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Applying GBA Plus to Hybrid Work Arrangements
A Tool for Public Service Organizations
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Introduction

As we move beyond someo the immediate public health constraints of the COVID-19 pandemic,
organizations across the GovernmentofCanada are workin to develop, implement, and trate upon
approaches to hybrid work. As evolve our hybrid approaches,we must ensure tht the differential
impacts on different employeesare being measured and considered. Gender-Based Analysis Plus (GBA

Plus) is an important partofthis process.

This tool is intended to help guide Future of Work teams as they undertake GBA Plus examinations of
‘their organizations’ current or future hybrid work approaches. Insights in this tool are based both on

research and a preliminary, enterprise-level GBA Plus conducted by TBS and central sevice provides.
A ange of tools and resources already exist to support GBA Plus work across government This tool is
intended work in conjunction with these existing resources, providing information and considerations
hat are specific tothe hybrid work context

Examining hybrid models through a GBA Plus lens

As you look to conducta GBA Plus to assess the impacts of your department's hybrid approach, here are
some recommendations o get off onthe right foot.

+ Understand and applyyour organization's aperationsl context
While this ool providesa range of recommendations around the application of GBA Plus to
yoriwork arrangements, not lof these will apply in very situation. Organizational context
and operationa requirementsvary across the public service, and an organization's own
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leadership team is best situated to determine what tha organization needs. Consideryour
organization's specific needs at every step as you use this tol.

+ Familiarize team with GBA Plus.
1Fyou've never conducted a GBA Plus before, have a look at the G84 Plus resources helpfully
provided on the Women and Gender Equality Canada (WAGE) website. These guides, courses
and microleaming videos wil get you up o speed on the GBA Plus process.

+ Be awareofyour own biases and positonalty.
Remember that our own position, power, experiences, and biases ll inform thewaywe
understand the world and howwe approach decisions in our work. ConductingaGBA Pus is
meant to help to mitigate personal biases that might unintentionally impact a department's
approach, so thinkabout where you are coming from, and encourage colleagues and decision
makers to do the same.

«Identifyareas of assumption and data gaps that need to be addressed.
‘Which aspects of the organization's hybrid approach are based on data, and which need to be
validated through experimentation and analysis? Conductinga GBA Plusis an opportunity to
strengthen your data inputs and test your assumptions through discussion and engagement
with impacted groups.

+ Identifygroups to engage with within your organization.
Identity groups within your organization that may experience differential impacts from diferent
hybrid work approaches - you can use the TBS Hybrid Work GBA Plus report as a starting point
Of these groups, or any others that you can think of, which can you reach out to through
existing tables and commnites within your department? What other opportunites do you
have to access perspectives from these groups?

+ Consider new data streamsto incorporate:
Based on the perspectives and experiences that you encounter, are there data indicators that
could support the measurementand trackingover time?Dothese data points exis already, or
are there opportunites to begin capturing them now? Use data to integrate GBA Plus
perspectives into your existing hybrid experimentation frameworks. Data i addressed at greater
length later in this tool.

Leveraging TBS's Hybrid Work GBA Plus report
In summer 2022, the Office of the Chief Human Resources Officer (OCHRO) within TBS conducted a
broad enterprise-levelGBA Plus exercise, lookinga the risks and differential impacts associated with a
range of arangements across the spectrum of flexibly.
The resulting report documents the research and engagement that went nto tis exercise, details the
impacts that different dynamics of hybrid work may have on specifc identity roups, an recommends
some initial mitigation approaches. It also includes an annex with key public service-wide data points on
remote and hybrid work.

As you conduct your own GBA Plus work, tis report may be useful as stating point or aseries of
Buideposts. Since itis an enterprise-level report, all observations should be tested and validated within
Your organizational context.
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Advancing GBA Plus understanding with data
Hybrid work i an angoing learning process oral of us. Aswegain experience and data from working in
Hybrid models,we aim to know more each month than we did the st. To thi end it s importantthat
departments have the right processes in lace to measure, iterate and adapt successfully.
These include:
«An understanding of th relevant dta points
+ Aplanto collect data
«An approach to buiding data nto decison models

Understanding the relevant data points
As organizations lan to mitigate the GBA Plus risksoftheir hybrid approach, underlying assumptions
should be supported by data wherever possible.
Understanding the objectives and iss of hybrid model should help lea to the right metric to rack ~

thinkabout the groups who have identified risks, and the issues that they may stand to fae.
Relevant numbers might include:

«Harassment ates
«Diversitylevels (in ranks and nationally)
+ Selfrated mental health Improving? Status quo? Regressing?
+ Risk levels of psychosocial hazards
+ Numberand topicofgrievances
« Sickleave rates
+ Tumover rates

Usingmixedapproaches to datacollection can increasethe breadth and depthof information avaiable
to decision-makers. Quantitative data provides credible information on current circumstances providing
the means to establish a basline, while qualitative data can fil inthegaps on whyasituation exist and
help to identify underlying issues. Ensure that you are leveraging both.

For each data point that you identify, establish a baseline, and look at trends from there to understand
the impactthat your organization's chosen model is having on these key metrics amongst diverse
groups.
Collecting your data
Departments and agencies havea range of options when it comestothe data avaiable to them. These
include:

«Public Service Employee Survey (PSES)
«Federal PublicService Workplace Mental Health Dashboard
+ Departmental surveys
+ HRand administrative data

PSES results will contain several important metrics that departmentscan us to assessthe impacts of
hybrid work ntheyears ahead, including changesto discrimination and harassment ates, the extent to
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which employees fe they have the tools they need to dothirwork, and the senseof belonging
employees feel at work.
Where data i missing, seek to develop strategies togatheradditonal information (2 via pulse
surveys,workshops,outreach to specific communities). Consider how data you are curently collecting
may be an indicator for what you are tryingto measure and explore adding relevant questions to
existing data collection methods in your department.
Always ensure proper information management approachesare considered and implemented,
especially where personal information s involved.
Using data to inform decisions
Having identified your data points and sources, it may be valuable to budout a regular process to
monitor and evaluate the performanceofyour hybrid model, both from the standpoint of business
metrics and GBA Plus considerations. Make your department's executive team a part of developing this
process to gt thir buy-in and to set the expectation thatongoing iteration and adjustments will be the
norm,
Doing these reviewsas a matter of course, rather thanonan as-needed bass, wil help your
organizationremainvigilant tothe needs of it people, and will keep you agile when changesindirection
are needed.

Communicating about hybrid work and GBA Plus
What you learn through your GBA Plus work — and how that gets integrated into your hybrid approach —

are both valuable resourceswhen it comes to communicating aboutyourhybridapproach.
Employees are paying close attention to this file and are acutely aware of the ways in which different
options willimpact them. As such, honesty and transparency about decision-makingwillbe the key to
credibilty here. If employees are not buying into your hybrid approach, twill be harder to promote the
behavioural changes tht will make the approach successful,
Rather thanglossing them over, be up front about the isks and GBA Plusconsiderationsrelated to your
hybridwork and highlight strategies that you are using to mitigate risks and monitor the success of your
transition. Remember tha the lived experience of your employees a they transition to hybrid model
of work will constitute important evidence upon which you cangauge the success ofyour organization's
approach. Usea range of tactics hear theirviews and perspectives throughout the transition and
beyond.
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Annex: Additional resources

+ Additonal tools an resources on GBA Pus ae available on WAGE's website and CSPS website
+ Step-by-step guidance is available on GCconnex and GCpedia, Please note tht thesetoolsare

for internal use within the federal public service. Given the ever-evolving nature of GBA Plus,
thesetools are evergreen and will evolve over time.

«On data collection and public reporting on impacts on gender and diversity of programs, consult
The Results Portal (English only) and Part Il Portals

+ TaketheGBA lusCourse
+ Consider looking at additional sources like the Gender and Diversity Impacts of Programs.
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From: Fleury.Jean-Francois
sent: March 2, 2022 1:05 PM
To: Sarazin-Normand,Caroline
ce Moore, Sarah;Robert, ising; Hardy,Elizabeth; Laroche, Mireille;

Girard. Marie-Chantal dal,Carole:
Subject: Interim Frame for Hybrid.

Attachments: Hybrid framework EN 2022-03-02 docx
Hybrid Framework.FR 2022-03-02 docx
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Find attached the most recent versionofthe framework in €and F. It includes PCO comments. We
are still anticipating potential additional comments. The nature of this document sin constant
evolution. Thisisthe upto dateversion.

Things are moving rapily and fluidly. Without the debrief from DMW this document may not hit the
mark. PSMACIs in two days. We have not consulted BAs. Not sure we need to. Iti largely based
ona previous guidance issued in November. PAC (Tolga) had consulted BAS on the larger more
comprehensive guidance. Looking at MCG and Carolefo feedback onifwe ned to o not

Please lot me know how SO wants to proceed for PSMAC distribution (or not). Note that t willbe
shared at the newly established ADM Flex committee co-chairedbyTim and I ater today.

Ion have newsofthe IC message either.

1willeave tin your hands to get the signal checks.

Merci
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Toward a Post-Pandemic Hybrid Workforce:
A Framework for Experimentation, Learning and Iteration

During the COVID-19 pandenic, the federal Public Service maintained critical services and operations,
supportedby many employees who continued to work onsite. At the same time, the Public Service
adapted to wide-scale remote work, by investing in enabling technology and learning how to be
productive while working in different ways. For the portion that worked remotely, the Public Service will
gradually pivot rom being “remote-by-defaul” to “feible-by-decison”, as organizations build leibilty
into theirpost pandemic work models, where its possible and where it makes sense.
“The Public Service finds tslf at an exciting moment where the future can be reimagined and pursued to
embed and multiply the agility and flexibility that served Canadians during the pandemic. Asa result,
manyorganizations are developing thei plans ora hybrid workforce, where on any given day, some
employees will be working onsite, and some employees willbe working offsite. This includes a mix of
employees who wil work on-site fulltime, employees who will work offsite parttime, and employees
who will work off-site full-time. There is no one-size-fits-all approach for all employees, as the feasibility
of telework will depend on operational contexts and the nature of the work.
As a starting point, this document outlines a core, common enterprise framework, guidance and
considerations for Deputy Heads asthey leadtheiorganization i planning, communicating,
implementing,and iteratingan approach tailored to their context.

Distributed Accountability

The current distributed accountability model for people management relies ona proper balance
betweenacommon, coherent enterpriseexperience and the flexibilities required to meet departmental
operational realities (see Annex A for roles and responsiiltes inthe distributed accountability model).
While these can be perceived to be different, they should not be seen as contradictory. This distributed
accountability continuum sas the context for the guidance and considerations for Deputy Heads,
outlined below.

1. Build flexibility into work models, where it is possible and where it
makes sense, as the first step toward a modern, future-ready public
service

Canadians expect an effective Public Service that provides excellent sevice. The experience and
investments ofthe past two years present an unprecedented opporturity to make the Pubic Service
more ail, inclusive and equippedfo the future so that it can continue to respond to Canadians’
expectations. Building lexibity into work models, where tspossible and where it makes sense, will

+ advance the Beyond 2020 principles of being agile, equipped, and inclusive, including through:
© improved work-lifebalance and wellness
© richer diversity and regional representation
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© broader, national access to neededtalent, sils and capabilities
+ contribute to meeting federal commitments under the Accessibilty Strategy
«continue efforts to implemen the Call to Action an Anti-Racism, Equityand Inclusion
+ support the Greening Government Strategy, particularly with regards to:

reducing our environmental footprint regarding greenhouse gas emissions, water use
anduaste

© having climate resilient operations

2. Align planning and decision making with common, enterprise
principles

As organizations lan or flexible approaches, where iti possible and where it makes sense, ts
important to maintain enterprise coherence while adapting to organizational mandates and contexts.
The Office ofthe Chief Human Resouces Officer OCHRO) has provided Guidanceon Optimizing
Hybrid Workforce to all Heads of HR (see AnnexB for highlightsofthis guidance).

This guidance outlines enterprise principles, a recommended approach and process to implement these
principles, and elated considerations. Organizations re expected to align and integrate their
approaches with the enterprise principles, identified below, in designing anddefiningther post
pandemic work models While each principe i strated below with key examples of thingsto “do”
and “avoid the principles are broader than thse specific examplesand organizations should continue
to laborate and apply these principles a thy trate thei approaches
Excellence Key mindsets for coherence in a

+ DOensuredecisions about workarrangementsare distributed model
Consistent withtheoptimal design and delivery of Bonet

public sectorpolicy, programsandservices. SRESs ners ri]
+ AVOID decisions about workingarangements hat.|_ \/ cic context and implementatircompromisethequalityofCanadians’ experience er eases

with the Pubic Service, includingthe secure and a ar a
reliabledeliveryofprogramsand services. xperimentation to learn, iterate and adapt,

+ DOdevelop an organizational approach, informed et  retoe afs
by OCHROGuidance (see Annex B), that outlines Woriase gateway tothe Future of Wor
How decisionsare made acros the organization
related to whatworkcan be performed where.

+ AVOID diferent decision-making approaches within the organization that may lead tobias and
uneven opportunities to telework between employees who do similar work.

«DO explore and experiment with different approaches to work design, work locations, work
arrangementsand use of space (i. unasigned satin, flex floors, co-vorking)
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«AVOID one-size-fits-all prescriptive approaches (e.g, requiring all employees in theoffice a set
amount of time, or numberof days, regardless of the nature oftheir work), or limiting
employees’ accessto worksites in th long-term assome employees may feel onsite work
optimizes their wellness or productivity.

Transparency
«DO be transparent in how decisions about flexibly are made and communicated to employees.
«+ AVOID unnecessary uncertaintyfor employees about how much flexivilty they will have once

‘organizations pivot from “remote-by-default” to “flexible-by-decision”.
equity
«DOtreat employees equitably and fairly in decisions and i a hybrid workplace and put in place

mechanisms to identify and correct bias
+ AVOID excluding employees working off-site from full participation and opportunites in hybrid

work environment.

3. Integrate People, Digital and Physical to drive successful and
sustainable hybrid experience

As organizations manage the transition toward a hybrid workforce, the importanceof the following
should not be underestimated:

+ Clearly and pro-actively communicate thekey informationto al staff including:
© Guidancefor Optimizing a Hybrid Workforce

Principles and values that will guide the organization's decisions
© Organizational-specifcplans.
© Relevant resources for managers and employees

«Integrate planning efforts between HeadsofHR, I, real property, and security
© Depersonalie ofice space and implement unassigned seating where possible
© Determine the best uses for workspaces (e&, onboarding, peer leaning, ideation,

engagement) and optimal workspace design while continuing o learn new ways of
working that are inclusive of an increasinglynationallydistributed workforce:

© Determine longer-term real property needs, considering rates of telework and
availabilty of GCcoworking

© Determine technology needs (including network capacity and physical infrastructure)
and support tools and consider thecapacity ofthe organization to address these
technology needs

© Determine security requirements and intersecting needs with respect to security
screening and aftercare information security and management and IT security
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+ Allgn decisions t support desired long-term outcomes:
o Senicereliability and innovation, and digtal government
© Diversity and inclusion including geographic representation
© Recruitment, retention, employee engagement
© Greening government and footprint optimization

. oa change management principles and an employee experience lens, and engage staff in

+ Dedicatepeopl and resources o support planning and transition
+ Work with stakeholders at every step (eg. Bargaining Agents, employee networks, local

governments, etc.)

4. Experiment, learn and iterate by using evidence, monitoring progress
and adjusting through implementation phases:

Planfo the followinga ll phasesofplanning, transition, and implementation
+ Establish data strategy and build evidence
+ Leadby exampleon:

© Inclusionof employees, regardless of where they work
Avoiding bias in favourofon-site employees

© Promoting wellness behaviours (e.g, “unplugging’)
+ Monitor key people management indicators, incorporating GBA
«erate basedondata and lessons earned

© Share lessons withother organizations to support colective leaningand evidence:
based decision-making

© Continueto work with stakeholders
© Communicate changes to all staf

By following enterprise principles, considering succes factors during and after transition, and taking an
iterative approach, the federal Pubic Service will become more inclusive, agile and equipped {0 achieve
th significant benefits of buikling flexiiity nto work models, where is possibie and where t makes
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Annex A: Roles and Responsibilities in the
Distributed Accountability Model for People Management

CentralAgencies and Central Service Providers (PSPC, SSC, PSC) support Deputy Heads
by

*  Providing/updating enterprise frameworks, policies, guidance and support
+ Assessing the people management regime including legislative frameworksan the need for

new/updated police, directives, standards, guidance and interpretations (e.g, Other Leave
With Pay)

+ Consultingand negotiating ith bargaining agentsa the national level
+ Engaging and conveningpartnersand stakeholders including bargainingagents, on enterprise

priorities,planning, experimentation and innovation
«Collecting andconsolidating data, information, esearch inclucing experimentation, behavioural

insights and human-centred design) and analysis to understand and frame enterprise-wide

trends, opportunities, and isks
«With respect to central service providers specifica, carying out operational oles specific to

their mandates
Deputy Heads are responsible for.

+ Delveringonthir mandate and maintaining quality servicedelivery and standards
+ Developing and implementinga departmental plan lined with enterprise principles, but

tailored to the mandate and operational context an loca considerations
+ Respecting applicable legislation, cllctive agreement provisions an terms and conditions, and

emerprise polices and standards
«Implementing the Policy on COVID-19 Vaccinationfor the CorePublic Administration Including

the Royal Canadian Mounted Police
+ Working with bargaining agents and departmental Occupational Health and Sfety policy and

workplace committees
«Ensuring plans are reviewed in ight of accessibiity, GBA® principles, thediversity and inclusion

lens proposed by the Joint Union Management Task Force on Diversity and Inclusion, and

the Accessible Canada Act
+ Determining how, when and where work must be performed
«Protecting the physicaan psychological health and safetyof employees, including all legislative

requirements under Part 1 f the Canada Labour Code
+ Ensuring the implementation of require security control, including controls related o the

security of Governmentof Canada assets, information and technology
«Providing proper raining and direction on health and safety, duty to accommodate,

accessibility, wellness inclusion and diversity, and security
+ Communicatingwith andengaging employees
«Optimising office space to retin oly the minimum necessary to support the functional

requirementso the organization
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Annex B: Highlights from OCHRO's
Guidance on Optimizing a Hybrid Workforce

The Guidance outlines the followingstepsfororganizations to take (see Guidancefor complete details):

1. Review principles, key points, and common criteria outlined in the guidance document
2. Establish, refine and confirm the organization's approach and process for implementation
3. Develop communications strategy and materials for employeesand stakeholders
4. Review and decide on common criteria or the organization to determine the degree to which

positions require on-site presence
5. Assign one of the following profilesto each position:

a. potenti!for fulltimetelework
b. potential for combination on-site and telework
©. onsite work only

6. Identify risks and mitigation strategies

a. Ensure employeesare aware of regular dispute resolution procedures
b. Ensure that tools and advice/trainingare available to support managers

7. Communicate position profiles to employees

The Guidance aso outlines subsequent steps that shouldbe taken by managers and employees, including
discussingindividual requests for telework and developing and approving telework agreements where
applicable.
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From: Hleury, Jean-Francois
sent: March 3, 2022 641 PM
To SmylieLisa(FEGC/WAGE)
a Robert,Kristina;Moore,Sarah

Subject: RE: Return to Offce/G8A+
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Sarah will connect with your offic to book. Looking forward to our chat

From: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie@cfcswe ge ca
Sent: Thursday, March 3, 2022 5:43 PM
To: Fleury, Jean-Francois <Jean-Francois Fleury@tbs-sct.gc.ca>
Subject: FW: Return to Offce/GBA+

Hi Jean-Francois,
Ym sharing with you the exchange between our DMs below and thesuggestion that | reach out to
You to discuss a GBA Plusof the return to the office. Do you have a few minutes early next week
to discuss before | have my team reach out to yours to offer support? Let me know what day/time
workforyou and | will work around your schedule.

L

From: Wilson, Gina (FEGC/WAGE) <Gina Wison @cfc-swc gc.ca>
Sent: March 3, 2022 7:32 AM
To: Smylie, Lisa (FEGC/WAGE)<Lisa Smylie@cfc-swc gc.ca>
Ce: Mitchel, Gal (FEGC/WAGE) <Gal Mitchell cfc-swe gc.ca; Cooper, Suzanne (FEGC/WAGE)
<Suanne Cooper@cie swe gc.ca>
Subject: Fwd: Return to Offce/GBA+

Lisa, please reach out to as per below and keep us posted. Thx

Sent from my iPhone

Begin forwarded message:
From: "Flack, Graham" <GrahiamFlack @1bs-sct gc.ca

Date: March 2, 2022 at 4:50:52 PM EST
Tos "Wion, Gina (FEGC/WAGE)" <GinaWilson cfcswe.geo
Ce: Janice Charette <lanice.Charette@pco-hep.Bc.ca>
Subject: Re: Return to Office/GBAS.
Much appreciated Gina. The teamat OCHRO would appreciate thi. ou may want to
link your folks with Jean-Francois Fleury.
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On Mar2, 2022, at 2:21 PM, Wilson, Gina (FEGC/WAGE)
<Gina Wilson@cicswc.gc.ca> wrote:

Great niial discussion. My tear has been exchanging articles on this
andwehave some great ideasfor a “quality offce experience” as some
employees return.

1f you wish, wecancontributetothe work aheadwith a GBA analysis
ofefforts as there are definitely gender&diverse perspectives to

incorporate more broadly. An offer. Thanks

Sent from my iPhone

ooooat



From: Hardy, Elizabeth
sent: December 22, 2022 350 PM
Tor Kakising], Raissa
Subject: FW: Hybrid Workplace Policy Assessment; GBA
Attachments: People Management Policy Assessment- Hybrid Scenarios 2022-03-

22.docx
People Management Policy Assessment- Hybrid Scenarios - FR docx
Analytical Frame - Dissecting Hybrid ENG docx
Analytical Frame - Disecting Hybrid-FR docx
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176

ElizabethHardy (she/lier/elly)
6138623673

Err

From: Fox, Jason <Jason Fox@tbs-sct.ge.ca>
Sent: Wednesday, March 30, 2022 10:57 AM
Tor Hardy, Elizabeth <ElizabethHardy @tbs-sct.gc.ca>
‘Subject: Hybrid WorkplacePolicy Assessment: GBA

Liz- UNCLASSIFIED/NON CLASSIFIE
Liz Draft emal forWAGE + docsto share:

‘Good morning

m writing to request your expertise and assistance vith work we are undertaking in OCHRO to
assess and plan for opportunitiesand challenges regarding hybrid workforce.

