized Person.  However, the candidates 
will need to meet the pre-requisite(s) prior to being placed in the 
pool. 

 
On what basis does a manager make such a decision?   
There are no details about that.   
 
Annex E already states that a candidate must meet all pre-requisites in 
order to be considered for placement and Annex E1 refers to Annex E.  
 
So, if a candidate is offered a permanent position, he or she will have to 
pass the Second Language Tests if that person doesn't meet the Official 
Languages requirements. 

Based on sound planning prior to initiating a selection process, 
Authorized Persons will decide at what point in time candidates need to 
meet the official languages proficiency, education requirements and/or 
occupational certification.  
 
Please note that this flexibility regarding official language proficiency 
and education requirements currently exists in the Directive on the 
Selection Process (Annex E), article 8.1.2. 
 
In terms of your example, candidates must meet the language 
requirements of the pool (e.g., BBB,CCC, CBC, etc..) prior to being 
placed in the pool.  

4. 6.5 Verification of Job Performance  
A candidate’s job performance will be verified before the pool is 
established and again, for a second time, if required, before 
placement. Authorized Persons must consider recent job 
performance in the candidate’s current position to ensure 
candidates have achieved a performance assessment level higher 
than “Results Do Not Meet Expectations” on their Employee 

As previously mentioned on page 4 of this document, we did make a 
change to verification of performance. The candidate’s job performance 
will be verified before the pool is established. This should eliminate the 
need to verify performance twice if placement occurs shortly after the 
pool is established. 
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Performance Management Report. Where a recent Employee 
Performance Management Report is not available, performance will 
be verified through a performance validation. Candidates who have 
a “Results Do Not Meet Expectations” performance assessment 
level, will not proceed further in the selection process.  

 
 
Note: The action of verifying performance and the content of the Employee 

Performance   Management Report are not subject to recourse as 
part of the selection process. The appropriate recourse to challenge 
the content of an Employee Performance Management Report is the 
grievance procedure.  

 
 

This should be eliminated in its entirety. It is quite conceivable that an 
employee may not be a good fit in his/her current position, but may excel 
in another position for which they are suited.  The following example 
illustrates our point, already submitted in April 2009: 
 

o A sanitation worker, with an academic background, may lack 
initiative and be under-employed in his current job, but may indeed 
be competent and qualified in all respects for a position as a city 
planner. 

 
 
 
 
 
 
 
 
 
 
 
 
 
As also previously mentioned, we do recognize your concerns; 
however, in our view, performance assessment results contribute to 
human resources management decisions such as: learning activities, 
staffing, opportunities for employee development, career planning, etc.  
For this reason, we are unable to eliminate performance verification 
during a selection process. 
 

5. 6.7 Creation of Pools 
 

Pools may be created with a duration that may extend from one (1) 
day to a maximum of two (2) years. The decision will be made by 
the Authorized Person based on their business requirements and 
the rationale will be recorded in their selection process file.  If they 
require a change to pool duration after it is established, then they 

We changed to the following wording in the directive: 
 
‘Pools may be created with a duration that may extend to a maximum 
of two (2) years. The decision will be made by the Authorized Person 
based on their business requirements and the rationale will be 
recorded in the selection process file.  If an extension is required, the 
rationale will also be recorded in the selection process file.’ 
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will place the extension rationale in the file. 
 

Pool Duration: 
 
 Is it really possible or necessary to have duration of 1 day as a minimum? 
 
 
Extension of duration: 
 
If a pool is extended, not only should a copy of the rationale be placed in 
the file, but a copy of said rationale should also be provided to all 
candidates remaining in the pool.   

 
As previously mentioned on page 6 of this document, the Directive on 
the End-State PQP does state that the Authorized Persons will place 
rationale and rationale extension (if required) on file. The Authorized 
Persons will decide, based on the staffing principles, the information to 
be communicated to the candidates.  

6. 7.5 Resourcing Advisors, Resourcing Centres of Expertise 
 support Authorized Persons in making principle-base decisions.  

 
This sentence needs to be revisited/rewrited.  
What do we mean by ‘’principle-base decisions’’?  
The French Translation is even worst. 

We changed to the following wording in the directive: 
 
‘The Resoucing Advisors will: 
 Act in an advisory capacity to managers on issues related to the 

appropriate use and application of this directive. 
 Provide advice and guidance to Authorized Persons in making 

decisions in a manner that respect the Agency’s values as well as 
the spirit of the Staffing Program.’ 

 

 
 
 