To date, we have identified three hybrid scenarios, and their respective policy considerations and
tisks from a people management perspective. | have attachedthsanalysis (attachments 1/2). 1
have also attached the template that we used to gather the input that informed this analysis
(attachments 3/4). Our partners are currently working on providing additional input from the
physical workplace, digital, accessibility, security and greening perspectives. Once we have.
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incorporated tis input, we will then integrate and consolidateamre complete analysis,
expected early next week.

We would appreciate your assistance on two things to ensure tht we are implementing3
meaningful GBA+ lens onthse scenarios and the analysis. Fist, wewould appreciate your
enerl views about th three scenarios we have developed and the templatereflecting the many
angles and issues we are considering. We would also appreciate your advice and contributions
whenwe review the consolidated input to dently any missing areasor approaches to mprove
the GBAS analysis

Timelines ar tight so we appreciate any initialcommentsyou coud provide by xx. | am also
‘avaiable to meet with you to discuss the documents, the approach and the best way to
collaborate.

look forwardto meeting you and collaborating.

ur

Elizabeth Hardy (Se/ler/ell)
Senior Director, Research and Experimentation
Treasury Board Secretarit, GovernmentofCanada
613.862.3673 cel)

Directrice principale, recherche et expérimentation
Secrétarit du Conse du Trésor du Canads, Gouemement du Canada
613.862.3673 (cell)
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From: Hardy, Elizabeth
sent: December 22, 2022 3:49 PM
Tor Kakising], Raissa
Subject: FW: Hybrid Workplace Policy Assessment; GBA
Attachments: Gender_Based_Analysis_Plus_Quick_Reference_EN.0OCX

People Management Policy Assessment - Hybrid Scenarios 2022-03-22.
5.docx
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76

Elizabeth Hardy (she/fer/elly)
6138623673

This week

From: Smylie, Lisa (FEGC/WAGE)<Lisa Smylie@fegc-wage.ge.ca>
Sent: Wednesday, April 5, 20229:28AM
Tor Hardy, Elizabeth <ElizabethHardy @tbs-sct gc.ca>
Ce: Fox, Jason <JasonFox@tbs-sct.gc.ca>; Walton, Christine <ChristineWalton@tbs-sct gc ca>
‘Subject: RE: Hybrid Workplace Policy Assessment: GBA

Hiliz and team,
apologize for not geting back to you yesterday. |100k a look at your documents and I think you
have the foundationsofa realy solid analyss. Fve attached some initial reactions and guidance
‘on doingand documenting the GBA Plus. | think it wouldbereally helpful to have a meeting with
You to walk you through these comments and where | think you should go from here.

ve also attached a documentthat | think willbehelpful to you in doing the analysis from here
11s a document we released in June 2021 that walks through the steps of GBA Plus and key.
questions to ask in each step. think in what you've doneso fa, you have completed step 1,
‘where you have,in avery holistic way, articulatedyourscenarios and all oftherisksand
considerations associated with those scenarios. You will ee in my comments that now you need
to conduct steps 2, 3and 4 on each scenario you've identified. |gatherthat, from the analysis
templateyou sent me, you were thinking the same thing, which s fantastic In our meefing, | can
give some feedbackon that template, based on this quick reference.

oooona



Please let me know when you are free to meet anddiscuss the comments and next steps!

tsa

roms Hardy, Elizabeth <€zabeth Hardy tbe ct ge.ca>
Sent: March 30,2022 6:18 PM
To: Smylie Lisa(FEG/WAGE) <LsaSmylie @fegcwage,fc ca>
Ce: Fox, Jason <Jason.Fox@ths-sct ge.ca; Walton, Christine<ChrstineWalton @ths-sctge.ca>
Subject: Hybrid Workplace Policy Assessment: GBA»

UNCLASSIFIED/ NON CLASSIFIE

Hiliss,

Vim writing to request your expertise and assistance with work we are undertaking in OCHRO to
assess and pln for opportunitesand challenges regarding hybrid workforce. | believe you
previously connected withmy ADM, Jean-Francois Fleury.

To date, we have identified three hybrid scenarios, and thir respective policy considerations and
risks from a people management perspective. | have attached this analysis (attachments 1/2). |
Have also attached the template that we used to gather the input that informed this analysis
(attachments 3/4). Our partners are currently working on providing additional input from the
physical workplace, digital, accessibility, security and greening perspectives. Once we have
incorporated tis input, we will then negate and consolidateamore complete analysis,
expected early next week.

We would appreciate your assistance on two things to ensure that we are implementing a
meaningful GBA+ lens on these scenarios and the analysis. First, we would appreciate your
general views about the three scenarios we have developed and the template reflecting the many
angles and ssues we are considering. We would lso appreciate your advice and contributions
‘when we review the consolidated input to identify any missing areas or approaches to improve
the GBA analysis

Timelines ar tight so we appreciate any initial comments you coud provide by Tuesday, April 5
Myteam and am also availabe to meet ithyoutodiscuss the documentsthe approach and
the best way to collaborate

100k forwardto meeting you and collborating, and thanks so much fo your assistance,

te

Elizabeth Hardy (se/ler/ell)
Senior Director, Research and Experimentation
Treasury Board Secretaria, Government of Canada
613.862.3673 (cell)

woos



Directrice principale, recherche et expérimentation
Secrétariat du Conseil du Trésor du Canada, Gouvernement du Canada
613.862.3673 (cell)
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From: Robert,Kristina on behalf of Fleury, Jean-Francois
sent: April 11,2022 5:45 PM
Tor “timpettipas@pco-bap.gc.ca’sLaroche,Mireille;Wagner, Paul

“Gaveen Cadotte’; Stéphan Déry’; Kiran Hanspal; pale sbbe@ssc-
shegeca’‘darlenedegravina@hrsdc-rhdcege ca; Flowers
Code Holl’; Youdale, Louise’; ‘marie-claude.gucrard2@aguge.ca’s
‘ryan pigrim@ic.acca’; Couture,Dan:CRAARC
“philippethompson @sacsc.gc.ca's stephane lagace@acoa:
‘apeca.ge.cal; sailohnson@reme:grege.ca’; stephen johnson@hrsdc-
rhdcc.g.ca’; ‘manvann.riges@servicecanada,ca’Hardy, Elizabeth;
Shelswell,Cynthia; PauleLabbe;Petipas,Tim; Pilgrim, Ryan; StGeorge.
Shelly; Fleury, Jean-Francois

Subject: ADM Committee on FlexWork/Comité des SMA sur les modeles de.
travail flexibles

Attachments: People Management Policy Assessment - Hybrid Scenarios 202204:
11 (3)docx
Hybrid - Synopsis table March 11_22.docx

UNCLASSIFIED/NON CLASSIFIE

Good evening,

Please find attached part2ofthe hybrid scenarios assessment, which incorporates input from the.
physical workplace,greeningand digital perspectives and theagendaforWednesdays meeting.

‘Our apologies, theFrench unfortunately is not ready a this time and will be shared as soon as
possible. lease note that we willso be referring to the hybrid synopsis table that was shared
with you a few weeks ago prior to our PSMAC meeting.

Thank you
Jean-Frangois Fleury

Bonsoir,

Veuillez trouver chjoint Iébauche révisée de évaluation des scénarios hybrides, ui ntégre les
contributions du lieu de travail physique, les perspectivesdécologisation et numériques ainsi que
ordredu jourde la réunion de mercred,

Toutes nos excuses, le francais n'est malheurcusement pas prét pour le moment et sera partagé.
des que possible. Vuilez noter que nous ferons également référence au tableau synopsis hybride:
qui vousa été partage ly a quelques semaines avant notre réunion du CCGSP.

00003



Merci,
Jean-Frangois Fleury
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UNCLASSIFIED / NON CLASSIFIE

INTERIM DRAFT

Hybrid Scenarios: Policy and Risk Assessment

Executive Summary

‘This document considers three possible hybrid scenarios (Section I), their policy implications (Section I),
and he key isk of the different scenarios n relation to people management (ection 1) and the
physical workplace, greening and digital (Section IV).

Policy Assessment

People management

+ The current people management framework has ew if any policylimitations and all three scenarios
could be implemented without formal changes.

+ Two specific policy gaps ae noteworthy as they affect how thescenarios could be implemented, at
leas in theshortterm,

© Forall scenarios: the employer cannot reimburse travel from telework locations to
designated federal worksites foremployees teleworking outside thei designated worksites

o For Scenario 3: theabi tocrateand manage ful virtual workers without a designated
federal worksite,and the abilty to mandate emploer-ireced virtual work, do not exist

+ Inaddition, for Scenarios 2 & 3, theris a need o review secur consideration nth Directive on
Telework o ensure alignment o hybrid work models.

+ nal scenarios here s guidance tht ould be considered 0 support existing poly instrumentsto
clarify expectations and/or support departments. Opportunities include:

o Forall scenarios enhancing clarity and guidancefo diverse teleworking arangemens, duty
to accommodate, and Official Languages.

oorScenario 3: Additional guidance onoptimizingnational area of selection.
Physical workplace, greening and digital
+ Nochanges o rea property, security or digital policies were enti 3s needed fo implement any

ofthe scenarios.
* Opportunities to support existing policy instruments to clarify expectations and/or support

departments include, for al scenarios but particularly Scenarios 2 & 3
© Enhancements to guidance, arenes and taining to ensure employees understand ther

security responsible or protectingGC assets an informationand implementing other
security controls in offsite environments

© Options to support departments eg, bes practices) within th policy area of materiel
management (e.g., the tracking of assets used for telework).

© Opportunities vareiorcs best practices or creatingaccess and inclusive warbplaces
and reinforcement of engagementwith employees with ved experience

:
coms



UNCLASSIFIED / NON CLASSIFIE

INTERIM DRAFT

KeyRisks and Mitigation
«There isno perfect scenario: al scenarios have risks that require mitigation and change

‘management planning and execution.
People management
«Overall, Scenario 1 (Ad Hoc Hybrid) and Scenario2 (Scheduled Hybrid) share many risks and

implementation considerations. Scenario 3 (Fully Flexible) is more complex and may require
additional enterpriseplanning and coordination

«Most, if not al, barriers andlimitationsare relatedtoestablished practices and procedures,
employee considerations, risk tolerance, and planning capabilty.

© The most significant risks relate to recruitment, employee jobsatisfaction and retention,
diversity and inclusion, accessibility, and mental health, particularly where flexibility is
limited.

© Scenarios 1 and 2 have more risks where effective mitigation is unavailable as both
scenarios have a top-down approach.

© Scenarios 1.and 2 have more risks related totalent,which may have a long-lasting negative
impact on the public service.

© Scenario 3 risks relate more to implementation and uncertainty about new ways of working.
Physical workplace, greening and digital
«Scenarios2& 3 share manyrisksin this area as they relate to the implementation implications of

Tong-term hybrid models.
«As departments are stil developing and experimenting with hybrid models, there are risks related to

the difficuhy inpredicting and managing demand for and provision of necessary accommodation
(i.., real property), bandwidth and IT support. There are also risks of retrofiting costs in cases
where space is not built accessible from the start.

«There are significant risks related to not realizing the potential cost savings and greenhouse gas
emissions reductions fromreducing the real property footprint. These are greatest for Scenario 1,
‘where potential reductions would be imited, but also exist in Scenarios2 & 3, if potential reductions
are not realized.

«Risks to the security of GC assets and information increase as the degree of off-site work increases.
Other Considerations:
« TBS/OCHRO messages to date: An approach to hybridwas consulted on over summer 2021; this led

to the Guidance on Optimizing a Hybrid Workforce, provided in November, sending the public
service down the path of Scenario 3; many departments have already communicated to employees
an approach along the lines oftheguidance.

«Budget 2022 announced the launch ofa Strategic Policy Review. One of thetwo streamsofthis
review “wil identify opportunities to save and reallocate resources to adapt government programs.
‘and operations to a new post-pandemic reality.Furtherareas offocus could include real property,
travel, and increased digital service delivery, based in part on key lessons taken from how the
government adapted during the pandemic, such as through increased virtual or remote work

2
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INTERIM DRAFT

arrangements.” This suggests cost considerations will be particularly important in decisions around
hybrid, which may faiitate the reduction ofthe ral property footprint, but mayasoaffect
considerations around reimbursementof ravel for teleworking employees

+ Inall scenarios, more data collection and experimentation are needed to track working
arrangements and test assumptions and developeffectivemitigationstrategies around certain risks.
This includes disaggregated data and GBA (includingaccessibilityconsiderations) on different
hybrid models.

+ There isan opportunityto declare an “Experimentation Period” to focus on data and
experimentation, deepen understandingof the risks and determine whether there is need to
‘course correct (many provinces have indicated that their current approaches will be reviewed after
one year).

Next steps
+ ADM committe to review overall policy and risk assessment.
+ WG to develop workplan, with the objective of being as prepared as possible for the emergence of

any of the scenarios

3
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Section:PolicyAssessment
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Section i: Key Risks and Mitigation - People Management
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Section V: Key Risks and Mitigation - PhysicalWorkplace, Greening and Digital
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From: Rober,Kristina on behalf of Fleury, Jean-Francois
Sent: April 26, 2022 9:52 AM
To “tim.pettipas@pco-bep,ge.ca’;Laroche.Mireille; Wagner, Paul; Gaveen

ado’;‘StéphanDéry’ Kiran Hanspal; ‘paule.abbe@ssc-spcgcc’;
“darlene degravina@hrsde.rhdcegc.ca'; FlowersCode.Holly’; Youdale,
Louise’; marie-claudeguerard2@agcgeca’ aNAlBIMBICECA's
“Couture,Dan:CRAARC' ‘philippethompson@sacisc gc.ca'

‘stephane lagace@acon-agecge.ca’; failohnson@IcmRAICALA's
‘stephen johnson@hrsde-rhdcc.goa;
‘manyann riggs@servicecanada.gc.ca’s garyobertson®@labour:
tavailecc’

ce Fleury,Jean-Francois;Hardy.Elizabeth; Shelswell, Cynthia;PauleLabbe;
Fox,Jason;igem, Ryan;Petipas, Tim

Subject: Hybrid Placemat
Attachments: Hybrid Work - Placemat - April 22-Fnal EN.pptx

Hybrid Work - Placemat- April 22-Final FR. ppt

Importance: High

Good morning,

Sharing with you the latest version ofthe hybrid work placemat. This version has been updated from
the last version you have seen. We wanted to advise that we will be sharing this document at the
upcoming PSMAC meeting.

Thankyou
Jean-Frangais Fleury.

Bonjour,

Je partage avec vous la derniére version de notre document hybride. Cette version a été mise & jour
depuis Ia derniére version que vous avez vue. Nous voulions vousinformer que nous partagerons ce
document lors de Ia prochaine réunion du CCGFP.

Merci,
Jean-Frangois Fleury.

ooze



Pages 125to/a 126

are not relevant

sont non pertinentes



Fox, Jason

From: Hardy, Elizabeth
Sent: Wednesday, April 27, 2022 11:01 AM
Tor Fox Jason
[A Kakising, Rais; Walton, Christine
Subject: RE: Hybrid Workplace Policy Assessment: GBA+

UNCLASSIFIED / NON CLASSIFIE

This is a great plan really likeusing the DG group for this. Pls proceedwithdrafting the email, thx.

From: Fox, Jason <JasonFox@tbs-sct gc.ca>
Sent:April 26, 2022 1:30 PM
To: Hardy, Elizabeth <Elzabeth Hardy@tbs.sctge.ca>
Ce: Kakisingi, Rasa <Raissa.Kakisingi@ths-sc.gc ca>; Walton, Christine <Christine. Walton@tbs-sctgc.ca>
Subject: RE: Hybrid Workplace Policy Assessment: GBA

UNCLASSIFIED / NON CLASSIFIE

ur,

1 discussed this with Chistine this morning and Itermsof te process to finish the assessment, | would propose the
following;

1. Send an email toll DG participants in OCHRO andelsewhere)that:
a. Brings them up to speed on the assessment (ie draft, feedback from ADM, etc.)
b. Highlights the need to further develop the GBA section, and asks them to name a subject
matter expert from their respective areas to join a discussion with WAGE -after discussing, we think
its important to have a slighty lager group; and
¢. Requests GBA additions, and identificationof any ina red lags on th rest of the document,
with a deadline of 1-2 weeks following the WAGE meeting

2. Hold the meeting with WAGE to:
a. Prompt SMEsto thinkabout GBA asi relates to theiareas, in termsofwhat we can do right
now to improve the GBA+ section in the assessment
b. Promote awareness of the importance of GBA in research, data and policy work going forward

3. Incorporate input.
4. Seek ADM approval on the assessment. It would then be a reference document supporting all further
‘work, with no further iteration needed (further work would build on it).

If you agree, we can draft the email to DG participants (step 1) and then provide the participant names to WAGE.

Jason

Froms Hardy, Elizabeth <Elizabeth Hardy @tbs-sc gc ca>
Sent: Monday, April 25, 2022 10:24 AM
To: Fox,Jason <Jason Fox@tbe-ct.gc.ca>

:
wor



Ce: Kakisingi, Raissa <Raissa. Kakising @1bs-sct gc.ca>
Sublect: FW: Hybrid Workplace Policy Assessment: GBA+

UNCLASSIFIED / NON CLASSIFIE

Start with an hour? And then maybe do a part lf needed? | think the scenarios themselves are the priority. You cana
list of people | recall~can you send that and preferred date to Raissa please?

From: Dupaul, Laurence (FEGC/WAGE) <Laurence. Dupaul@fegc-wage feo
Sent: April 25, 2022 8:49 AM
To: Hardy, Elizabeth <Elizabeth. Hardy@tbs-sct gc.ca>
Ce: Kakisingi, Raissa <Raissa. Kakising| @1bs-sctgcca>
Subject: RE: Hybrid Workplace PolicyAssessment: GBA®

Hil,

How long would you ike the workshopmeetingto ast 2 1 hour perhaps 2

Lisa wouldbe available the following dates:
+ May9-9:30t010:30 AM
© May10-2:00t04:00 PM
© May11-100t03:00PM
© Mat12-100t0 3:00PM

Let me know who should be invited as well,

Thanks,

Laurence Dupaul (sheet)

From: Smylie, Lisa (FEGC/WAGE) <Lisa.5mye@fegc-wagefe.ca>
Sent: April 22, 2022 4:35 PM.
To Hardy, Elizabeth <Elizabeth Hardy @tbs-sct gc ca; Kakising, Raissa <Raissa Kakising|@1bs-sct gc.ca>
Ces Fo, Jason <Jason. Fox@tbs-set.g.ca>; Dupau, Laurence (FEGC/WAGE) <Laurence Dupaul@fegc wage £c.ca>
Sublect: RE: Hybrid Workplace PolicyAssessment: GBA+

Laurence Dupaul can help out with the scheduling.

From: Hardy, Elizabeth <Elizabeth Hardy@tbssci gc.ca>
Sent: April 22, 20224:19 PM
To: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie @fegc wage gc. ca>; Kakising, Raissa <Raissa,Kakisingi @tbs-sct gc.ca>
Cs Fo, Jason <Jason.Fox@tbs-scLgc.ca>
Subject: RE: Hybrid Workplace PolicyAssessment: GBA®

UNCLASSIFIED / NON CLASSIFIE

Sounds good. Who can @Kskisingi, Raissa work with to get something scheduled?
Thanks,
uz

2
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From: Smylie, Lisa (FEGC/WAGE) <Lisa. Smylie@fegc-wage fe.ca>
Sent April 21, 2022 2:00 PM
To: Hardy, Elizabeth <Elizabeth. Hardy@tbs:sct gc.ca>
Subject: RE: Hybrid Workplace Policy Assessment: GBA®

perhapswecould set up a conversation for later the week of May 27 I'm not back in the
office until May 3. We can go from there!

From: Hardy, Elizabeth <Elizabeth Hardy@tbs sctgc.ca>
Sent: April 21, 2022 1:57 PM.
To: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie @fegc wage fc.co>
Subject: RE: Hybrid Workplace Policy Assessment: GBA®

UNCLASSIFIED / NON CLASSIFIE

Hilisa,

Yes, 1 think that would be helpful. What would the next stepbe and how soon could we start this work?

liz

From: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie@fegc-wage fe.ca>
Sent April 21, 2022 1:56 PM
To: Hardy, Elizabeth <Elizabeth Hardy@tbs:sct gc.ca>
Sublect: RE: Hybrid Workplace Policy Assessment: GBA+

Hil,
Doing the GBAPluson behalfof a department i not somethingwedo. That said, JFand |didtalkabout perhaps setting.
up a workshop style meeting where we could get you started on the GBA Plus and give you some advice that would help.
Vou complete the analysis. Let me know f that is something that would interest you.

usa

From: Hardy, Elizabeth <Elizabeth Hardy@tbs ct zc.ca>
Sent: April 21, 2022 1:53 PM.
To: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie @fegc wage gc.ca>
Subject: RE: Hybrid Workplace Policy Assessment: GBA®

UNCLASSIFIED / NON CLASSIFIE

Hilisa,

Apologies for not following up sooner. Thank you forsendingalong those resources. |will admitthat, based on my.
conversation with JF, 1 was expecting that you and your team would complete the analysis and send us your views. Is
providing the actual GBA+ analysis a service you and your team offer? Happy to set up a quick cal as well if that's easier.

Thanks again for your support on this initiative.

liz

3
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From: Smylie, Lisa (FEGC/WAGE) <Lisa. Smylie@fegc-wage fe.ca>
Sent April 19, 2022 7:37 AM
To: Hardy, Elizabeth <Elizabeth. Hardy@tbs-sct gc.ca>
Cc Fox, Jason <Jason. Fox@tbs-sct.gc.ca»; Walton, Christine <ChristineWalton @tbs-sct.gc.ca>
Subject: RE: Hybrid Workplace Policy Assessment: GBA®

Hii,
Just following up that you received my email below, as| hadn't heard back from you. Please let me know how we can
help you with the GBA Plus of these scenarios.

usa

From: Smylie, Lisa (FEGC/WAGE)
Sent: April 6, 2022 9:28 AM
To: Hardy, Elizabeth <ElizabethHardy@tbs-sct gc.ca>
Cc: Fox, Jason <Jason.Fox@tbs-sct.gc.ca>; Walton, Christine <Christine. Walton@tbs-sct.gc.ca>
Subject: RE: Hybrid Workplace Policy Assessment: GBA+

HiLiz and team,
Iapologize for not getting back to you yesterday. | took a look at your documents and I think you have the foundations
ofa really solid analysis. I've attached some initial reactions and guidance on doing and documenting the GBA Plus. |
think it would be really helpful to have a meeting with you to walk you through these comments and where I think you
should go from here.

ve also attacheda document that | think will be helpful to you indoing the analysis from here. I'sadocument we
released in June 2021 that walks through the steps of GBA Plus and key questions to ask in each step. |think in what
You've done so far, you have completed step 1, where you have, in a very holistic way, articulated your scenarios and all
of the risks and considerations associated with those scenarios. You wil see in my comments that now you need to
conduct steps 2, 3 and 4 on each scenario you've identified. |gather that, rom the analysis template you sent me, you
were thinking the same thing, which is fantastic! In our meeting, | can give some feedback on that template, based on
this quick reference.

Please let me know when you are free to meet and discuss the comments and next steps!

usa

From: Hardy, Elizabeth <Elizabeth Hardy@tbssci gc.ca>
Sent: March 30, 2022 6:18 PM
To: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie @fegc-wage fc.ca»
Ce: Fox, Jason <Jason Fox@tbs-sct gc ca>; Walton, Christine <Christine Walton @tb-sct gc.ca>
Subject: Hybrid Workplace Policy Assessment: GBA®

UNCLASSIFIED / NON CLASSIFIE

Hilisa,

Fim writing to request your expertise and assistance with work we are undertaking in OCHRO to assess and plan for
opportunities and challenges regarding hybrid workforce. | believe you previously connected with my ADM, Jean-
Francois Fleury,

.
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To date, we have identified three hybrid scenarios, and ther respective policy considerations and risks from a people
management perspective. | have attached this analysis (attachments 1/2). | have also attached the template that we
used togatherth input tha informed this analysis attachments 3/4). Our partners are currently working on providing
additional input from thephysicalworkplace, digital, accessibilty, security and greening perspectives. Once we have
incorporated this input, we wil then integrate and consolidate a more complete analysis, expected early next week.

We would appreciate your assistance ontwo things to ensure that we are implementingameaningfulGBA lens on
these scenarios and the anaysi. Firs, we would appreciate your general views about the three scenarios we have
developed and the template reflecting the many angles and issues we are considering, We would also appreciate your
adviceand contributionswhenwe review the consolidated input to identify any missingareasor approaches to improve:
the GBA analysis.

Timelines are tight so we appreciate any initial comments you could provide by Tuesday, April 5. My team and | am also
available to meet with you to discuss the documents, the approach and the best way to collaborate.

look forward to meeting you and collaborating,and thanks so much for your assistance,

tn

Elizabeth Hardy (se/ler/ells)
Senior Director, Research and Experimentation
Treasury Board Secretaria, Government of Canada
613.862.3673 (cell)

Oirectrice principale, recherche et expérimentation
Secrétariat du Consel du Trésor du Canad, Gouvernement du Canada
613.862.3673 (cell)

s
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From: Fleury, Jean-Francois
sent: April 29,2022 3:52 PM
Tor Tattersal, Samantha; Stott, James; Acton, Kelly; Laroche, Mireille;

Wagner, Paul; Nanduri Bhatt, Malik; 8idal, Carole; MacLeod, Alfred
ce Robert, Kristina; Boutin, Caroline; Shelswel, Cynthia; Hardy,

Elizabeth; Fox, Jason; Moore, Sarah; Girard, Marie-Chantal
Subject: PSMAC Follow-up
Attachments: Hybrid Work - Placemat-April 29 EN (CLEAN) pptx

UNCLASSIFIED/ NON CLASSIFIE

Dear colleagues,

AtPSMAC today Graham, Marie-Chantal and I presented the Hybrid placemat (the one attached
includes comments from Sam and Kelly). While DMs are veryengaged,theconversations
continues to focus on recurring issues. To address this, Graham wants to present a more.
structured view of the issues managed by the Employer (TBS)at an extended PSMAC on May
27th. 1expect that we will also be asked to present to BoMR (same week)

To facilitatetheconversation with Deputies,Grahamwould like to presenta table that illustrates.
what we've done to address hybrid issues to-date, what we are planning to do o address hybrid
issues in the future, and how long t might take. Note thatif we feel thatour current/existing
guidance linked to the sues below is complete with no need to modify - then we say it For
‘example, with respect to location of work, theSecretarywants to communicate clearly to
deputies *how long’ the proposed solution would take (.e. renegotiation of NIC directives).

Myteam will coordinate the developmentofthis table, but your input, content, and work to
address next steps is needed. Aswe are still developing the template, nothing is required today
but did want to give you and your teams a heads up to start thinking about the work and the
implications (time and resources) for your respective areas.

“Thank you for your and yourteams’ time and effort on this file to date. We willbeusing the input
Your teams have already provided (through the policy assessment exercise that was recently
completed) to begin populating the template. We are aiming to complete the template by May.
13th to ensure enough time for vetting and approvals. The components wil consist of:

1 What's the issue to resolve:
2.Who is the lead sector/organization
3. What guidance have we issued regarding the issue to-date
4. What's missing
5. What ae we going to do to fill the gap and by when (guidance, directive, policy and/or tools,
etc)

ooon2z



Based on multipleDM and ADM meetings, here's the lst of fiction points/ issues to resolve:
and/or address:

A) Policy issues or defined problems:

1.2) Locationofwork (related NIC directives - travel, isolated posts and relocation) (OCHRO)
1b) Location of work (National positions associated to national worksites) (OCHRO/OCG /PSPC)
2. Duty to Accommodate/Accessibilty (OCHRO / OPSA)
3. Asset Management and Home Equipment (OCG / OCHRO)
4. Information management/ Security (OCIO/ PCO/TBS)
5. Technology infrastructure/ bandwidth / Networks/ Security (SSC/OCI)
6. Occupational Health and Safety (HC / OCHRO)
7. Labor code (ESDC/ OCHRO)
8. Telework (OCHRO)

8) "Soft issues" requiring guidance/comms modules

1. Defined valueproposition for hybrid (for both on and off site) (OCHRO/ SCMA)
2. Interim guidance on Departmental expectations on some items listed below (OCHRO/SCA)

©) Key activites/evidence gathering (in the parking lot for now - not for indepth discussion on
the 27th)

1. Experimentationplanand best practices (CHRO)
2. Data and performance measurement (OCHRO/Stats Can)
3. Impacts on OL (OCHRO)
4. Representation (WFA) (OCHRO)
5.GBA+and D&I (OCHRO)
6. Procimity bias (OCHRO)
7. Recruitment and mobilty patterns (PSC / OCHRO)
8.5kil strategy (CHRO /OCIO/ ESOC)
9. Employee mental health and wellness (OCHRO)
10. Productivity (OCHRO)

A meeting will be scheduled early next week to ensure we are al on the same page. Please note
that your target destination in termsofpolicy thinking should match the Flexible First scenario on
the attached placemat.Ourview s that ifwe land anywhere else onthespectrum of hybrid (e.g.
ad hoc or scheduled)that the policy for themostextreme change would then apply to the lesser
disruptive changes.

Talksoon. Bon weekend.

a
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DRAET: Hybrid Work Variations - Different Approaches Lead To Different DegreesofImpact
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From: Fleury,Jean-Francois
sent: Mays, 2022 8:43 AM
Tor Hardy, Elizabeth
ce Robert Kristina; Boutin, Caroline
Subject: RE: GBA+ contact in TBS?
Attachments: Hybrid WorkplanTemplate May 2 EN (CLEAN.doox

To be clear

There are 2 streamsof work:

The PSMAC Deliverable. This i priority one. This s due in 15 days. This s the list of policy
instruments affected by Hybrid. Section A of the atached.
All ofthe work in section 8 and C of the attached needs to be done promptly buts not
requiredfor the PSMAC conversation on May 27.

1 think you should be doing the GBA+ analysis. This analysis will help you with your research and
‘experimentation function linked to productivity and proximity bias.

Hope ths helps. | can discuss with Cynthia if required.

IF

From: Hardy, Elizabeth <ElizabethHardy@tbs-sct.ge.ca>
Sent: Wednesday, May 4, 2022 1:56 PM
Tot Fleury, Jean-Francois <Jean-FrancoisFleury@tbs sctgc.ca>
Ce: Robert, Kristina <Kristina Robert@tbs-sct gc.ca>
Subject: FW: GBA+ contact in TBS?

HIJE,

Justseekingyour direction here based on our previous conversation. | disagree that the GBA+
‘analysis is not needed imminently(in my view we should have this done already). But if you agree,
ill hold for now.

(highlighted below)

Jason and1 have a plan to tackle this so to clarify my question:

am /1as0nFleading GBA® analysis (this has to be completed by us/OCHRO not WAGE, as
previously explained) ori thisaCynthia lead?
“what is your expectation re timing on when this should be complete and Iwill ensure we meet
the deadline

Thanks,

ooos
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From: Shelswell, Cynthia <Cynthia Shelswell®ths-sct ge.ca>
Sent: Wednesday, May 4, 2022 12:28 PM.
Tos Fox, Jason <Jason Fox @tbs-sct gc.c2>; Walton, Christine<ChrisineWalton @tbs-sct ge co>
Ce: Alwani,Kiran <Kiran Alwani@hs scl ic.ca>
Subject: FW: GBA+ contact in TBS?

HiJason and Christine,

| wanted toshare a bit of information:
1 Wanted to share regarding your GBA* question that EMS is officially responsible for GBA+

in TS. Camille vans is adirector in Social/Cultural Sector who both supports WAGE as a
department, but also conducts a GBA+ analysis on each of the TB submissions they.
receive. See below for her offer to help ~ happy to set upa first meeting to ge that
conversation started.

2. The exercise for May 13" to complete the Hybrid Workplan *will only focus on part A* or
the first eight tems in the template. | mention this because while fm sure you are keen to
advance yourwork,theGBA+analysiswill notbepartofthisdiscussion and is not needed
imminently

3.1m also cing Kiran from my team who can help support on this tem for the Workplan as
we move forward (and after May 13").

Let me know if you have any questions.

Thanks,
Cynthia

From: Evans, Camille <Canille Evans@tbs:sct ge.ca>
Sent: Wednesday, May 4, 2022 10:54 AM
To Shelswell, Cynthia <Cynthia Shelswell® ths sct ge.ca>
Ce: McBrine, Delbert <Delbert McBrine@1bs-sct 66.ca>
Subject: RE: GBA+ contact in TBS?

HiCynthia,

Funny you should ask —1 can provide some guidance here (my team handles WAGE and we are
als0 the Chairofthe Program Sector working group on GBA). We are currently developing some.
training/guidance materials to help analysts improve this pat ofthe challenge function. That
being said, we have some material that can provide now, but asowith the caveat that ts
actually EMS that i offically responsible for GBA at TBS(and their AS, Annie Boudreau, is the
GBA+ Champion at TBS), because of the results/performance info angle. The working level GBA.
analyst in EMS is Lucie Morin,soshe wouldbe agood person to consult for sure.

ooo



Its.bitof aweird space in that we don't have a specific policy centre who would provide
‘expertise on al subs- | would argue that we need this, given the focus on GBA, but for now.
program analysts do this challenge on their own as best they can, with some support from EMS
results,

Happy to havea quick chat if helpful.

Cheers,
Camille

From: Shelswell, Cynthia <Cynthia.Shelswel@ths-sct ge.ca>
Sent: Wednesday, May 4, 2022 1027 AM
Tor McBrine, Delbert <DelbertMcBrine@tbs-sct gc.c2>; Evans, Camille <Camille Evans@tbs:
scugec>
Subject: GBAS contact in TBS?

Hello Del and Camille!

m reaching out to you as my Program Sector peeps. And mostly because we're trying to do a
GBA+ analysis forourproposed hybrid approaches for the GoC. My colleagues reached out to
WAGE who weren't super helpful because they are more the policy experts as opposed to the
policy implementers. Do we have a centreofexpertise with whom you consult on T8
Submissions? How do the Program Sectors support the GBA+ challenge function?

Short answers are fine!

Thanks in advance for your help,
Cynthia

Cynthia Shelswellshefelle)
Director, Strategic Integration and Planning
Office of the Chief Human Resources Officer
Treasury Board of Canada Secretariat / Government of Canada
cynthia shelswell@tbs-sctgeca / Tel: 343-542-1263

Directrice de lintégation stratégiqueetde la planification
Bureau du dirigeant principal des ressources humaines
Secrétariat du Conseildu Trésor du Canada/Gouvernement du Canada
cynthia shelswell@tbs:sct ge.ca/Tel: 343-542-1263
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HybridWorkplan: Problem Definton Template
A. Pole sss or DefinedProblems
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Hybrid Workplan: Problem Definition Template
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HybridWorkplan: Problem Definton Template
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HybridWorkplan: Problem Definton Template
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Hybrid Workplan: Problem Definition Template
8. Sof sues Requiring Guidance
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Hybrid Workplan: Problem Definition Template
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Hybrid Workplan: Problem Definton Template
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Hybrid Workplan: Problem Definition Template
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Hybrid Workplan: Problem Definition Template
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Hybrid Workplan: Problem Definition Template
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From: Fleury.Jean-Francois
Sent: May 19, 2022 10:19 AM
To: Donoghue, Christine
ce Robert,Kristina;Boutin,Caroline; Shelswel, Cynthia;arazin-Normand,

Caroline;RousselLegros,Mari-Pier
Subject: FW: Updated Deck&E-Binder

Attachments: (OCHRO-New ways of Working (May 19)5h35.pptx

Importance: High

PROTECTED B/ PROTEGE B

Find attached the final draft. Please let me knowifyou want me to share with:

+ PCO~ Colleagues and BoMR secretariat
+ PSMAC committee secretariat
+ ADM Flex members

wil let you decide fyouwanto share with Graham in ght of the pre-brief meeting today with SSC
and psC.

Merci

anos
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From: Fleury.Jean-Francois
Sent: May 19, 2022 12:53 PM
To Sarazin:Normand, Caroling;RousselLegros. Marie-Pir; Robert, Kristina;

Boutin, Caroline; Shelswell Cynthia
Subject: Fud: Updated deck

Attachments: ‘OCHRO-New ways of Working (May 19) 12hrds English.pptx

fot t0o late as per my tex). Minor changetothe annex workplan.

Sentfrom my iPhone:

Begin forwarded message:

From: "Boutin, Caroline”<Caroline Boutin @tbs-sct.g.ca>
Date: May 19, 2022 at 12:51:09 PM EOT
To "Fleury, Jean-Francois” <ean-Francois.Fleury@tbssct gc.ca>
Cc: "Rabert, Kristina” <istna.Robert@1bs-sct gc.ca>, “Shelswel, Cynthia”
<Cynthia Shelswell@tbsct gc.ca>
Subject: Updated deck

PROTECTED B/ PROTEGE B

This versionis the atest. It includesanupdated placemat tha reflectsafew ast minute
comments from OCIO.

Caroline Boutin

Senior Advisor
Assistant Deputy Minister's Office
Research, Planning and Renewal
Treasury Board of Canada Secretariat/Governmentof Canada
CarolineBoutin@tbs-sctgc.ca/Tel: 613-697-9917

Conseillere Principale
Bureau dusous ministre adjoint
Recherche, planifcation et renouvellement
Secrétariat du Consel du Trésor du Canada/ Gouvernement de Canada

‘Caroline Boutin@ths-sc gc.ca / Tél. 613-697-9917

oootss.



From: Fleury,Jean-Francois
sent: May 19, 2022 2:44 PM
Tor Tattersall,Samantha;Stott,James;Acton,Kelly; Laroche, Mireille

‘Wagner,Paul; Nandur Bhatt, Malia;Bidal Carole;MacLeod,Alfred;
‘Austin, Stephanie; Lahaie.Monia;Hardy, Elizabeth;Shelswell, Cynthia

ce RobertKristina;Boutin,Caroline
Subject: Latest storyline deck and T8S workplan
Attachments: OCHRO-New ways of Working (Vay 19) 12hrd9 English. ppt

PROTECTED 8 / PROTEGE B

Thanks forthe big push during the last week. | am sharinga storyline deck. You wilseethat the
placemat we have been working hardto complete is annexed.

“The deck builds offourlast PSMAC product and now goes one step deeper on the employer policy
workplan. This is good

1am uncertain if this will end up being the PSMAC/BOMR do. It is with Christine and on way to
Graham.

Wanted to share to ensure you had the latest and more complete storyline.

1am sure this group will continue to work together to refine and complete our employer policy
approach to hybrid.

Thanks for this one TBS approach

I

From: Robert, Kristina <KristinaRobert @tbs-sct. gc.ca> On BehalfOfFleury, Jean-Francois
Sent: Tuesday, May 17, 20224:50 PM
To: Tattersall, Samantha <Samantha Tattersall@tbs-sct. ge.ca>; Stott, James <James.Stott@tbs-
sct.gc.ca>; Acton, Kelly<Kelly Acton@tbs-sct.ge.ca>; Laroche, Mireille <Mireile Laroche@tbs-
sct.gc.ca>; Wagner, Paul <Paul Wagner@tbs-sct.gc.ca>; Nanduri Bhatt, Mallika
<Mallka NanduriBhatt@tbs-sc.gc.ca>; Bidal, Carole <Carole Bidal@tbs-sct. g.ca>; MacLeod,
Alfred<Alfred MacLeod@tbs-sctgc.ca>; Austin, Stephanie <Stephanie Austin@tbs-sct.g¢.caz;
Lahaie, Monia <Monia.Lahale@tbs-sct.gc.ca>; Hardy, Elizabeth <ElizabethHardy@tbs-sct gc.ca>;
Shelswell, Cynthia <Cynthia.Shelswell thst gc.ca>
Ce: Fleury, Jean-Francois <Jean-Francois.Fleury@tbs ct e.ca>
Subject: Hybrid Placemat or review

Dear colleagues,

oooter



1 would like to thank you and your teams for yourtremendous efforts to summarize the TBS policy
challenges with respect to hybrid work. My team has summarized your input n the attached
table which willbe used for Deputy-level consumption.

1fyou can please review the attached workplan for any showstoppers to ensure weare accurately.
reflecting your views. Please send any changes my way with acc o Cynthia shelswell@tbs-
sct.gc.caby noon tomorrow, May 18.

“Theworkplan will lkely be shared with Graham in the next few days. Pleasesocializethis input
with your Deputies to avoid any surprise.

Many thanks for your collaboration.

Jean-Frangois Fleury

oootss
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srorecreoaeorees
The Future of Work direction for People Management...

Talent, Skills, & Inclusion Flexible Work Models
The Public Service is sled, Adistrbuted,fexbl,
diverse, inclusive, accesible, productive workforce and
and human-centic welcomingworkplace

Culture, Change
Management,

Organization of Work Mindsets & Digital & Data Driven
The Public Service organizes Behaviours The Publ Services
workin way that divs digtaly enabled, and
outcomes, and compensates leverages HR ystems nd
workin way thats datao support sategic
equitatie nd dives uippe decisionmaking
employer competitiveness

enabling a public service workforce through hybrid work g
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What is Hybrid Work?...
. ; : phdwork sapoplefstapproach toA hybrid work model is the blending of on-site and RR

off-site work Inceosd roduc ndjobstsfocion |
‘whileaddressingthemajorchallengesofemotework sucho lotion and ckof

+ An employee in this model may dividetheir time sem
between commuting to the office and working from sa |]
other locations ‘workfromhomeoranywheretheycanbeproditve |

+ A hybrid work model may also involve a mix of full-time| Wwerereemoningwore |
remote and fully on-site employees, depending on the | geoffceTeam mente marae |
nature of the work theworkthey need ogtdor. |

The hybridworkmode can toe different |

+ Hybrid work redefines what it means to collaborate in a| forssessrdogonteoraniotionond
more distributed yet more connected world \ by

...an opportunity to transform and modernize
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A balanced value proposition...
Ging employeescontolofhrown

Onsitepresence for collective and organizational needs schedules soctully motvating, Se
: Promoting common values and organizational priorities amongst teams |Employeescanswitchbetween remote.Culture: promoting les and organizational pririt gst Rl

Socializing and Peer learning: Acclimatizing new employees, sharing knowledge cometotheofficeengagedandready
and experiences, and encouraing teamwork End
Collaboration and stakeholder relations: Building and maintaining working, mo
relationships and networks in support of organizational priorities ewLabourFarceSurvey questionscollected in Apr [2022]suggest that.

. indivi teleworkingamongemployesagedOffsite presence for individual employee needs Solr
Productivityand focused work: Fewer interruptions leads to a higher focuson |ablyto balancecampetingwrkand
tasks at hand, improving efficiency and overall performance personal responsibities”
Life balance, mental health and wellbeing: Less time spent commuting leave —x wellbeing:Lesstime spent commuting leaves HY
time for outside of work activities improving overall employee satisfaction, health &(\ReneieMkopen he
Ifestyle, and contributing to lesser burnout hove been marinalizd.
Access to mre opportunities: Not being boundb s ocation of workincreases | emotewartgetrces oct. ary Condiatssrgleaccessibility to opportunities and reduces barriers to help employees acquire new |e daabedjobcndidotessrg
skills and experiences eo

Forte

...to support best-in-class service to Canadians g
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One philosophy as a starting point, different implementation based on operational realities

Desired Outcomes:
a

Different Approaches Lead To Different Degreesof Impact

FeTe Scheduled Ad Hoc
« Flexibility based on suitability of position [| = Employer-preseribed in-office hybrid modelff * Mostly onsite with increased use and

without prescribedoffic parameters Errre es

sens. seners: sever:+ nique opportunity to bud dersUnie poet ||| cpt ronan wingts || + Matasnocolorwae
aeographically pool. telework es subjectivityinchoice) * policy issmitigatedby midteleworkracing Sour esking groups (re te | Sa
besttalentwhereitis) ing h

= Potentialforthe largestrealproperty(office) SiardowortsihJiieerdveoilerreductions, esoing mightpotent net ummanons: ummanons:
‘environmentalbenefits * Impedesdesire andabilitytorecruit a = Riskof "snappingback"andtrade-off

LIMITATIONS: A ‘benefits ofworkplace flexibility, includinga+ ws impscingtalent scion nd retention a,
nie a ke + Losi Gifu 0 move 0 unasigned| + Loss olytoachive res propery ofc)

iste, hii ss" . eco ana GHG eonsrections+ Woyrotreduce fice footprintas SEN + Regie impacton employe enopement+ Couldbesubject onegativepublicscrutiny. this mpactingenvironmentalbenefits beRL
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A flexible first approach...

Alexibefistapproach,asthe startingpoint, ses the foundationfor desired objectives, EEE
including: inthe USfound hati , ie i mentioning lilyinjobService Excellence: through enrichedpolicy and programinputsfrom across Canada hep

Flexbilty:byobtaining talent where ti, fociltatingrecruitment, retention, and a
promoting overall employee wellbeing i
Diversity: through increased representationofCanada’s populationwhereitis a
Distribution: moving awayfromthecentralizationofworkin the NCR /reversing the NCR| Toronto Monealond
proportionalgrowth andsharing the economic benefits ofpublicservicejobsacross a
regions therregionsoftherprovince

otherthan moving in-and
Flexibility alo recognizes the variabity that exists across thepublic service, and within diedhe billy to work
departmentsand agencies, byadaptingtoamix both offsite and on-sitework, depending on| feet#2<entibuting
organizational needs, for example:

+ Workcarried out by knowledge workers (e.g, policy,dataanalysis) canbedone TREE
primarilyoffsite 5.50theConan

+ Specific niche work (e.g, scientific research, security) must be done mostly on-site: RTT

...matters for the future of people management in the public service
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The case for change transcends...
70% of Us federal employees who telework

People reteiyces nsfriewit
. teleworking durin he covI-19 pandemic.+ Humanizationof theworkplace Terfoulenpleesadrr ey

. 9 morecommitedto their agency's miso; 76%Extensive and inclusive talent pools ey
* Modernized, distributed, and competitive workforce 70% said they have more trustin their

coleagues.
Digital |

. “Gorterfoundydand uly remote
Acumen | erplpees aremore kel to fei igh evel of

+ Al, machine learning/interaction with human talent | inclusion thanjulyin-officeemployees 27% of
ee | bridondfly remote riers report fing+ Service delivery and investments | apevesofncusian vs.20% ffl im ofce

| emolreesPhysical |
: izati imizati | “psp estmate for ferentofcpooOffice space modernization and optimization loan

i | romstatu quo over 25 years) 40% reductionEtronseitslJ ) ovr 25 yer:54.250, 40%resco us 10
+ Potential benefits to reducing commuting and office space years. 315.008,50%reduction over10ears -

28.6; 70% eduction over 10yeors: $39.1

...integrating key domains in alignment with people management
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Snapping back means...
Feves moriofcounty

People : responders expectedremote
«+ Losing out on a more expansive and diversified candidate pool Workingtocontinue, andto
B embedthsracic n heLack of competitiveness in recruiting top talent asworkers are it

increasingly seeking workplace flexibility thepublicservice.”
+ Animbalance between employee and organizational priorities and needs Er
i encesre encourgeatoDigital Co nl

* Decreased prioritization and investments in new ways of working and ‘anotheroptionintheir overall

connecting the workforce (ie., the pursuit of Al and other technological | Fedeerkiremive,|
advancements) toptalent.Remoteworkalso.

. may offer pporunisfor
Physical ageniestoreach ntonew,

Communitiesfor whic Federal
+ Continued expenses required to maintain the existing real properly employmentmay nothave.

footprint beendesirable becouse
roaonalyhsreaured

Environmental EeeeS ees
+ Lost opportunity to contribute to the greening agenda

...falling behind as an employer of choice o
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The challenges are real...

Subjectivity in decision-making could lead to inconsistencies ‘Buildinga oirandequitable workplace
= Unlevel playing fed {some can be more flee than thers) oe re
+ Public service internal labor market impacts Se
+ Regions versus NCR nconctosumptontht hepeople+ Knowledge workersversus operations front line infermareprose hn

Employerpolicies andterms &conditions ofemployment nm
+ Collective bargaining. Couneracehstend.
+ Evolving impacts to the employer policy environment Storverd Susipess Review,

External impacts. Canadiansurveydatashowsthat
+ Local economies. youngerworkers,immigrants,+ Public perception and scrutiny Vociotsedpeople, Ingenous workers

Fuk and workerswith ophysicalormental
Diversity, inclusion, andculture ‘conditionthatlimitstheirdailyactivity

+ proximity biss aremore likely tho averagetowor
© Goa hatworkingfomhomewil hove

negateinpocton theircarer,+ Representation TR
+ Trust and Productivity Curesndisperse eas.
+ Mindsets and behaviors

...but worth overcoming to avoid snapping back
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Moving forward with an integrated workplan*...
seeAnnex)

Locationopositon/locaton of work (NIC directives on travel relocation, solaed posts): directive on
[ORTRIRNIN clework; duty to accommodate; ccessbiy; asset management/offsite equipment; value
LETC proposition for, and productivity of, onsite, hybrid and remote workers; information management;

ata collection performance measurement strategy; occupational heath and safety

PYSSRRSIIN impacts on Oficial Languages; bandwidth requirements secure networks/VPN; proximity bias; GBAY;
PRAI micrvion and recruitment patterns; workforce availabilty/representation trends; accessto kill;CTTEERY crpioyee wellness; igita innovation productivity

RAPER nterdependencies between inclusive hybrid workforces, IM and IT investments, real property
Te strategies and greening

...setting a flexible roadmap for the future of work
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How to succeed and minimize risks?...
« Drive public value and best-in-class services “irealty obligesleaders 0
« Maintaina strong senior leadership commitment designbettermodes.True

a«Adopt one philosophy, with different implementation Sefer
. um on eresIntegrate central agency advice and direction erse employee
«Promote coherence, recognizing the asymmetrical nature of the public | ericermidwerte

service (See Annex B) stronginclusionconmakean

tateee rko Experiment he Ar attr ce to itxperiment to test new approaches (See Annex C) Py deel

. it olsentoconch anoCultivate trust with employees and between teams St)

. i endpoint buts astofUnderstand employee preferences and productivity me——
© Humanize the workplace through empathetic, result-oriented leadership| “99m0
« Develop a performance measurement frame, grounded in data and

evidence, to support ongoing decision-making

...remain steadfast, iterate, learn, and adapt
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Annex B: Promoting coherence in a distributed accountability model

TBS/0CHRO has provided ongoing support and guidance to departments and agencies, through extensive,
communication and engagement, including:
+ Guide/Learning on Going Remote

Supports employees and managers ake with ps and guidanceor new employees, how to manage remote teas, prioiting
professions developmen, runingvirtual meeting, leveraging digal tol, communications, menial ath, and ing workplace
Gare

+ Mental Health Toolkit for Employees
+ Support for employees an tems working italy with mental helttpranging from balancing wore, managing pchsocl

ik, andcopingwithworkplace changes
+ Guidancefor Employees on Working Remotely

+ Supports employees with guidance on how to manage work nd producti setting up workspace, using the network, afcil
languages,and maintaining wellbeing

+ Onboarding Toolkit for onboarding students during COVID-19
+ provides a ital onbreing aotforboth studentsand ing managers, shares sel ts, rics, andta, and other uu info

such 35 italonboaringeventsfo both students and managers
+ SecurityPolicy Guidance

+ supports thesecurtycommunity, andcomplements departmental planing and 95, 3 applied othePolicyon Goverment
Security. Guidance included IM and and other bey security considerations for managers and employees
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Annex B cont'd:

+ Guidance on asset management
+ Includes remote work and employee uipment reimbursement, renewed guidancefo equipping employees working

emote, and supplemental formation an ofc equipment a reaswrker:
+ Guidebook or departments on easing of COVID-19 restrictions.

+ Summarizedroles an resposibitiesof ey parties andprovided a plaing oolbox 5.heath andsfey,and esl
property considerations tc) and ky esources support thcontinued defer of programs and snes fo Canaan

hie soprting the physical and mental hathoffer pubic servants
+ Atransition planning tool and checklist

+ Included ey considerations forpostpandemic planning, such asmanaging flitwithin he existing legisative
framework, occupations heath and safety requirements, supporting managersand employees, and ater backffice
considerations

+ COVID-19 VaccinationPolicy and related tools
+ Supports employees andmanagerswith formation on the effectivaness and bent of vaccination, vaccination

equrement esponsbitie for managers nd ccommodatons
+ Guidance on Optimizing a Hybrid Workplace

+ supports departmentseforts to optic ewok and oiewrk 5 theyshittopos pandemic paring. including
international telework. Includes informationan how t optimize telewrk, guidancefor managers and employees ake, and
dition! formation 0 maintainHAAGucha Ce, ders and inclusion, and greening goverment
Satay
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Annex C: Hybrid work experimentation — early findings

‘OCHRO Departmental Survey on hybrid work experimentation in April 2022 (28 responses to date)

Key decision-making drivers:
Mental Health and well-being of employees: most prevalent concern with departments in evaluating the
feasibility of a hybrid work model
Talent Management: specific attention to recruitment and retention
Diversity, Inclusion and Accessibilty: reflecting the needs of employees
Performance: productivity and engagement of employees
Teambuilding:collaboration and social cohesion among units and departments

Other notable observations:
+ Majority of departments surveyed operating under a hybrid model, with varying degrees of flexibility and

‘employee autonomy, with respect to deciding when and whether they come into the office
+ Range of hybrid approaches including fixed days, flexible days, fully flexible arrangements, and mixed models
+ Few departments intend on maintaining a full teleworking/remote workforce
+ Consistency in evaluation and assessment is critical to establishbenchmarks and comparability

a



From: Fleury,Jean-Francois
sent: July 4,2022 2:55 PM.
Tor Hardy. Elizabeth
Subject: FW: Hybrid work assessment tool (GBA)
Attachments: EXCO_june2_CFM.ppt

HAT pilot 2.docx

UNCLASSIFIED/ NON CLASSIFIE

From: Fleury, Jean-Francois
Sent: Wednesday, June 8, 2022 2:49 PM
Tor Hardy, Elizabeth <ElizabethHardy @tbs-sct.gc.ca>
Ce: Fox, Jason <JasonFox@tbs-sct.gc.ca>; Shelswell, Cynthia <CynthiaShelswell@tbs-sct gc.ca>;
Robert, Kristina <Kristina.Robert@1bs-sct gc ca>; Bouin, Caroline <Caroline Boutin@tbs-sct gc.ca>
‘Subject: FW: Hybrid work assessment tool (G8A+)

UNCLASSIFIED/NON CLASSIFIE

Interesting pilot test on tools o identify hybrid positions.

From: Caroline Desrochers@international g¢.ca <CarolineDesrochers @international ge.ca>
Sent: Saturday, June 4, 2022 2:00 PM
Tos Fleury, Jean-Francois <Jean-FrancoisFleury @1bs-scLecca>
Ce: Tijerino, Adamira <Adamira Tjerino@tbs.<ct gc.ca>
‘Subject: Re: Hybrid work assessment tool (GBA+)

Please see attached asperbelow, with the caveat that discussions around Step2are paused for
now as welook fo the best way to integrate these considerations. 1am also attaching the
methodology used to arrive at of days rec

‘We would be happy to schedulea call withour lead ADM on this (ule Sunday) as well as Francis
Trudel.

Caroline

On Jun 4, 2022, at 1:52 PM, Desrochers, Caroline -OMEX
<Caroline. Desrochers @international g.ca>wrote:

oootss.



Bonjour Jean-Frangols

Je voulas aire le suv suite 41a discussion de EXCO. Given the Clerk's
pending/expected guidance to ramp up efforts towards workplace reintegration, we
are movingforward with only the position assessment portionofour evaluation tool
while we continue to refine the GBA+ analysis portion and how t will apply. Our EC
felt that the GBA layer provided too much flexibility and not enough guidance for
managers, puting a heavy burden on the shoulders of middle managers. Our
position assessment tool stl provides managers with an actual recommendation for
number of days in the office based on job function, according to a methodology.
These range from 1 to 4-5 days/week n office.

nthe interestofthe collective GoC discussion on this, 1 will forward you what we
have developed so far, with the caveat that GAC is only moving forward with Step 1
at this point, but continuingtoexplore how to best guide decisions around GBA,
EDI and individual considerations.

Caroline

On Jun 1, 2022, at 1:32 PM, Fleury, Jean-Francois <ean-
Francois Fleury@tbs:sctgc ca>wrote:

UNCLASSIFIED / NON CLASSIFIE

Looking forward to seeing the docs post EC presentation. Thanks for
sharing.

From: Caroline, Desrochers @international gc.ca
Caroline Desrochers@internationalge.ca>
Sent: Wednesday, June 1, 2022 11:24 AM
Tot Tijerino, Adamira <Adamira Tierino@tbs sct gc.ca
Ce: Fleury, Jean-Francois <Jean- Francois. Fleury@1bs-scLgc.ca>
Subject: RE: Hybrid work assessment tool (GBA)

Thank you Adarmira. Nice to meet you Jean-Frangois.

We have donea lot of work to develop a modelthat is robust, coherent
and transparent for managers and employees, and which includes
GBA+ considerations. The GBA/individual consideration layer wil be
presented to our Executive Committee tomorrow and |will be happy to
share the material outlining the ull modelaferthediscussion if that
works for you.

oootss.



For now, am attachingasidetha ays out the foundation of the
model. More to follow tomorrow.
Caroline

From: Tijerino, Adamira <Adanica Tierino@1bs sc gc.co
Sent: 31 mai 202 15:12
To: Destochers, Caroline MEX
Caroline Desrochers intemational gc.a>
i Fleury Jean-Francois <ian-FrancosFleury @1bs:561.46.0>

Subject: Hybrid work assessment tool (GBA+)

UNCLASSIFIED / NON CLASSIFIE

Hi Carolin,
AS promised, Lam puting you in touch with Jean-Francois, who's
leading the returning tothe workplace ntiaive or the public sector
Vals briefly mentionedyourtool, which aims to dentiy which
positionsaremore likelyto ben the ofc or telework (ncuding your
GBA + lens ont.
1 hope youhave. great day, and thanksagain fo sharing you atest
updates on hybrid work.

Warm regards,
Adamira
Adana Tierino
Senior Advisor/Consellere Principale
Office ofthe Secretary / Bureau du Secrétaire
Cell: 343-543-8256

wore



[loses 0 vw]
11ths a rotational postion?

ite un pote ae roan?
2 | Is this position located abroad?

Coposte es stu a tranger 7
3 Docs this postin require most dallyus of resources or equipment oly wale at 3 GAC

faciy 6.5 paper-based proces, Audiovisual special ecupmeny?
Ce posts néceae-Futliaton ues otcenned ressources ou Squipementsdispribes
uniquement dans une installation ’AMC (p.ex., processus papier, audiovisuel, équipement spécial
de)?

1 thi postion on-site operational or client centered (5 Securty, T sec, JLAC, maior]?
Ce poses es aperationnl sre Se co nut 1 Chen paxem, seu, Seve
informatique, JLAC, salle de courrier) ?

5 Does ts postion eure regular acess  dasfied formation a secur enone c.5,
SSA, secure boardroom)?
Co porte neces acc gle des enslgnements cssfés ou un eniromement
sécurisé (p. ex., salle insonorisée, salle de conférence sécurisée) ?

Does this position require regular in-person presence (e.g. negotiations, public engagement)?
Cepose ces. Ese EpUITE en periomn (Ego Tons, consatons pUBIUES,
etc)?

7 | Does this position support emergency response activities (EWRC, crisis response, humanitarian,
‘business continuity)?
Co poste append es acts intervention durgenc (CHV, éponse aux crises, ide

oes postion perfor functions tat would deal b don n person ut could be
‘undertaken virtually (e.g. delivery of workshops, training) ?
Gepost exec. des fonctions ful, absemen, srt exercdes en personne, mals qu
ouraent ir exercées ituellement sa exemple, Fanimation a stlrs ou de formations) ?
Canthe ote duis of this postion be rotated wilh ane or mre eam members?
Les fonctions dc pose ste Ho de aval Peon he ave Fabs un rotation ave un ou
lusious membres de Féauips 7

10 Docs is postion ince specilued or hgh-demand sil that re dfo rect fr?
Caponfev Bo Competence SpEcasees ou rs dermandées tender fo recutement
atte?

11| Does this position include skills that are widely transferable to OGDs or private sector?
Ceporte 110 ompétences arent ranseables3 Fares mimEeTe ou Secteur
pve

12 Docs hs poston require Frequent ave a Frequent meetings with ntroeutorsoffae?
Coporte uf 9 vovage SOLE o 0 remomer soent de ericuiers ars 2u
wena?

13 Docs ths poston peor an enabling function, ternal sevice or techical7
Ceporte vee tune foncton aban: ur seve tame, a une compéence techni?

Possible methodolosyo recommended outcomes or -ffice presence:
1101 = Ys; then recommender outcome 3 days
1102 = Yes thn recommended aucome 5 days
11310 08 = atleast 1 Yes; then recommended outcomes 45 ays
1105 0 08 = atest 2 Yes then recommended outcomes is 3 days

IfQ5-Q8 = 1yes AND Q9-Q13 = 1-2 then recommendation is 2-3 days

1fQ5-Q8 = 1 yes AND Q9-Q13 = 3 then recommendation is 2 days

1105 0 08 = 1 Yes AND 0910 Q13 = 1:2 es the recommended outcome s 2 days
1105108 = Zro Yes AND 910.213 = 1:3¥e; then recommended outcomes 12 days
115 0 G13 4: Ys; then recommended outcome 1 day

oon



Ql 234567 89 10 11 12 13recommendation
Bample-AS2 non onononon yy yy non oy 3dys
Eample-FS02 yn ononononony yon oy non 3dys
Bample-FS02 yn nono y ony yy y y n 3d
Bample-EC7 non ononony ony yy y y n 3d
Eample-EC4 nn nono y ony yy y y n 3d
Example-ASOL nn non onononon non y non 12d

oootss



TIER a THE FUTURE OF WORK

Executive Committee

Discussion on a Tool to Assess

Flexibility of Positions across GAC

June 2, 2022

Canad
June 2, 2022



+ Present Hybrid Assessment Tool which aims to assess the

flexibility of each position at GAC (HQ)

+ Discuss factors and options for GBA+ and individual

considerations

+ Seek agreement on next steps and timeline for deployment

across HQ



THE FUTURE OF WORK -- Overview Of The Assessment Tool

ASSESSING FLEXIBILITY - A Tool to Guide Decision-Making
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THE FUTURE OF WORK -- The Journey
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“THE FUTURE OF WORK -- Pilot 1 vs Pilot 2

PILOT1.0 (Mar9-Mar25) WIT WE MARNE:

PILOT 2.0 (May2-May11) "HOW WEREVISEDTHEMODEL:

 prrgereepg
Br Wh. SimplfedoutcomePoston aked“more
pissed Tene” ss obi” or stright”.



THE FUTURE OF WORK -- STEP 1: Results and Key Takeaways from Pilot 2.0

TAKEAWAYSenRY
3 A
a
rh

- 4. Diversityofpositionrequirementsdoesnot enablegroupingbyclassifications

— a

- Ge

( E== Troon omen | beatae 3sten Es



‘THE FUTURE OF WORK -- Takeawaysfrom CMC Discussion on STEP 1 (ay 16)

+ Hybrid assessment tool hit the mark on position assessment, with clear
methodology and reasonable outcomes.

+ RegionalOffices and Missions would notuse the tool astheir operational and
functional requirements dictate their in-person presence.

+ Recommend seniormanagement check-in at the DG level, but recognize
importance of ADM signal check for branch consistency.

¥' GBA and employee-specific factors are essential to consider in hybrid model.



THE FUTURE OF WORK - GBA# Factors & Other Considerations

Step 2: “Factors that have been considered in the Manager-Employee conversation (Check al that apply)”
DE Ppp
the employee, managers consideraseries of factors that ae inked tothe
PETITEISENS orsancatons pacts
EEE + Teamworkloaddistribution

—
Professional Individual Factors ranch mandate
BEE tos tater + Employeespecifc Equity + Employeeprovidesmentoring, coaching.

Careerdevelopment Dversty& clusion hands-on leamingforotheremployees,
Onsite trainingrequirements for considerations. framersFp Br Ee + Opportunityfordversicationrom
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‘THE FUTURE OF WORK —- Step 2 Methodology Options

Note: CMC willbe discussing theseoptions a hene meein. Verbal update on thefeedback wlbe provided10EXCO

roma ROA pros cons
Aer + Wofurtherdevtiopment + Nodata lnof sightbetween
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THE FUTURE OF WORK -- Questions

+ Do you agree that the recommended option (2) is the right methodology
for managers to determine and document decisions regarding hybrid?

+ Does this methodology provide the consistency, coherence and flexibility
required to deliver your mandate while addressing employee needs?

+ Do you agree that the tool should be deployed in coming weeks, with a
view to complete the bulk of assessments and resulting flexible
agreements by September?



‘THE FUTURE OF WORK -- Annex: Step 1 Questions

STEP 1 QUESTIONS
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Fox, Jason

From: Fox Jason
sent: Monday, July 11,2022 2:42 PM
To: ‘Gareau, Denise (FEGC/WAGE), Walton, Christine
ce Nadeau, Jule(FEGC/WAGE), Douzidia, Souad; Corinaldi, Beverley

Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

Hi Denise~ Sounds good. Let em know if | can do anything to help. Jason

From: Gareau, Denise (FEGC/WAGE) <Denise Gareau@fegc-wage gc.ca>
Sent: Monday, July 11,2022 2:04 PM
To: Fox, Jason <lason.Fox@tbs-sct.ge.ca>; Walton, Christine <Christine Walton@tbs-sct.ge.ca>
Ce: Nadeau, Julie (FEGC/WAGE) <Julie. Nadeau@fegc-wage.gc.ca>; Douzidia, Souad <S0uad. Douzidia@tbs-sct gc ca;
Corinaldi, Beverley <Beverley Corinaldi@tbs-sct gc.ca>
Subject: RE: Names for GBA Plus workshops

Hilason,

Nearly there on the materials. We got some minor revisions from Lisa this morning and we just need to confirm
everything is addressed. |think we can commit by end of day but, in a pinch it would be first thing in the morning.

°

From: Fox, Jason <Jason Fox@ths sct gc ca
Sent July 11, 2022 1:36 PM.

“To: Walton, Christine <Christine. Walton@tbs-sct.gc.ca; Gareau, Denise (FEGC/WAGE) <Denise Gareau@iegc
wage gc.ca>
Ce: Nadeau, Julie (FEGC/WAGE) <Julie Nadeau@fegc wage c.ca>; Douzidia, Souad <Souad Douzidia@tbs sct gc.ca>;
Corinaldi,Beverley <Beverley.Corinaldi@tbs sct.ge.ca»
Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

Hi Deniseand Julie=

1am just checking in to see if you have the final docs we can include in the invitation as wells confirmation of the.
agenda for preparation purposes. We have tested the breakout function and willbe able to do that.

We will have at least2 people assisting in each breakout— 1 policy specialistandan additional person who also has
policy capacity, but wil be focused on taking notes, etc.

Jason

From: Walton, Christine <ChristineWalton@tbs-sct.gc.ca>
Sent: Thursday, July 7, 2022 12:18 PM
To: Gareau, Denise (FEGC/WAGE) <Denise Gareau@fegc-wage fe.co>
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Ce: Nadeau, Julie (FEGC/WAGE) <Julie Nadeau@fegc wage c.ca>; Douzidia, Souad <Souad Douzidia@tbs sct gc.ca>;
Fox, Jason <Jason. Fox@the-sct gc.ca>
Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

Hi Denise and Julie,

twas good to meet you yesterday.

drafted some text (below) that we can pop into the July 13 meeting invite. We decided that we will send a review of
GBAPlus observations to date (attached), not the full policy assessment.

Please send the agenda whenavailable andwewil add it as well. Also, please let us know if you think there is anything.
else we should add.

Thanks,
Christine:

This is the first of three sessions for a GBA Plus exercise on hybrid work model scenarios

Attached is a compendium of preliminary GBA Plus observations (evidence and considerations), much of which was
gathered during the hybrid policy assessment exercise in March/April to which your teams contributed. The purpose of
these sessions s to build on these preliminary observations.

The session will include a review of the GBA Plus process. If interested, additional GBA Plus resources may be found at
Gender-based Analysis Plus (GBA) - CSPS (csps-efocge.cal.

From: Fox, Jason <Jason Fox@tbs-sctgc.co>
Sent: July 6, 2022 9:45 AM
To: Gareau, Denise (FEGC/WAGE) <Denise Gareau@fegc-wae fe.co>
Ce: Nadeau, Julie (FEGC/WAGE) <Julie Nadeau@fegc-wage £c.ca>; Walton, Christine <Christine Walton @tbs-sct gc.ca>;
Douzidia, Souad <Souad.Douridia@tbs set gc.ca»
Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

HI Denise—thank you for reaching out.

can meet thi afternoon with the exception of 130-230. can move everything else around. Looking forward to our
discussion.

Christine—can you send the policy analysis documents for background and anything else you think can help inform a
0d design for this?

Thanks.
2
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Jason

From: Gareay, Denise (FEGC/WAGE) <Denise. Gareau@fege wage £c.co>
Sent: Wednesday, uly 6, 2022 9:39 AM
To: Fox, Jason <Jason. Fox@bs-sct gc.ca>
Ce: Nadeau, Julie (FEGC/WAGE) <Julie.Nadeau@iegewage gc ca
Subject; RE: Names for GBA Plus workshops

Good morning,

Would you happen to have some availabilty today todiscussthe series of workshops and in particular session one that
is scheduled forthe 13”. We're supporting isa in delivering these sessions and | would need a bit more context and
information on your objectivestodesign something useful,

Please let me know when you might have a itle window where Julie and | can pick your brain

Much thanks
o

From: For, Jason <Jason Fox@tbs set zc.ca>
Sent:June 29, 2022 2:52 PM
To: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie@fec-wage c.c2>; Dupaul, Laurence (FEGC/WAGE)
<Laurence Dupaul@fegc-wage fe.ca>
Cc: Muhammad, Saman (FEGC/WAGE) <Saman Muhammad@fec-waite. gc. ca; Gareau, Denise (FEGC/WAGE)
<Denise,Gareau@fegc wage ac.ca>; Walton, Christine <ChristineWalton @tbs.sct gc.ca>
Subject: RE: Names or GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

Great - will do.

Ifyou have any example of invitations that lay out ritcal information or documentation please let me know so we can
include it.

Should we plan for adry-un or planning sessionprior to the first one to discuss the sequence, roles, process, etc.

Jason

From: Smylie, Lisa (FEGC/WAGE) <Lisa.smylie@fegc-wage.gc.ca>
Sent:Wednesday, June 29, 2022 2:48 PM
To: Fox, Jason <Jason. Fox@tbs-sct gc ca; Dupaul, Laurence (FEGC/WAGE) <Laurence.Dupaul @fegcwage zc.ca>
Ce: Muhammad, Saman (FEGC/WAGE) <Saman Muhammad@fec-wae gc ca>; Gareau, Denise (FEGC/WAGE)
<Denise,Gareau@fegcwage gc.ca>; Hardy, Elizabeth <ElizabethHardy @tbs-sct.gc.ca>; Walton, Christine
<Christine Walton@tbs-sctgc.ca>
Subject: RE: Names for GBA Plus workshops

3
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Thanks, Jason. Since we are supporting the GBA Plus of your initiative, | think it's best if the invites etc are:
sent from the TBS side.

lisa

From: Fox, Jason <JasonFox tbs sct ge.ca>
Sent: June 29, 2022 2:47 PM
To: Dupaul, Laurence (FEGC/WAGE) <Laurence.Dupaul@fegc wage ge.ca>
Ce: Muhammad, Saman (FEGC/WAGE) <Saman Muhammad@feac wage. ca; Smylie Lisa (FEGC/WAGE)
<lisa Smylie@egc-wage.gc.ca; Gareau, Denise (FEGC/WAGE) <Denise. Gareau@fegc-wage. cca; Hardy, Elizabeth
<Elizabeth.Hardy@tbs-sct gc.ca>; Walton, Christine <Christine. Walton@tbs-sct gc.ca»
Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

HiLaurence,

Thank you for getting back to me. Lets move ahead with the following dates so we can plan and communicate with the
participants. Hopefully the dates wont interfere too much with holidays, etc

+ July 13": 2:0010 4:00 PM
+ July19": 1:0010 3:00 PM
+ July 27": 1:0010 3:00 PM

Ifyou want, we canarrange save the dates -type invitations for the lst of participants.

Jason

From: Dupaul, Laurence (FEGC/WAGE) <Laurence.Dupaul@fesc wage gc.ca>
Sent:Wednesday, June 29, 2022 1:46 PM
Tos Fox, Jason <Jason Fox@tbs-ct £6.c2>
Ce: Muhammad, Saman (FEGC/WAGE) <Saman Muhammad@fezc-wage.£c ca»; Smylie Lisa (FEGC/WAGE)
<lisa Smylie @egc-wage.gc.ca>; Gareau, Denise (FEGC/WAGE) <Denise. Gareau@fegc-wage. cca; Hardy, Elizabeth
<Elizabeth.Hardy@tbs-sct .ca>; Walton, Christine <Christine. Walton@tbs-sct gc.ca
Subject: RE: Names for GBA Plus workshops

Hisason,

Seebelow afew 2-hour time slots available for Lisa :

+ July 13": 2:0010 4:00 PM
+ July19": 1:0010 3:00 PM
+ July 27": 1:0010 3:00 PM
«July28”: 10.00 AM to noon
© July 29": 1:0010 3:00 PM

Let me know which of these availabilitiesworkso | can remove the placeholders.

Thank you,

4
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Laurence Dupaul

Adjointe executive, Direction générale de Ia recherche, des résultats et de la vraison
Femmes et Egaité des genres Canada Gouvernement du Canada

Execuive Assistant, Research, Resuls and Delivery Branch
Women and Gender Equality Canada / Government of Canada

From: Fox, Jason <Jason Fox@tbs sctc.ca>
Sent: June 29,2022 11:23 AM
To: Smylie, Lisa (FEGC/WAGE) <Lisa Smylie @fegc-wage fc.ca»
Ce: Gareau, Denise (FEGC/WAGE) <Denise. Gareau@fegcwage fc.ca>; Hardy, Elizabeth <Elizabeth Hardy @tbs sct gc.ca>;
Walton, Christine <Chistine Walton@tbs-sct gc.ca>
Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

HiLisa and Denise,

1am just following up to let you know that we now have a confirmed roster for the sessions across policy centres in T8
and other partner central agencies. We are really looking forward to this work and collaborating with WAGE.

Are you in position to confirm the dates that will work for you for thesessions so that we can confirm these in the
calendars for participants
6 We can then plan out the communication and document distribution as necessary.

Happy to discuss.

Best,

Jason

From: Fox, Jason
Sent:Wednesday, June 22, 2022 4:54 PM
To Smylie, Lisa (FEGC/WAGE) <Lisa Smylie @fegc wage gc.ca>
Ce: Gareau, Denise (FEGC/WAGE) <Denise.Gareau@fegc-wage.£c.ca>; Hardy, Eliabeth <Elizabeth Hardy @tbs.sct.gc.ca>;
Walton, Christine <ChiistineWalton@tbs-sctgc.ca>
Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

HiLisa and Denise,

Thanks for your patience on this il.

We should have a inal roster of participants confirmed by Monday reflecting participation from the T8 policy centres
and our partners in PSPC, SSC and PCO. We have indicated that we would be askingfor 3 2-hour sessions over the
courseofthe next 2-3 so hopefully that will provide the flexibility needed for you and for participants.

5
oooa0s.



Let me know what you see as the next steps to confirm the dates, material and preparation/communication for these.
Happy to discuss.

Best,

Jason

Director, Research and Strategy
Research, Planning and Renewal Sector
Officeofthe Chief Human Resources Officer
Treasury Board of Canada Secretariat / Government of Canada
Jason Fox@tbs-sctqc.ca / Tel: 343-548-3488

Directeur, Recherche et Stratégies
Secteur de la Recherche, planification et renouvellement
Bureau de la dirigeante principale des ressources humaines
Secrétariat du Conseil du Trésor du Canada / Gouvernement du Canada
Jason Fox@tbs-sctqc.ca / Tél : 343-548-3488

From: Smylie, Lisa (FEGC/WAGE) <Lisa smylie@fegcwage ge.ca>
Sent: Tuesday, June 7, 2022 2:15 PM
Tos Fox, Jason <Jason Fox tb:sct gc ca>; Hardy, Elizabeth <Elizabeth Hardy @1bs set gc.co>
Cc: Gareau, Denise (FEGC/WAGE) <Denise. Gareau@fegewagegc.co>
Subject: RE: Names or GBA Plus workshops

HiJason,
No problem at all. June 20 and 21 I'm on training, so those are the two other days that wouldn't work!

From: Fox, Jason <Jason Fox@tbs-sctzc.ca
Sent:June 7, 2022 2:14 PM
To: Smylie, Lisa (FEGC/WAGE] <Lisa Smylie @fegc wage. cca; Hardy, Elizabeth <Elizabeth. Hardy@tbs-sct gc.ca»
Cc: Gareau, Denise (FEGC/WAGE) <Denise. Gareau@fegc wage fe.ca>
Subject: RE: Names for GBA Plus workshops

UNCLASSIFIED / NON CLASSIFIE

Hilisa,

Thank you for the message — sory for the delays on my end. There are a couple of moving parts here we are trying to
align with and we are finalizing the participant lst. Are there any other dates that would not work for you at the
moment?

Jason
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From: Smylie, Lisa (FEGC/WAGE) <Lisa. Smy/ie@fegcwage fe.ca>
Sent: Tuesday, June 7,2022 2:01 PM
To: Hardy, Elizabeth <Elizabeth Hardy @tbs-sct zc.ca; Fox, Jason <Jason Fox@tbs set gc.ca>
Ce: Gareau, Denise (FEGC/WAGE) <Denise Gareau@fegc wage gc.ca>
Subject: RE: Names for GBA Plus workshops

HiLizand Jason,
Just following up on my email below to see if you are still interested in organizing workshopsessions with us
on the 3 scenarios. | will be out of theoffice June 15 and 17%, so just wanting to ensure | reserve time over
the next few weeks if need be.

L

From: Smylie, Lisa (FEGC/WAGE)
Sent: May 25, 2022 3:10 PM
To: Hardy, Elizabeth <Elizabeth Hardy @tbs-sct gc.ca; Fox, Jason <Jason Fox@tbs set gc.ca>
Ce: Gareau, Denise (FEGC/WAGE) <Denise Gareau@fegewage gc.ca>
Subject: Names for GBA Plus workshops

Hiliz and Jason,
For the workshops that we will participate in together to GBA Plus the scenarios, myself and Denise Gareau are the folks
toinvite from WAGE! We will send a quick reference document in advance to support the exercise, as well as a
template for documentingthe GBA Plus.

Looking forward to this!

usa

7
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Office of the Chief Human Resources Officer

Applying Gender-Based Analysis (GBA) Plus to the Ad Hoc Hybrid Scenario
Agenda

July 13,2022

2:00 to 4:00 pm

[Fo(Wr|
2:05 t0 2:20 pm Presentation on GBA Plus approach

Question and answer period with participants

oo
3:45 to 4:00 pm. Moderated discussion on learnings



UNCLASSIFIED/NON CLASSIFE
=

= G B A ETH BOE

= GENDER-BASED ANALYSIS PLUS

u Workshop on GBA Plus of the return to the worksite

Session 10f3
Scenario 1: Ad Hoc Hybrid

u July 13, 2022
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u

Background
nu
u
BM + The Government of Canada committed to applying GBA
[1 Plus to decision-making as part of the implementation i.

of the Beijing Declaration and Platform for Action in @ 2
1995. L 2 =

3 .|
i» as rina 4

u on gender differences (1995-2011)

B+ The Plus” was added: in 2011 and the scope of analysis
= broadened to include a range of factors, with emphasis. EH

u }
B+ GBAPus looks at whois impactedbyan issueweare £ ©
u trying to address, how they are impacted, how our oo
| iniativescould be alored to meet diverse needs, and

how we can mitigate barriers to accessing our initiatives Bol Emme mma
I or benefitting from them
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nu
u

Strengthened approach goes beyond identity factors
= We need to consider the context in which people live...

u
| Group membership @a® £2 Social context

Example: Family,peer 0s ©...0 Example: Institutions,

Barer A wet,Sots
un
=

Systems of
= oppression

y Example: systemitiuctual
Individual () gem spoondose.u Example: Rae, Etncty, ny Tekious oppression, bps,

u Religion,Age. Disabilty, transphobia, homophobia,
= ‘Gender, Geography, Language, ‘heterosexism,distributionof
u Income,Sexualorientation, resourcesandpowerEducaton Sex
» Bol fmm natn
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= Applying GBA Plus

5 phase approach
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UNCLASSIFIED / Non cUlBSiFIE
nu

Co ; :
Scenario 1: Ad Hoc Hybrid =

Sessiptom
Wortane with use of clwork vi existing tools

Assumptions:
+ Designated placeofwork er curent etter ofoffer for on-site presence
«Telework by request - case by case decisions, subject to operational requirements

+ Teewerking at Gecoworking an option f avaliable, and agreedto iachance

Rel Inte Smatel,



nGuASSIED HON CuASSIE
un

Ad Hoc Hybrid Scenario

nu Identify the issue
[1 ‘The first step in doing GBA Plus is to identify the topic or issue that the initiative is designed to

aires. Having a clear understanding of the sue wil determine how the remainder of te GBA
Plus is conducted

Key Questions:
HE . Whatis the problem am trying to solve with th initiative being developed?
u + Who has identified tis asa problem?
2 + How will | ensure that diverse perspectives are represented as | define the issue? Whom might | consult or

engage to further define the sue?
+ Are the approaches and processes Fm putting in place to obtain those perspectives accessible to all of those

- may need tohear from3
+ Are there other ways theissue might be understood orexperienced?

= «Are there any gaps in data in identifying the issue?

+ It possible that my assumptionsaboutthi ssuepreventme from askin questions and identifying diverseexperiencesand perspectives? ob Em ms



nGuASSIEDHONCuASSIE
un : :
Ad Hoc Hybrid Scenario

u

u Identify people and their needs

The second step in GBA Pluss to identify whois impactedbythissue and how.

u ey Questions:
un + Who is impactedby the issue | am trying to address through this initiative andhow are they impacted?
u + Howdoes age, culture, disability, education, ethnicity, geography, gender, economic status, language, race, religion, sex, and sealrnhope wh oe se ee ors ge oeSg
BE iumve the ndsofdiasbeen shaped te stores, tht periencewith suions andlor by discourses?

 Howorsth natenedtobe aoe odes he fren perce of cries?
How mitseg tos hoare feces sue naysndinte development pletionandmosoringote- iine se wre oor ese

Wat eonsandar an espe dproschd to ger he Kids and RpRCve of se with edrare?
nu + Am1 engaging theminways thatareappropriatefor theircultural context, language, disability, age?

Ie hers gs nt indenting eisoperinces?
How my sumptions pve fom skin austin ndeng answers SEEE Hn



nGuASSIED HON CuASSIE
un : :
Ad Hoc Hybrid Scenario

Identify differences and inequalities
Instep three, this anayss progresses to understanding how experiences and outcomes difer between

u and within groups of people, and why. Understanding these differences will assist with identifying
options for the initiativetha aetailored to address diverseexperiences and ned.

BH key Questions:. v

B+ Whatinequalties exis with respecttoth ssue andwho experiences it?
+ How have these inequalities beencreated andhoware theysustained?
+ Whose voices have been heardto validate my assumptionson iffeent experiences elated othis ssue?

n + Is there any evidence of explicit or implicit discrimination against particular groups of people in any
= legilation, program, servic, or policy related 0 hs sue?

+ Are there any gaps in data in identifying differences and inequalities?

Bel IE Ta



nGuASSIED HON CuASSIE
un : :
Ad Hoc Hybrid Scenario

n In developing options, it is important to examine allof the inequities that have been uncovered by the
= analysis and the sourcesof those inequities. Ultimately, options should be tailored to specific groups,

where warranted, in order to address existing inequalities, reflect the different needs of specific groups

of people, and to minimize barriers to accessing the initiative by certain groups.

ey Questions
Whatare hecpressdneeds and ries of hose mpaced bythesem ying 0 adress?

un + Whatinitiativeswould address the needsof specific groups impacted by this issue, particularly those most marginalized or
u negatively mpacied?

Whataspect of thenates)can alltreflect the needsof diferent groups ofpeople?
u + Do the options identified perpetuate existing inequalities? Do they create new ones?

Doth optionsaddress nequlerelated ots sue?
Hove he pions bee developed based on certain sumptions? Havethse sumptions btn exp at? dv assumptionsae Ss

u + Haveoptions been proposedand/orendorsedbyor among stakeholder groups?
+ Could ec groups of people be negatively impactedby theaptions denied? 0, ow dotheaptionsneed1 berevised0= Ss

ight corn rus of pele pence bres o accessing his iat? 5, how doth tos nee obeveaMeinose otpeovl oo i %
fre her ony aps edt in deeapingtions? EN



nGuASSIED HON CuASSIE
u : :
Ad Hoc Hybrid Scenario

u
Implementation and monitoring involve the regular colecion of data and information in oderto assess

nu progress towards the intended results of the initiative. During this stage, GBA Plus involves analyzing if an
adopted policy, programo itative s being implemented way tha s comgstent with the
intersectonal nature ofthe issue being addressed an tracks how diferentgroupsaccess and experience
the policy program or iniiative inorder to make continuous provements,

ey Questions= ey Qu

un + How will | know if the approach is unfolding as expected?

«Ith native being accessed a expectedbyth various argtpopulationgroupsand sub-groups”
u + How might different factors impact people's access to, experience of, and outcomes of this initiative?

+ Did the implementationofthe oly initiative, programo service have unintended outcomesforparticular
Popo os pommions

[+ Doesthepoly, native, program or service create or perpetuate bariers fo certain arge population groups?
+ Shouldothertarget population groupsbeconsidered for this itive?

B+ Does the initiative need to be adapted to reduce barriers and/or to better serve those impacted by the issue it isOsten
gS eg RISESEyee How on he onLie
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nGuASSIED HON CuASSIE
un

Looking for additional resources?
u

nu
+ Additional toolsand resources on GBA Pus are avaiable on WAGE's website and CSPS website.

+ Step-by-step guidance i available on GCconnex and GCpedia. lease note tht these tools are for
internal use within the federal public service. Given the ever-evolving nature of GBA Plus, these

= tools are evergreen and vil evolve ovr ime.
u

u + On data collection and public reporting on impacts on gender and diversity of programs,consult The
Results Portal (English ony) and Part Il Portas

+ Take the GBA lusCourse!
un

B - Considerlooking at acitional sources like the Gender and Diversity Impacts of Programs

Bol Emme men



Fox, Jason

Subject: (Agenda and documents added) Hybrid model scenarios- GBA Plus exercise // Ordre.
du jour et documents ajoutés) Scénarios pour le modéle hybride - Exercice €'ACS Plus

Location: Microsoft Teams Meeting

start: Wed 7/13/2022 200 PM
End: Wed 7/13/2022 400 PM
Show Time As: Tentative

Recurrence: (none)

Meeting Status: Not yet responded

Organizer: Fox Jason
Required Attendees: LisaSmylie@fege-wagegcca; Denise Gareau@feqc-wage gc ca; Celeste Cloutier@ssc-

spege.ca;Christine Gonsalves@ssc-spe.gc.ca; CarolynWood@pwgsc-tpsge.ge.ca;
Melayna.Simister@tpsgc-pwgsc gc.ca; Shamelle Morgan@pco-bep ge.ca; Walton,
Christine; Carter-Whitney, Ben; Corinaldi, Beverley; Hackett, Sarah Bledig, Lisa; Gosselin,
Marc; Siton, Lorna; Desmeules, Nadia; Holtz, Marchael; French, Pamela; Khan, Shabana;
Gatera, Diane; Alwani, Kiran; Youssou, Bilane; Ward-King, Jessica; Guty, Tania; Keddy,
Alicha; Saulnier, Nicole; Robidous, Raphaelle; Levene, Mark; Bedward, Antoine; Tard,
Dina; Smith, Emil; Kunz, Jean; Morris IV, Jefferson; Caria Findlay (OA); Nadeau, Julie
(FEGC/WAGE)

“This the first of three sessions for a GBA Plus exercise on hybrid work model scenarios.

Attached is a compendium of preliminary GBA Plus observations (evidence and considerations), much of which was
gathered during the hybrid policy assessment exercise in March/April to which your teams contributed. The purpose of
these sessions s to build on these preliminary observations.

The session will include a review of the GBA Plus process. If interested, additional GBA Plus resources may be found at
Gender-based Analysis Plus (BAY) - CSPS (csps-efocge.cal.

Cette séance est a premiere d'une série de trois dont I'objectif consistera a réaliser une analyse comparative entre les
sexes plus (ACS Plus) sur ls scénarios liés au modzle de travail hybride.

Vous trouverez cijoint un recueil d‘observations préliminaires pour effectuer ACS Plus (données probanteset
considérations). La plupart de ces observations proviennent de I'exercice d'évaluation sur la politique concernant les
modalités de travail hybride, qui a été réalisé en mars et avril et auquel vos équipes ont participé. Ces séances visent3
mettre a contribution ces observations préliminaires.

Au cours de a séance, nous examinerons le processus d'ACS Plus. Si vous souhaitez consulter des ressources
supplémentairessurACS Plus, veuillez consulter le ste de cole de Ia fonction publique du Canada en cliquant sur ce.
tien : Analyse comparative entre lessexesplus(ACS Plus).

1
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Microsoft Teams meeting

Join on your computer or mobile app
Cick here to join themeeting

Or join by entering a meeting ID
Meeting ID: 239 001 830 352

passcode [JN

Or call in (audio only)
+1343:803-0870, Canada, Ottawa-Hull
Phone Conference ID:
finda local number| Reset PIN

LeamMore | Meeting options
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Office of the Chief Human Resources Officer

Applying Gender-Based Analysis (GBA) Plus to the Scheduled Hybrid Scenario
Agenda

July 19, 2022

1:00 to 3:00 pm

Com wn |wwe]
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un Workshop on GBA Plus of the return to the worksite

Session 2 0f 3
Scenario 2: Scheduled Hybrid

= July 19,2022
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5 phase approach
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: . . uScenario 2: Scheduled hybrid =

Description:
Employerpreseried br model with minimum on-site presence directed for al employees

Assumptions:

+ Designated lace ofworksper caren ter of afrforo sepresence

+ Presence at designated laceofworktes 2daynefrtleworking employees (employees can
choose to come in more than 2 days/week)

+ Telework byreauest, up o 3 days employes can choose 0 eleworkles or otal)-caseby case
Gecions, usec 0 operaond requiem

+ Teleworing at GCeoworking an ptonf avaiable, and agreed tn advance
ol Emme me
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Scheduled Hybrid Scenario

u

Identifytheissue
‘The first step in doing GBA Plusisto identify the topic or issue that the initiative is designed to
adress. Having aclearunderstanding of the ssue wil determine how the remainderoftheGBA

u Plus is conducted.
. Key Questions:

+Whats theproblem| am tryingto solve with the intative being develop= Whats the problem| i Ivewiththe initiativebeingdeveloped?
+ Who has identified ths asa problem?

u + How will | ensure that diverse perspectives are represented as | define the issue? Whom might | consult or
engagetofurtherdefine the issue?

+ Are the approaches and processes Fm putting in place to obtain those perspectives accessible to all of those
= may need tohear from3

+ Are there other ways theissue might be understood orexperienced?
= «Are there any gapsindata in identifyingthe issue?

+ It possible that my assumptionsaboutthi ssuepreventme from askin questions and identifying diverseexperiencesand perspectives? frig dug,
u
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Scheduled Hybrid Scenario

u

= Ident people andtheir needs
The second step in GBA Plus io identify who is impactedbythe sue and how:

Key Questions:

I. whois impacted by the issue 1 am tringto address through this initiative and how are they impacted?
u, How does age, culture, disability, education, ethnicity, geography, gender, economic status, language, race, religion, sex, and sexualon pode hsoso£heser HE TO

How have the nedsof dualsben shapedby the istoris, thes experince with instutonsandr by discourses?
How docs he native eeob alloredoadreshediferent experiencesof ran groups?
BR——————

Bl initiative including thosewhoarenottraditionally represented?

IB ett strconespcosheldnd egiesof hos fo
«Am engaging them nays ht re apeprintefo theiutr ote agua, sabi, age?
+ Are thre an gas in dita denying pele’ perience? SEE
«How might my assumptionspreven mero asking uestionsandbering answers == =
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Scheduled Hybrid Scenario

Identify differences and inequalities
Instep three, this anayss progresses to understanding how experiences and outcomes difer between

u and within groups of people, and why. Understanding these differences will assist with identifying
options for the initiativetha aetailored to address diverseexperiences and ned.

HB key Questions:u v

B+ Whatinequalties exis with respecttoth ssue andwho experiences it?
+ How have these inequalities beencreated andhoware theysustained?
+ Whose voices have been heardto validate my assumptionson iffeent experiences elated othis ssue?

n + Is there any evidence of explicit or implicit discrimination against particular groups of people in any
legislation, program, sevice or policy related to this issue?

u + Are there any gaps in data in identifying differences and inequalities?

Bel IE Ta
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Scheduled Hybrid Scenario

n In developing options, it is important to examine allof the inequities that have been uncovered by the
= analysis and the sourcesof those inequities. Ultimately, options should be tailored to specific groups,

where warranted, in order to address existing inequalities, reflect the different needs of specific groups

of people, and to minimize barriers to accessing the initiative by certain groups.

ey Questions
Whatare hecpressdneeds and ries of hose mpaced bythesem ying 0 adress?

un + Whatinitiativeswould address the needsof specific groups impacted by this issue, particularly those most marginalized or
u negatively mpacied?

Whataspect of thenates)can alltreflect the needsof diferent groups ofpeople?
u + Do the options identified perpetuate existing inequalities? Do they create new ones?

Doth optionsaddress nequlerelated ots sue?
Hove he pions bee developed based on certain sumptions? Havethse sumptions btn exp at? dv assumptionsBraueoFSiapenerasatonsorioancedoy ammonoms andlor SeraomTHes loinspree scrmnations

= + Haveoptions been proposedand/or endorsedbyoramongstakeholder groups?
+ Could ec groups of people be negatively impactedby theaptions denied? 0, ow dotheaptionsneed1 berevised0= Ss

ight corn rus of pele pence bres o accessing his iat? 5, how doth tos nee obeveaMeinose otpeovl oo i %
fre her ony aps edt in deeapingtions? EN
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Scheduled Hybrid Scenario

un
Implementation and monitoring involve the regular colecion of data and information in oderto assess

= progress towards the intended results of the initiative. During this stage, GBA Plus involves analyzing if an
adopted policy, programo itative s being implemented way tha s comgstent with the
intersectonal nature ofthe issue being addressed an tracks how diferentgroupsaccess and experience
the policy program or iniiative inorder to make continuous provements,

ey Questions= ey Qu

u + How will | know if the approach is unfolding as expected?

«Ith native being accessed a expectedbyth various argtpopulationgroupsand sub-groups”
u + How might different factors impact people's access to, experience of, and outcomes of this initiative?

+ Did the implementationofthe oly initiative, programo service have unintended outcomesforparticular
Popo os pommions

[+ Doesthepoly, native, program or service create or perpetuate bariers fo certain arge population groups?
+ Shouldothertarget population groupsbeconsidered for this itive?

B+ Does the initiative need to be adapted to reduce barriers and/or to better serve those impacted by the issue it isOsten
gS eg RISESEyee How on he onLie
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Looking for additional resources?
u

nu
u + Additionaltools and resources on GBA Plus are available on WAGE's website and CSPS website.

+ Step-by-step guidance i available on GCconnex and GCpedia. lease note tht these tools are for
internal use within the federal public service. Given the ever-evolving nature of GBA Plus, these

= tools are evergreen and vil evolve ovr ime.
u

= + On data collection and public reporting on impacts on gender and diversity of programs,consult The
Results Portal (English ony) and Part Il Portas

+ Take the GBA lusCourse!
un

B - Considerlooking at aditional sources like the Gender and Diversity Impacts of Programs

Bol Emme men



Fox, Jason

Subject: ‘Session #2 Hybrid model scenarios - GBA Plus exercise / Séance #2 Scénarios pour le
modéle hybride - Exercice ACS Plus

Location: Microsoft Teams Meeting

start: Tue 7/19/2022 1:00 PM
End: Tue 7/19/2022 300 PM
Show Time As: Tentative

Recurrence: (none)

Meeting Status: Not yet responded

Organizer: Fox Jason
Required Attendees: LisaSmylie@fege-wagegcca; Denise Gareau@feqc-wage gc ca; Celeste Cloutier@ssc-

spege.ca;Christine Gonsalves@ssc-spe.gc.ca; CarolynWood@pwgsc-tpsge.ge.ca;
Melayna.Simister@tpsgc-pwgsc gc.ca; Shamelle Morgan@pco-bep ge.ca; Walton,
Christine; Carter-Whitney, Ben; Corinaldi, Beverley; Hackett, Sarah Bledig, Lisa; Gosselin,
Marc; Siton, Lorna; Desmeules, Nadia; Holtz, Marchael; French, Pamela; Khan, Shabana;
Gatera, Diane; Alwani, Kiran; Youssou, Bilane; Ward-King, Jessica; Guty, Tania; Keddy,
Alicha; Saulnier, Nicole; Robidous, Raphaelle; Levene, Mark; Bedward, Antoine; Tard,
Dina; Smith, Emil; Kunz, Jean; Morris IV, Jefferson; Caria Findlay (OA); Nadeau, Julie
(FEGC/WAGE)

This is the second of threesessions (agenda to come).

Attached again is thePreliminaryObservations document. f you have some time prior to the meeting, it would be worth
reviewing the preliminary considerations that have been identified for Scenario 2, which willbe the focus ofthis session.

Also attached forreferenceare the notes that were captured during Session 1.

Thank you for your continued participation!

11 agit de la deuxiéme de trois séances (ordreduour3venir).

Vous trouverez cijoint, une fois de plus, le document des observations préliminaires. Sivousdisposez d'un peu de
temps avant la réunion, il serait bon o'examiner les éléments préliminaires 3 examiner qui ont été relevés pour le
scénario2et qui seont au centre de cette séance.

Vous trouverez également cjoint,4 titre d'information, les notes prises au cours de Ia séance 1.

Nous vous remercions de votre participation continue!

1
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Microsoft Teams meeting

Join on your computer or mobile app
Click here to join the meeting

Or join by entering a meeting ID
Meeting ID: 249 389 940 684

f——

Or call in (audio only)
1.343-503-0870 0ICanads, Ottawa-Hul
Phone Conference ID: [NNN

finda local number| Reset PIN

LearnMore | Meeting options
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Fox, Jason

From: Carter-Whitney, Ben
sent: Tuesday, July 26, 2022 1121 AM
To: ‘Gareau, Denise (FEGC/WAGE), Nadeau, Julie (FEGC/WAGE)
ce Fox, Jason; Corinald, Beverley; Smith, Emily

Subject: RE: GBA+ Hybrid Work Consultation Sessions Report
Attachments: GBA+ Consultation- Draft Report 2022-07-26 docx

UNCLASSIFIED / NON CLASSIFIE

Hi Denise and Julie,

In advance of the session tomorrow, could you please confirm the agenda/format that you've landed on, and share the
deck that you would like us to add to the meeting invite?

ve also attachedan updated versionof the draft report, which contains some tweaks and additional areas for
discussion based on our conversation Friday.

We will be sending all of these documents out to the group at once, via the meeting invite, this afternoon.

Thanks,
Ben

From: Carter-Whitney, Ben
Sent: Monday, uly 25, 2022 3:56 PM
To: Gareau, Denise (FEGC/WAGE) <Denise Gareau@legc-wage.gc.ca>; Nadeau, Julie (FEGC/WAGE) <ulie Nadeau@fegc-
wage ge.ca>
Ce: Fox, Jason <Jason.Fox@tbsrsct.ge.ca>; Corinaldi, Beverley <Beverley.Corinaldi@tbs-sct.ge.ca>; Smith, Emily
<Emily Smith@tbs-sctge.ca>
Sublect: RE: GBA Hybrid Work Consultation Sessions Report

UNCLASSIFIED / NON CLASSIFIE

Hi Denise and Julie,

It was great chatting with you both on Friday! 'm writing to follow up from that conversation, and to provide an update
on the draft report that Emily had shared. We've been making updates today to reflect thepoints that were raised in
our discussion, and are hoping to have the updated version sent out to the group tomorrow morning for their
consideration in advance of the session on Wednesday.

If either or both of you have a chance to get your feedback to us in advance ofthat, we'll do our best to incorporate it. If
not, no worries at all i'saworking document that will continue to evolve based onWednesday'sdialogue, so there's
till plenty of time to shareyour thoughts.

Please feel ree to be in touch with us if youhave any questions or concerns~otherwise, we'll see you onWednesday!

Best,
Ben

1
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Ben Carter-Whitney (he, him, i)

Program Advisor, Research and Strategy
OfficeoftheChief Human Resources Officer
Treasury Board of Canada Secretariat / Government of Canada
ben carter-whitney@tbs sctgc.ca / 613-293-8130

Conseille en programmes, Recherche et stratégies
Bureau de la dirigeante principale des ressources humaines
Secrétariat du Conseil duTrésor du Canada/Gouvernement du Canada
ben.carter-whitney@tbs-sctcc.ca / 613-293-8130

From: Smith, Emily<Emily Smith @tbs-sct.gc.ca>
Sent:Friday, July 22, 2022 12:27 PM
To: Gareau, Denise (FEGC/WAGE) <Denise. Gareau@fegcwage gc.ca>; Nadeau, Julie (FEGC/WAGE)<lulie Nadeau@fesc.
wage gc.ca>
Ce: Fox, Jason <JasonFox @tbs-sct.ge.ca>; Corinaldi, Beverley <Severley.Corinaldi@tbs:sct.gc.ca>; Carter-Whitney, Ben
<Ben Carter Whitney @tbs-sct gc.cax
Subject: GBA Hybrid Work Consultation Sessions Report

UNCLASSIFIED / NON CLASSIFIE

Hi Denise and Julie,

Your note takers extraordinaire have taken what we heard in the sessions and created a report structured around the.
five phases of the GBA+ analysis.

Its not 1009% finished as the sessions are stil ongoing but it offers a more organized view of what we've learned from
the sessions and ultimately we hope it willbe useful for the decision makers. As there is a possibilty that there are
disparate impacts we want to show how this model can help tease them out while leaving flexibility to deal with
actual situations that emerge.

Also worth noting that one piece that is missing is how we wil reflect data collection in the report - | know we didn't
reallygo into data in the session but we will need to reflect it somewhere, possibly in an annex.

Looking forward to chatting this afternoon!

Thank you,

Emily Smith
(she, her/elle)

Program Advisor, Policy and Programs, Office of the Chief Human Resources Officer
Treasury Board of Canada Secretariat / Government of Canada
Emily Smith@tbs-sct gc.ca / 343-552-1306

2
oooza7



Conseillére de programme, Politiques et programmes, Bureau de la dirigeante principale des ressources humaines
Secrétariat du Conseil duTrésor du Canada/Gouvernement du Canada
Emily Smith@tbs-sct gc.ca / 343-552-1306
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Office of the Chief Human Resources Officer
Applying Gender-Based Analysis (GBA) Plus to the Flexible First Hybrid Scenario

Agenda
July 27, 2022

1:00 to 3:00 pm
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u GENDER-BASED ANALYSIS PLUS

Workshop on GBA Plus of the return to the worksite

Session 3 of3

Scenario 3: Flexible First Hybrid

= July 27, 2022
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= Applying GBA Plus

5 phase approach
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Scenario 3: Flexible First hybrid a

Description:
Hybrid workforce model where fleibity is based on the uallyof a position /function or elwork without prescribed
iY
p—
+ Employer assesses each position / function in terms of requirement for on-site presence based on business needs criteria

+ Er ATow ta tet he SaRrneeon
+ Sifts
+ Across th enterprise, some positions willbe ull ime nie ome wil have potential teleworkparttime and some
il hav potential  elewors fulltime

+ Bote
+ Teleworking at GCcoworking an option if available, and agreed to in advance

More definition and potential polyor guidance on employer riven remote work and virtual workers be urther
or

ol Emme me
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Flexible First Hybrid Scenario

u

u Identify the issue
‘The first step in doing GBA Plus is to identify the topic or issue that the initiative is designed to
aires. Having a clear understanding of the sue wil determine how the remainder of te GBA
Plus is conducted

Key Questions:
BH . Whatis the problem am trying to solve with th initiative being developed?
u + Who has identified tis asa problem?
= + How will | ensure that diverse perspectives are represented as | define the issue? Whom might | consult or

engage to further define the sue?
+ Are the approaches and processes Fm putting in place to obtain those perspectives accessible to all of those

may need to hear from3
un

+ Are there other ways the issue might be understood or experienced?

BE . rethereany gaps in datainidentiyin theissue?
+ It possible that my assumptionsaboutthi ssue preventme from askin questions and identifying diverseexperiencesand perspectives? Ee de



u . . : :
Flexible First Hybrid Scenario

u

= Ident people and their needs
The second step in GBA Plus io identify who is impactedbythe sue and how:

u
Key Questions:

BE. whois impacted by the issue 1 am tringto address through this initiative and how are they impacted?
un, How does age, culture, disability, education, ethnicity, geography, gender, economic status, language, race, religion, sex, and sexualon sae hsoso£heser HE

How have the nedsof dualsben shapedby the istoris, thes experince with instutonsandr by discourses?
How docs he native ee ob allored oadres he diferent experiences of ran groups?
BR——————

Bl initiative including thosewhoarenottraditionally represented?

IB ettsrsconespcosheldnd egiesof hos fo
«Am engaging them nays ht re apeprintefo theiutr ote agua, sabi, age?
+ Are thre an gas in dita denying pele’ perience? SEE
«How might my assumptionspreven mero asking uestionsandbering answers == =



un . . : :
Flexible First Hybrid Scenario

Identify differences and inequalities
Instep three, this anayss progresses to understanding how experiences and outcomes difer between

u and within groups of people, and why. Understanding these differences will assist with identifying
options for the initiativetha aetailored to address diverseexperiences and ned.

BH key Questions:. v

B+ Whatinequalties exis with respecttoth ssue andwho experiences it?
+ How have these inequalities beencreated andhoware theysustained?
+ Whose voices have been heardto validate my assumptionson iffeent experiences elated othis ssue?

n + Is there any evidence of explicit or implicit discrimination against particular groups of people in any
legilation, program, servic, or policy related 0 hs sue?

u + Are there any gaps in data in identifying differences and inequalities?

Boll Emme Goma



u . . : :
Flexible First Hybrid Scenario

n In developing options, it is important to examine allof the inequities that have been uncovered by the
= analysis and the sourcesof those inequities. Ultimately, options should be tailored to specific groups,

where warranted, in order to address existing inequalities, reflect the different needs of specific groups

of people, and to minimize barriers to accessing the initiative by certain groups.

ey Questions
Whatare hecpressdneeds and ries of hose mpaced bythesem ying 0 adress?

u + Whatinitiativeswould address the needsofspecific groups impacted by this issue, particularly those most marginalized or
u negatively mpacied?

Whataspect of thenates)can alltreflect the needsof diferent groups ofpeople?
u + Do the options identified perpetuate existing inequalities? Do they create new ones?

Doth optionsaddress nequlerelated ots sue?
Hove he pions bee developed based on certain sumptions? Havethse sumptions btn exp at? dv assumptionsae Ss

un + Haveoptions been proposedand/orendorsedbyor among stakeholder groups?
+ Could ec groups of people be negatively impactedby theaptions denied? 0, ow dotheaptionsneed1 berevised0= Ss

ight corn rus of pele pence bres o accessing his iat? 5, how doth tos nee obeveaMeinose otpeovl oo i %
fre her ony aps edt in deeapingtions? EN



u . . : :
Flexible First Hybrid Scenario

u
Implementation and monitoring involve the regular colecion of data and information in oderto assess

= progress towards the intended results of the initiative. During this stage, GBA Plus involves analyzing if an
adopted policy, programo itative s being implemented way tha s comgstent with the
intersectonal nature ofthe issue being addressed an tracks how diferentgroupsaccess and experience
the policy program or iniiative inorder to make continuous provements,

ey Questions= ey Qu

u + How will | know if the approach is unfolding as expected?

«Ith native being accessed a expectedbyth various argtpopulationgroupsand sub-groups”
u + How might different factors impact people's access to, experience of, and outcomes of this initiative?

+ Did the implementationofthe oly initiative, programo service have unintended outcomesforparticular
Popo os pommions

[+ Doesthepoly, native, program or service create or perpetuate bariers fo certain arge population groups?
+ Shouldothertarget population groupsbeconsidered for this itive?

B+ Does the initiative need to be adapted to reduce barriers and/or to better serve those impacted by the issue it isOsten
gS eg RISESEyee How on he onLie
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Looking for additional resources?
u

nu
+ Additional toolsand resources on GBA Pus are avaiable on WAGE's website and CSPS website.

+ Step-by-step guidance i available on GCconnex and GCpedia. lease note tht these tools are for
internal use within the federal public service. Given the ever-evolving nature of GBA Plus, these

= tools are evergreen and vil evolve ovr ime.
un

u + On data collection and public reporting on impacts on gender and diversity of programs,consult The
Results Portal (English ony) and Part Il Portas

+ Take the GBA lusCourse!
u

B - Considerlooking at aditional sources like the Gender and Diversity Impacts of Programs

Bol Emme men



Fox, Jason

Subject: ‘Session #3 Hybrid model scenarios - GBA Plus exercise / Séance #3 Scénarios pour le
modéle hybride - Exercice ACS Plus

Location: Microsoft Teams Meeting

start: Wed 7/27/2022 100 PM
End: Wed 7/27/2022 300 PM
Show Time As: Tentative

Recurrence: (none)

Meeting Status: Not yet responded

Organizer: Fox Jason
Required Attendees: LisaSmylie@fege-wagegcca; Denise Gareau@feqc-wage gc ca; Celeste Cloutier@ssc-

spege.ca;Christine Gonsalves@ssc-spe.gc.ca; CarolynWood@pwgsc-tpsge.ge.ca;
Melayna.Simister@tpsgc-pwgsc gc.ca; Shamelle Morgan@pco-bep ge.ca; Walton,
Christine; Carter-Whitney, Ben; Corinaldi, Beverley; Hackett, Sarah Bledig, Lisa; Gosselin,
Marc; Siton, Lorna; Desmeules, Nadia; Holtz, Marchael; French, Pamela; Khan, Shabana;
Gatera, Diane; Alwani, Kiran; Youssou, Bilane; Ward-King, Jessica; Guty, Tania; Keddy,
Alicha; Saulnier, Nicole; Robidous, Raphaelle; Levene, Mark; Bedward, Antoine; Tard,
Dina; Kunz, Jean; Smith, Emily; Morris IV, Jefferson; Perrault, Simon; Whitwell, Mary;
Metcalfe Julie

Optional Attendees: Nadeau, Julie (FEGC/WAGE)

ook forward to continuingourdiscussions- Please find key documents attached:
+ Agenda and deck for session 3
«Preliminary observations document
«Presentation decks with notes from sessions 1 & 2 saved within

In addition, we have made an initia attempt to consolidate what we have heard to date into a draft document. This is
very preliminaryand onlyto support discussion at this point in terms of gaps and opportunities for our remaining
conversation. The current version of this document is being translated, and we will aim to add the French version to this
invite in advance of the session.

Veuillez trouver ces documents cijoints
+ Agenda et présentation pour séance 3
«Document observations préliminaires

Dossiers de présentation avec les notes des sessions 1 & 2 sauvegardées dedans

Nousavons fait une premiere tentative pour consolider ce que nous avons entendue3 présent dans un document
provisoire.Il 'agit d'un document préliminaire, uniquement destinéa alimenter nosdiscussionssur les lacunes et les
opportunites pour a suite de notre conversation. La version de ce document est en cours de traduction, et nous nous.
efforcerons diajouter la version francaise3 cette invitation avant Ia session.

1
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Microsoft Teams meeting

Join on your computer or mobile app
Click here to join the meeting

Meeting ID: 289 387 939 482

passcode
Download Teams| Join on the we

Or call in (audio only)
+1343:803.0870) Canada, Ottavia-Hull
Phone Conference ID:
ind a local number| Reset PIN

cam More | Mesting options

~~ Original Appointment.
Froms Fox, Jason <Jason Fox@tbs-sct gc ca>
Sent:Tuesday, July 5 2022 11:29 AM
To: Fox, Jason; Lisa.Smylie@fegc-wage gc.ca; Denise.Gareau@fegc-wage.gc.ca;CelesteCloutier@ssc-spe.ge.ca;
Christine Gonsalves@ssc-5pc.£.ca Carolyn Wood@PWESC-1pSgC.£c.c2 Melayn, SImister @IpSEC-OWRSC.EC.c
Sharnelle Morgan @pco-bcp ic cz; Walton, Chisine; Carter-Whitney, Ben; Corina, Beverley; Hackett, Sarah; Bedi,
Lisa; Gosselin, Marc; Sifton, Lorna; Desmeules, Nadia Holtz, Marcha; French, Pamela; Khan, Shabana; Gatera, Diane;
Alwani, Kiran; Youssou, Bilan; Ward-ing, Jessica; Guty, Tania; Keddy, Aliha; Saunier, Nicol; Robidous, Raphacle;
Levene, Mark; Bedward, Antoine; Tard, Dina
Ce: Kunz, Jean; Smith, Emily; Morris V, Jefferson; Perrault Simon; Whitwell, Mary
Subject: Hybrid model scenarios - GBA Plus exercise / Scénarios pour le modle hybride - Exercice d'ACS Plus
When: Wednesday, July 27, 2022 1:00 PM-3:00 PM (UTC-05:00) Eastern Time (US & Canada).
Where: Microsoft Teams Meeting

Details to come/ Détails a venir

Microsoft Teams meeting

Join on your computer or mobile app
Click here to join the meeting

Or join by entering a meeting ID
Meeting ID: 216 740 887 190
passcode:

2
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Or callin (audio only)
+1343-803-0570 JENS Canada, Ottavi-Hull
Phone Conference ID:[III
Find a local number| Reset PIN

Lean More | Meeting options

3
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Fox, Jason

From: Carter-Whitney, Ben
sent: Wednesday, August 3, 2022 3:52 PM
To: Nadeau, Jule(FEGC/WAGE), Gareau, Denise (FEGC/WAGE)
ce Fox, Jason; Smith, Emily; Corinald, Beverley; Walton, Christine:

Subject: GBA Plus Hybrid Workshops- Updated Report
Attachments: GBA Plus Workshops Report - 2022-08-03.docx

UNCLASSIFIED / NON CLASSIFIE

Good afternoon Denise and Julie,

Ihope you both had a wonderful long weekend!

Weve finished updating the draft report based on your input and what we heard in the final session with the group. It's
now being translated, and once that's done we're planning to share it with the groupfor their validation and input —
hopefully early next week.

In the meantime, we would love for you totake a look and let us know whether you feel that it resonates asa reflection
ofthe discussions, and as an actionable set of recommendations for departments.A reminder that this reportis focused
on speaking to the departmental perspective, while some of the discussion items about potential OCHRO actions will be
covered with the ADM Flexible Workplace committee next month.

Happy to connect if youhave any questions. Otherwise, we're looking forward to hearing your thoughts!

Ben

Ben Carter-Whitney (he, him, i)

Program Advisor, Research and Strategy
Office of theChief Human Resources Officer
Treasury Board of Canada Secretariat/ Government of Canada
ben carter-whitney@tbs-sctgc.ca / 613-293-8130

Conseille en programmes, Recherche et stratégies
Bureau de Ia dirigeante principale des ressources humaines
Secrétariat du Conseil duTrésor du Canada/Gouvernement du Canada
ben.carter-whitney@tbs set c.ca / 613-293-8130
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Fox, Jason

From: Fox, Jason
sent: Monday, August 8, 2022 7:53 AM
To: Carter-Whitney, Ben: Smith, Emily Walton, Christine; Corinald, Beverley
ce: Bledig, Lisa
Subject: GBA plus

UNCLASSIFIED / NON CLASSIFIE

HL,

Thank you for keeping this file moving along~here are some high level expectations and issues to manage:

1- Document:
«send the inal bilingual to all participantsbyend of next weekwith comments backbyaugust 20.
«Final product ASAP and keep moving.
«The Annex needs to be rethought and streamlines ~ not simply attach preliminary observations - should be a

standalone document that basicaly collects relevant data, isks, and resources for those who can build upon i.
Make it 50 that updatingiseasy and could be done by others. Should not be reliant on knowledge or results of
the inital policy assessment work.

«Keep the content updated in parallel activities such as the hybrid report, engagement planning with EE/D/1 with
COI groups. Starting point posture, nota conclusion.

2-Briefing up:
«Share with Liz this week and give timeline for completion ~offer to set up briefing and walk her through the

process to date and doc. Ben you can lead the briefing, or sort out with Bev/Christine who should also be there
with you and Emily

« Beginto discuss and focus in on a Date for the ADM Flex committee after discussion with Liz - discuss with
Cynthia's team, but don't lt them dictate the schedule.

= Wageisa partner, so needs to be i agreement on the timing, etc

3- Communication:
«Thing thorough the communication and engagement sequence following
«Where is the home, update process, frequency, etc.

Director, Research and Strategy
Research, Planning and Renewal Sector
Office of the Chief Human Resources Officer
Treasury Board of Canada Secretariat / Government of Canada
Jason Fox@tbs-sctqc.ca /Tel: 343-548-3488

Directeur, Recherche et Stratégies
Secteur de la Recherche, planification et renouvellement
Bureau de la dirigeante principale des ressources humaines
Secretariat du Conseil du Trésor du Canada / Gouvernement du Canada
Jason Fox@tbs-sctqc.ca / Tél : 343-548-3488
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From: Fleury,Jean-Francois
sent: August 11, 2022 1:48 PM
Tor CarolineDesrochers@internationalgc.ca;Tierine,Adamira
a JulieSunday@internationalgc.ca;Shelswell, Cynthia; Hardy,

Elizabeth;Robert,Kristina;Boutin, Caroline
Subject: RE: Hybrid Implementation - Manager's Guide // Mise en oeuvre du

modele hybride - Guide du gestionnaire.
Attachments: FOW manager's guide EN_FINAL pdf

FOW managers’ guide- Addendum - EN FINAL pdf

UNCLASSIFIED/NON CLASSIFIE

‘Thanks for sharing. Great tools. We are establishing an engagement approach for the Fall. | have
copied Cynthia (Policy lead for FoW) and Lz Lead for partnerships and engagement).

From: CarolineDesrochers@international. g.ca <Caroline Desrochers@international gc.ca>
Sent: Wednesday, August 10, 2022 839 AM
Tos Fleury, Jean-Francois <Jean-FrancoisFleury@1bs-sct g¢.ca>; Tierino, Adamira
<AdamiraTierino@tbs-sct.gc.ca>
Ce:Julie Sunday@international.ge.ca
‘Subject: FW: Hybrid Implementation - Manager's Guide // Mise en oeuvre du modele hybride -
Guide du gestionnaire
Importance: High

Bon matin Jean-Frangols/Adamira~ | hopeyou are well

Following our discussion in early July, | wanted to share the Manager’ guide that we have.
developed to support GAC managers for theupcoming individual conversation with employee,
and particularly toconsidertheGBA+ elements. Jean-Francois: | don't have the full name of your
two leads on FOW and R2WP. Ifyou can let me know and Fl be happy to follow up with the.

We are gearingup for a gradual implementation after Labour Day. At this point, we expect that
around 60-65%of theorganization would bein the office 2-3 days/week; 20% 1 day week (or full
time teleworking) and the rest would be in 4-5 days/week.

In ight of the challenge that we seem to have ahead of us, we have also developed a fulsome
employee engagement strategy (brown bag lunches, external guest speakers, etc) o keep a
constant stream of communications with employees, exchange on engaging topics and provide a
space to receive feedback. This is combined with monthly mini-pulse survey that wil provide us

evolving data on how reintegration is moving, what works well, what are some areasofchallenges
‘and anxiety, etc. We will also be gathering data aroundthefactors that lead to variance between
what the model suggested and what the manager/employee implemented. Notforracking,
purpose, but tobetter understandourworkforce

oooars.



1 as thinking it might be timely to organize a forum for PS executives in the fall ideally in person)
todiscuss some of the key issues we are facing around R2WP and FOW and exchange ideas and
best practices. | know that someof this is already done via anumberofinterdepartmental
meetings, but | had in mind somethinga bit more curated around 2-3 topics(| knowthe lst can be
endless), withmoretime for indepth and/or side conversations,andwith perhaps some external
speakers.

16 this is something of interest, we'd be happy to work with you on developingan agenda, etc

Caroline

From: Future of Work/ Uavenir du travail (OMEX)
Sent:5 001 2022 13:48
To: Desrochers, Caroline -DMEX <Caroline Desrochers@international gc.a>
Ce: Barra, Claudia-DMEX<ClaudiaBarra internation gc.c2>; Houghton, Sarah -DMEX
<Sarah Houghton@internationsl.gc.cz>; Roa, Maritala -DMEX
‘<MaritalaRoa@international,uc.ca>; Roo, Miguel -DMEX <MiguelRozo international gc.ca>;
‘Sawyer, Jennifer -DMEX <ennifer Sawyer international gc.ca>; Spiess, Alexandra -DMEX
<Alexandra Spiess international c.ca>; Cheng, Wei Xing -SICB
WeixingCheng @internationsl gc.ca>; Beaulac, Guillaume -PRE
Guillaume,Beaulac@internationalgc.cz>; Sunday, Julie CFM
<lulie Sunday @internationslgc.ca>; Hannan, Marie-Louise -USS <larie-
Louise Hannan@international.gc.ca>; Goodge, Carrie -DMT Carrie Goodge international 66a;
Kowalik, Craig -DME <CrajeKowalK@internationalca; Poirier, Julie OMA
<llie Poirer@international gc.ca>
Subject: Hybrid Implementation - Manager's Guide // Mise en oeuvre du modéle hybride -Guide
du gestionnaire
Importance: High

Lefrongais suit
BCC: *ADMS; “DG; “Directors; “Deputy Directors

Dear colleagues,

Please find attached the Manager's Guide, which will help you prepare for the manager-employee.
‘conversation over the coming weeks. Also attached is an Addendum to the Manager's Guide,
which includes:

© Proposed talking points to address team meetings as well as individual conversations;
© Aseries of possible scenarios
© Some Frequently Asked Questions
© Helpful reference documents on helping employees and managers through transitions.

‘Weunderstand that this will not bea uniform process across the organization and that for many
‘employees,a conversation may not be necessary because the resultsofthe PATwill align closely.
with the level of in-office presence soughtbyboth the employee and the manager.

ooo.



some cases, divisions and bureaus have decided to apply afinite number of days across their
organizations, regardlessof the resultsofthe PAT. In those cases, we are sill recommending that
an email be shared with employees on the results of the PAT. This i n the sprit of GAC's
commitment to transparency around implementing the hybrid model, as well athe DM's view
that the PAT is a core element of the hybrid model andcannot be ignored. This approach should
also still leave space for the considerations laid out in the Manager's Guide. For instance, you may
ask the full team to come in 2-3 days/week but still want to have added flexibility for 1-2 team
members based on individual circumstances. For this reason, the Manager's Guide and
‘Addendum will be useful tools 5 you manage thistransitiontoleadinga hybrid team.

Transition toa hybrid workplace i likely to be oneofthe biggest change management challenges
for this generationof managers. It is importantto recognize and acknowledge that we are not
going back 0 our previous posture asa department. At the same time, we are also moving away
from the predominantly remote based work experience that many employees had over the last
two years. These new scenarios can be unsettling for many employees and managers. Additional
tools and training will be availableoverthe coming weeks and months to support managers and
‘employees. This will include accesstofacltators to help your teams develop team charters as
well as trainingthis fall for managers returning from posts as wel as new managers.

‘Wewill alo be holdinga number of nfo sessions next week to provideaspace for managers who
have questions or seek clarification on the Manager's Guide or the overal process. DMEX will
continueto beavaiablethroughout thesummerto provide advice and work with youtofind
Solutions to your particular team situations.

Lastly, areminderthat ifyou need access to the Dashboard beyond what you currently have,
please send us a request (utureofuuork@international 2.2), witha cctoyour supervisor. Ifyou
have not had the chance to submit yourassessments yet, please send us an emai. We will reopen
t0 system next week for those who have et to submit their assessments, including new positions.
recently created, as well asfora limited numberofrevisions on acase-by-case basis.

The Future of Work Team

Chéres et chers collegues,

Veuillez trouver cjointleGuide du gestionnaire, qui vous aidera 3 vous préparera a conversation
gestionnaire-employe au cours des prochaines semaines. Vous trouverez également cijoint un
addendumau guide du gestionnaire, qui comprend :

Des suggestions de points de discussionpour aborder les réunions d'équipeainsi que les
conversations individuelles

© Unesérie de scénariospossibles
© Des questions fréquemment posées
© Des documents de référence utiles pour ader les employesetlesgestionnaires3traverser

les transitions
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Nous comprenons qu’ ne s'agira pas d'un processusuniforme dans tout le ministére et que pour
de nombreux employés, une conversation peut ne pas étre nécessaire car les résultats du de
Foul dévaluationdes postes (OP) s'aligneront étroitement avec le niveau de présence au
bureau recherchepar femployé et le gestionnaire.

Dans certains cas, les directions et les directions généralesont décidé dappliquer un nombre
specifiques de jours2 ensemble de leurs organisations, quels que solent ls résultats de OEP,
Dans ces cas, nous recommandons quand mémeque les résultats de Fouti soit partagé avec les
‘employes. Ceci 'nscrit dans Fesprit de Fengagement d'AMC envers a transparence autour de la
mise en ceuvre du modle hybride, ainsi que le point de vue des sous-ministes selon lequel OEP.
estun élément central du modele hybride et ne peut étre ignore. Cette approche devrait
également laisser de a place aus considerations énoncées dansleGuide du gestionnaire. Par
‘exemple, vous pouvezdemander toute I‘quipe devenir 23 3 joursparsemaine, mais vous
voulez quand méme accorder de a flexibilé supplémentaire pour 13 2 membres de Iéquipe en
fonction des circonstances individuelles. Pour cette raison,leGuide du gestionnaire et
addendum seront des outils utiles pour ener cette transition vrs la gestion d'une équipe
hybrid.

La transitionvers un lieu de travail hybride sera sans doute fun des plus grands défis de la gestion
du changement pour cette génération de gestionnaires. lest important de reconnaltre que nous
ne revenons pas 3 notre position antérieure en tant que ministére. En méme temps, nous ne
continuons pas avec Fexpériencede travail principalement a distance de nombreux employés au
‘cours des deus deniéres années. Ces scénarios peuvent étre déstabilsants pour de nombreux
‘employes et gestionnairs. Des outils et des formations supplémentaires seront disponibles au
‘cours des semaines et des mols3 venir pour soutenir les gestionnaires et les employes. Cela
comprendra acces2 des animateurs pour aider vos équipes a élaborerdes chartes d'équipe ainsi
qu'uneformationcet automne pour es gestionnaires de retour de poste ainsi que pour les
nouveau gestionnaires.

DMEXa également lancéuncanal Teams pourlesdirecteurs/trices adjoints/es. I ‘agit dun
espace pourpartager des idées, des expériences, des trucset astuces et de bonnes pratiques au
furet 3 mesure que nous apprenons et fagonnons notre organisation dans les semaines et les
moisavenir. Nous nvitons les directeurs/trices adjoints/es ase oindre& la conversation.

Nous tiendrons un certain nombre de séances dinformation la semaine prochainepourfournir un
espace aux gestionnairesqui ont des questions ou cherchent des clarifications sur le Guide du
gestionnaire ou surleprocessus global. DMEX continuera d'tre disponible tout au long de été
pourvous conseillret travailler avec vous pour trouverdes solutions aux situations particuliéres
de votre équipe.

Enfin, un rappel que si vous avez besoin d'accéderau tableaude bord au-dela de votre acces
actuel, veuillez nousenvoyer une demande (uturcofvork international gc.ca), avec une copie 3
votre superviseur Si vous ‘avez pas encore eu la chance de soumettre vosévaluations,veuillez
nous envoyerun courril. Nous rouvrirons le systéme Ia semaine prochaine pourceux qui n'ont
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pas encore sous leurs évaluations,y compris les nouvelles positions récemment créces, ainsi
qu'un nombre imité de revisions sur une base exceptionnelle.

Ueéquipe de favenir du travail
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Glossary

barrier
+ Under the Accessible Canada Act, includes anything physical, architectural,

technological or attitudinal, anything that is based on information or
communications or anything that is theresultof a policy or a practice that hinders
the full and equal participation in society of persons with an impairment, includinga
physical, mental, intellectual, cognitive, learning, communication or sensory
impairment or a functional limitation.

designated worksite
+ Aphysical location under the organization's control. Itis not a virtual location or

residential address. The employer determines the location of the designated
worksite associated with each position.

flexible work arrangements.
«Includes measures that allow for flexibility in scheduling hours worked and in the

location of work, including telework and compressed work weeks.

hybrid work environment
+ An approach to work that involves employees working from a combination of more

than one location of work.

remote work/working remotely
+ Aterm used to describe work being accomplished in a location that is not a

designated worksite. This is an employer-driven processwhere the health and safety
of its employees are of concern. These situations generally occurduringtemporary
unforeseeable circumstances, such as pandemics,statesof emergencies, inclement
weather, etc. An employee's designated worksite does not automatically change if
an employee is working remotely.

safe space
+ Asafe space” is a place or environment that allows people to be themselves

without fear of being judged for who they are or of facingdiscrimination, criticism,
harassment or other repercussions. This space exists without the pressure to
educate.

3
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telework
+ Work performed by an employee from an alternate location other than a

Government of Canada designated worksite, based on a voluntary request from an
employee, subject to operational requirements and management approval.

telework agreement
«An agreement created and signed by the employee and the employer according to

the Directive on Telework that allows the employee to telework on a regular basis.
The agreement must be reviewed at minimum annually and may be cancelled at any
time with reasonable notice by either party.

telework arrangement(s)
+ General term referring to the contents ofa telework agreement, including the

frequency, location and conditions of telework.

telework location
+ Asuitable workplace the employee chooses (with their manager's agreement) to

perform the work required by their position, usuallya private residence. This
workplace must meet the health and safety requirementsofthe Canada Labour
Code, Part Il, and its Regulations.

workplace
+ Means any place where an employee is engaged in work for the employee's

employer. Note that the designated worksite (see above) is a physical location under
the organization's control and would also be considered a workplace as defined by.
the Canada Labour Code, Part Il.

a
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Hybrid Assessment Framework

PURPOSE:
HYBRID Provide a robust, systematic, objective method

to evaluate positions for hybrid feasibility,
ASSESSMENT (0, Coherence across the department,
FRAMEWORK provide predictability and stability for

employees and managers as well as key data to
inform corporate decisions.

POSITION ANALYSIS
‘Analysis of position activities and organizational
requirements to determine recommended numberof
days for office-based presence.

J
v

TEAM AND EMPLOYEE CONSIDERATIONS
Manager and Employee conversations to identify individual
personal and professional considerations, combined with
team needs.

by

MANAGEMENT REVIEW
Senior management reviews outcomes for coherence and
consistency across the divisions and bureaus.

U
AGREEMENT

Managers and Employees enter into a flexible work
agreement beginning after Labour Day, and will assess
implementation in early 2023.

5
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1. Context

As we redefine our relationship with the workplace, we have an opportunity to build an
innovative, sustainable and balanced hybrid organization. One that promotes excellence and
agility in the deliveryof Global Affairs Canada’s mandate across the organization, while
continuing to prioritize employee well-being, engagement and resilience.

“This is why GAC is moving forward, starting in September 2022, with the implementation ofa
hybrid model. The benefits of working from home are clear flexibility, time efficiencies, and a
lower carbon footprint. At the same time, there are real benefit to staff working together in
person, chief among them:

Harnessing team work. GAC's success is based on teams working effectively together.
The best teams are the ones built on trust, camaraderie, respect and openness. While
we have learned to become more intentional in our use of digital platforms, in-person
interaction remains important for team building

«Promoting the growth and developmentofemployees. We want a workplace that
supports the personal and professional development of employees through mentoring,
hands-on learning, teamwork and performance management. There are clear benefits
to doing these activities in person.

«Facilitating day-to-day work. Solving complex, multi-faceted problems, providing timely
feedback, keeping your finger on the pulse of your team members and colleagues.
These things that we all do on a daily basis~and have managed to continue to do
virtually, can be enriched in-person.

There is no one-size-fitsall model that can apply to an organization of our scope and size.
Rather, as part of the transition to a hybrid model, the department has developed a Hybrid
Assessment Framework. The framework aims to help achieve the right balance of on-site and
offsite presence for individual employees and the broader team, blending the best of both
worlds. We are committed to providing everyone with the tools, training and support needed
throughout this transition.

2. Vision and Principles

By taking this approach, GAC s striving to be an employer of choice within the Public Service,
be recognized as a leader and innovator both in the Governmentof Canada and among foreign
ministries globally, and be a place where each and every employee can develop and grow to
their full potential,

6
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‘The hybrid model for GAC is based on the following guiding principles:

«Excellence: Strive for the highest standards in the fair, timely, efficient and effective
development and delivery of policy, programming and services for Canadians. Promote
a culture of continuous improvement, learning and innovation.

«Flexibility: Recognize that there is no one-size-fits-all and allow managers, with
employee input, to decide on the hybrid model that best fits their team's mandate
delivery, taking into consideration external and internal contexts.

«Inclusion: Take into consideration the needs and realities of employment equity and
equity-seeking groups and contribute to building a more diverse and inclusive:
department.

«Iteration: Recognize that this transition is a work in progress and should be reviewed
periodically and adjusted for efficiencies and lessons learned. Ensure continuous
adjustment and integration of new research and performance data.

«Transparency: Ensure that employees are aware of, and understand, the drivers that
underpindecision-makingaround requirements to be in the office versus working off-
site.

«Coherence: Provide a consistent set of criteria for managers to evaluate operational
requirements, team needs and individual circumstances.

3. Purpose

“This guide is intended to support the employee/manager conversation following the
assessment of non-EX headquarters and Regional Office positions via the Position Assessment
Tool (PAT). The PAT is a management tool meant to develop a baseline expectation of numbers
of days for on-site work per week based on the job functions and operational requirements of
the position, without consideration to the individual in the position. The guide will now help
You, the manager, consider individual circumstances and broader team needs to inform the
final flexible work arrangement.

Flexible work arrangements can take many forms. Business requirements and operational
efficiency are primary drivers in determining the need for employees to report to the
‘workplace. While this guide serves to assist managers in assessing flexible work arrangements
from a hybrid perspective (a combination of on-site and off-site work), other options are also
available, such as:

+ Compressed work schedules
+ Worksharing

7
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+ Fulltime telework (see ANNEX B)
+ Varioustypes of leave available in collective agreements
+ Otheramangements

For more information on these alternatives, managers can review the Flexible Work
Arrangements intranet page.

4. Application

In this guide, you will find alist of factors for consideration which will help you prepare for your
individual conversations with employees. The professional development and individual factors
recognize that every employee has different needs and circumstances, both from a professional
and personal standpoint, and that these may changeover time.

“The lst of factors provided (Sections 8 and 9) wil help you better understand their personal
circumstances and consider possible flexible work arrangements from their perspective. The
individual considerations have been designed with a Gender-Based Analysis Plus (GBA) lens,
supplementedbyan anti-racist and equity, diversity and inclusion (EDI) approach. For more
information on the department Anti-racism initiatives and EDI efforts please visit the Anti:
racism Secretariat and GAC's Intranet Site on EDI

‘Team considerations are also an important layer of the Hybrid Assessment Framework.
Managers should consider the team as a whole before finalizing individual flexible work
arrangements. This guide provides you with a ist of team factors (Section 10) to consider
before coming toa final determination of an employee's flexible work arrangement.

Remember that, as the manager, you have the authority to make the decision around how
many days employees need to be in the office to meet operational requirements. The PAT
and the factors laid out here are meant to help you make these decisions.

To assist managers in preparing for a hybrid environment, ANNEX A provides additional
considerations.

8
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5. Process

Below are the steps that managers will follow to move from the recommendation of the PAT to
the final signed telework agreement (which is required for both hybrid and full-time telework
situations) with the employee.

STEP 1: Review Manager's Guide in preparation for meetings with staff

v

STEP 2: Engage the whole team to outline what the process will be

v
STEP 3: Meet each employee to discuss PAT results& professional
development and individual considerations

v
STEP 4: Assess individual work arrangements within team context
(team factors)

v

STEP 5: Management meeting with DGs to validate results

v

STEP 6: Confirm flexible work arrangement decision to employee (in writing)

v

STEP 7: Employee finalizes telework agreement in HRMS

6. Preparing for your Discussion

Before meeting with your employee, it will be important for both of you to acknowledge your
persona position on this issue (as far asa bias towards on-site, off-site or hybrid work) as well
as any feelings you may have about thistransition. Transition to a hybrid workplace is likely to
be one of the biggest change management challenges for this generation of managers. It is
important to recognize and acknowledge that we are not going back to our previous posture as

9
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a department. At thesametime, we are also moving away from the predominantly remote
based work experience of many employees over the last two years. Either of these scenarios
may be unsettling for many employees and managers.

Some conversations with employees may be more difficult than others. An employee might
refuse to engage or may say that you or the organization have not made the case fora hybrid
model. In these cases, itis important not to take this response personally and to refocus the
conversation on thefactorsfor discussion (professional development and individual
circumstances).

As you prepare, do not hesitate to seek advice and guidance from the Conflict Management
Unit (218R) and the Counselling and Consultation Services Unit (ZIBC) by writing to
solution@international.gc.ca. The Canada School of Public Service also has a job aid on helping
people through transitions that can guide you in supporting your employees both in these
conversations and in moving forward during the transition period.

Managers should be aware of the various applicable collective agreements and terms and
conditions of employment of the employees on the team, as they continue to apply whether
employees work on- or off-site or a combination of both. A high-level summary of relevant
provisions from the different collective agreements has been included for reference in the
annex of this guide (ANNEX D). Managers should remember that any off-site location should
meet the same health and safety standards asthe ones established for the designated
workplace. Team members should also be aware of any expectations or guidelines that have
been established for their bureau and/or branch.

Before having individual conversations, itis recommended that managers hold a team meeting
to outline the overall process and factors being considered. You should emphasize that equity is
an important concept underpinning this part of the assessment process. Being equitable to
each employee involves recognizing that every individual hasdifferent circumstances and
requires treatment that is not identical to that required by others.

For privacy considerations, the results of the recommended number of days for each position
should only be discussed individually. The team meeting is a good opportunity to clearly
communicate that different team members could end up with different work arrangements. It
will be important to communicate that this is a period of experimentation for the next 4-6
months and that everyone's engagement wil be key to success. Finally, please beclear that
operational requirements can override flexible work arrangements and may lead to a need
for increased presence at the office on short notice (i.e. humanitarian crisis, preparation for
ministerial and high level engagement, etc.)

10
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7. Employee Discussion

You should be upfront that you, as a manager, and the departmentdo not yet have all the
answers on the best way to implement a hybrid model but that you are committed to sharing
al the information you have. Reinforce tha this is an iterative process and be clear that
approaches will be refined as we move forward. You will want to conveythat this is an
organizational decision that the deputy ministers have made to move towards a hybrid model

Transparency, active listening and constant communication will be key during the transition to
a hybrid model. Some employees may need time to reflect on your discussion and managers
should allow them to come back with any additional questions or points they would like to
review with you.

Some of the factors being considered below may conflict in leaning towards more or less on-
site days. This will require management judgement and balance when consideringa final
flexible work arrangement. If managers find themselves in a difficult position and are struggling
with weighing conflicting factors, they should not hesitate to reach out to the Future of Work
team at futureofwork@international.gc.ca for further guidance.

For many employees, the final work arrangement may represent a major change, especially for
employees who have been predominantly working remotely since the beginning of the
pandemic, but will now start coming on-site more frequently. Transitions are not easy and
many people will find this challenging. Every employee will have different reactions and
emotions about their work arrangements andthis transition, and some of these conversations
maybedifficult. Inthe face of difficult conversations, do not take the employee's reactions
personally. If the employee is emotional, it may be appropriate to pause the conversation and
resume it later.

8. Professional Development Factors

“This section is meant to cover factors that could lead to more on-site requirement for
employees to support their personal and professional development through mentoring, hands-
on learning and teamwork.

You should discussyouremployee's professional development needs with them and consider
‘whether their baseline recommended number of days on-site (from the PAT) allows sufficient
opportunity for these types of engagement or whether more on-site days would be better.

In cases where on-site presence is not possible (e.g. employee resides outside the National
Capital Region) or is more limited, managers will need to ensure that they devote attention to
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exploring alternatives to support the professional development of these employees (e.g. online
training, more visible speaking roles in large meetings, access to senior managers virtually). This
is particularly important for employees from employment equity and equity-seeking groups.

81 Onsite training requirements for the employee (i.e., pre-posting preparation, hands-
on learning)

Employees taking in-person training will need to be available to come on-site. In cases where
employees require regular hands-on learning and training to fulfill their duties, the flexible work
arrangement will need to take this into account.

However, in most cases, in-person training will not influence the number of days determined in
the overall work arrangement on a weekly basis given the ad hoc nature of training, The
employee will need to understand that training can fall under the “report on-site” feature of
the work arrangement.

82 In-person knowledge transfer, coaching, job shadowing and/or mentoring
opportunities for the employee

While learning from colleagues and managers is possible virtually, there are tremendous
benefits to in-person engagement as far as knowledge transfer, coaching, mentoring and job
shadowing opportunities. In-person interactions are more conducive to the development of
certain competencies, such as briefing a senior official, discussing sensitive nuances, reading a
room, and developing negotiating positions, to name a few. These types of professional
development opportunitieswilbe more valuable for certain job profiles at GAC (e.g.
development programming, trade negotiations, foreign policy development and analysis) than
others (e.g. data analysis, financial tracking, IT), and should be weighed accordingly.

Managers should place a focus on ensuring that newer employeesdevelop during their frst few
years on the job. In-person presence for this group will allowfor a variety of experiences that
will support the development of newer employees into seasoned workers. This can also range
from exposure to senior management discussions to informal exchanges on ad hoc topics.
Some of these opportunities may be unplanned and arise on-the-spot, such as being pulled into
alast-minute meeting as a note-taker. Observing this cohort in action on a regular basis in a
variety of dynamic settings will also help managers talent spot.

More senior team members can also enhance their leadership competencies through in-person
mentoring of more junior colleagues.
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83 New employee hired over the past 2 years (building social capital, in-person
connections, onboarding)

While some have had success at onboarding virtually, many new employees, particularly young
professionals who were hired over the pandemic, have reported difficulties integrating into
teams in this environment. In-person engagement can help new employees learn, develop their
skills, network and build bonds with their team members and across the department.

In-person presence offers new employees the opportunity to gain a deeper understanding of
the organization and its culture, which can yield meaningful results for their professional
development, group cohesion and employee morale while also leading to operational
efficiencies in the longer term. In-person engagement with colleagues and managers is also a
more effective way to foster a sense of belonging within teams, which studies have shown has
the effect of strengthening attachment to the organization and increasing talent retention.

84 Employees preparingtotake a posting abroad in the next 12 months

Work undertaken at missions abroad isprimarily undertaken in person. Employees preparing
for postings abroad within the next 12 months, including those actively applying for postings,
‘would benefit from greater in-person engagement with the workplace and colleagues. Activities
abroad are primarily in-person, such as building relationships, advancing partnerships and
negotiating. Additionally, Canada-basedstaff abroad are supervising staff that are more often in
the workplace, and would benefit from in-person supervision. Honing these skils in the prelude
to the posting would benefit the employee and colleagues abroad.

9. Individual Factors

“The factors outlined in this section will help managers identify where their employees could
benefit from increased off-site or onsite work because of their individual circumstances.

A hybrid model by design already has great flexibility built in with the vast majority of
individuals working 3 or less days on-site per week. For most employees, the number of days
outlined in the PAT will suit both their professional and personal needs and support work-life
balance. However, there will til be some employees that may have personal considerations
that merit increased flexibility. It is important to understand that this layer is built around
individual circumstances as opposed to employee or manager preferences. This design makes
employee wellbeing an integral part of the Hybrid Assessment Framework, which is particularly
important for more vulnerable and marginalized employees.
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Its important not to make assumptions about your employee's personal experience, whether
in the office or teleworking. Some of the factors that you will consider will be vulnerable topics
of discussion for some employees (particularly related to equity, diversity and inclusion,
accommodation needs and home environment). You should striveto create a safe space for this
discussion and allow the employee to disclose what they feel comfortable sharing. They do not
necessarily need to go into great detail on the specifics for privacy reasons, but can speak to the
issue more generally.

9.1 Employee-specific Equity, Diversity & Inclusion (EDI) considerations

With all EDI considerations, it is important to adopt an intersectional approach that recognizes
that employees are shaped by multiple and diverse intersecting factors. An intersectional
approach involves seeing the individual as a whole human being who is complex and could have
different needsas a result.

Seeking more flexibility

In assessing considerations around EDI, tis important to recognize that not all employees
viewed thepre-pandemic experience as positive and not everyone has benefitted equally from
past experiences of being in the office. Some employees may seek increased flexibility to work
off-site in order to protect themselves from negative past experiences. Some examples include:

Members of racialized groups, LGBTQ2+ and Indigenous employees may have
experienced fewer microaggressions while working remotely as a result of interactions
being more formal and in written form, whichhas a positive impact on mental health. It
is also important to remember that microaggressions can happen during commuting
and in other settings related to the office environment.
Over the last two years, some employees may have undergone significant changes in
their personal lives, including how they choose to present themselves to their
professional and/or personal network.

«Employees with disabilities may find an office setting difficult to navigate and/or
experience accessibility challenges while commuting. For example, an employee who is
hearing impaired may find it easier to communicate with colleagues in a virtual
environment.

« Neurodivergent employees may require more off-site work in a quiet space to minimize
distractions and sensory overload.

«Caregivers (e.g. for young children/elderly parents, single parents) might benefit from
greater flexibility for offsite work days. Statistically, women are more likely to have
more responsibility for family caregiving. More flexibilityfor this group could help
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relieve someof the pre- and post-work pressures ontheirtime (e.g. commuting, rushing
to pick up children from daycare).

Itis important to consider that the environment that employees are returning to will not be the
exact same as it was pre-pandemic. Steps have been taken since the start of the pandemic, and
continue to be taken, to create a safer and more inclusive environment for employees. This
includes mandatory harassment training for all employees, coaching, andthe creation of an
ombuds office.

Seeking more time on-site

Employees in different employment equity or equity-seeking groups may find being at the
office a better experience for them personally. The office may feel like a more welcoming and
safe space for vulnerable groups — some employees might feel more inclusion and acceptance
at the office with face-to-face engagement. Some employees who live alone may feel isolated
‘working from home. For many individuals, connecting with colleagues in-person can have a
positive impact on their mental health and wellbeing.

Employees from employment equity or equity-seeking groups, including women and those:
from more marginalized communities, may wish to be more present on-site to leverage existing
professional development opportunities.

Long term impact

While a hybrid model can help advance departmental EDI objectives, managers should be
mindfulof unintended consequencesof a hybrid model. Organizationally, it will be important
that employment equity and equity-seeking groups are supported to be present in all hybrid
workspaces (both virtual and on-site) and that the flexible work arrangements in place are not
creating any unintended barriers.

Managers should reflect on what they hear from their employees in this process and how they
will strengthen their team's commitment to anti-racism, equity, diversity and inclusion going
forward, including addressing instances of racism, microaggressions and discrimination as they
arise. This could include individual and team trainings (e.g. GBAY, harassment, anti-racism,
equity, diversity and inclusion, positivity training, duty to accommodate) prioritizing EOI
principles in the team charter and working to think through ways to incorporate these
principles into day to day work.
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9.2 Employeeaccommodation requirements

GAC s committed to fostering an equitable and inclusive workplace where all employees are
treated with respect and dignity. The duty to accommodate is not about employee preferences;
itis about removing discriminatory barriers related to the 13 prohibited grounds of
discrimination as set out in the Canadian Human Rights Act, up to the point of undue hardship
to the employer. The duty to accommodate applies equallyto employees teleworking.

Managers need to be mindful that some employees may be concerned that they have, or live
with someone who has, underlying health conditions that may put them at increased risk of
severe liness fromCOVID-19. There are mechanismsfor health-related accommodations as
well asfamilyrelated accommodations.

For all employee accommodations, please consult the Labour Relations Centre of Excellence
(HWL) at hwi@international gc.ca.

Formal accommodation requests can take time. While these are ongoing, managers should do
their utmost to support their employee and exercise flexibility as far as number of days in the
office.

93 Offsite work environment(s)/situation(s)

Some employees may not have a suitable off-site work environment. Some may have a small
home or apartment with limited room for an office space (e.g. younger employees). Other
employees may have other family members at home (e.g. spouse working from home or a
baby). Employees may prefer to work from the office in similar situations or they may take
steps to optimizetheiroff-site work environment. It should be noted that employees must
ensure they have paid child care during working hours, particularly as employees must be able
to report on-site on short notice as per the terms of their flexible work arrangement.

Managers should be aware that an employee's home maybe unsafe. For example, in cases of
domestic violence or where household members are hostile to the identity or orientation of an
LGBTQ2+ employee. While scenarios such as this are difficult topics to bring forward, managers
should ensure that employees know that they can speak to the Employees Assistance Program
(EAP): solution@internationalgc.ca.

Some employees who live alone may feel isolated working from home. For many individuals,
connecting with colleagues in-person can have a positive impact on their mental health and
wellbeing.
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94 Other individual requirement(s) not listed above

There may be other relevant considerations that come up in your discussion with your
employee that would factor i to the final determination of numberof days on or off-site.

10. Team Factors

Itis recommended to consider each individual flexible work arrangement in the context of the
broader team by applying the team factors in this section. These factors will help managers
consider potential impacts on other colleagues in the team as well as operational needs. This is
particularly important when looking to deviate from the baseline recommended number of
days inthe office (from the PAT) due to individual employee considerations.

Managers should reflect on howthe team currently interacts with each other, colleagues and
partners, as well as how and where the work is done, and how this could change upon
implementing a hybrid model. In particular, trust and resilience are keyassetsof a well-
functioning hybrid team and help build social capital and reinforce team cohesion.

‘The manager should meet with all employees to have an idea of each individual's needs before
applying the factors below.

10.1 Team workload distribution

Managers will need to consider the impact of various work arrangements on different team
members as far as workload and responsibilities as well as the team’s overall ability to deliver
onits mandate. For example:

«Team members who are more frequently on-site may be called upon to support senior
managers for in-person meetings, respond to ad-hoc requests requiring on-site
presence, access C6 on behalf of colleagues, or to engage in on-site collaboration with
colleagues in other teams in the branch and across the department.

«Additional tasking of on-site employees might interfere with their ability to deliver on
their own objectives, or may fall outside their skils and areas of expertise.
Having full-time teleworkers or employees working off-site frequently will mean fewer
‘opportunities for in-person team collaboration. This may reduce the need for as many
in-person days for the rest of the team. This could also impact the workload of those.
who are required to come intotheoffice.
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Managers should remain sensitive to balancing job portfolios and responsibilities in ways that
avoid friction and distribute work fairly. Managers should also be aware of the potential for
proximity bias in a hybrid model where those who spend more time in the office with a
manager may receive preferential treatment. This could manifest in better access to managers
(moretimely responses, more information shared), more interesting work and potentially lead
to more promotional opportunities. Special care should be taken to avoid discrimination
against, or unintentional neglect of,off-siteworkers.

10.2 Employee provides mentoring, coaching, hands-on learning for other employees, team
members

‘There are benefits to in-person engagement for peer learning, both from structured and
unstructured exchanges. In every team, more experienced colleagues play a valuable role in
knowledge transfer and the development of the skills of team members, particularly newer or
more junior colleagues.

‘As a manager, when looking at the work arrangements for al team members, you will want to
ensure that you have created space for this type of engagement within your team. This could
mean having senior officers’ presence in the office coincide with opportunities to supervise and
provide mentoring and coaching for new or more junior employees.

103 Sprint/ad hoc teamwork (requiring on-site flexibility)

During very busy periods and work on timely high-profile initiatives, managers may find that
their teams require increased in-office presence to facilitate collaboration and meet
operational requirements. If this is a common occurrence for your team, you may find that it is
difficult to have team members on full-time telework agreements or that live outsideofthe
National Capital Region as they may be required to be on-site during these periods, potentially
with short notice.

Operational needs will supersede flexible work arrangements if the off-site arrangement is
negatively impacting the ability for the unit to meet its mandate. Employees should be aware of
this.

10.4 Team culture/cohesion, integration with colleagues

Ina hybrid model, team members may find themselves in different environments from one
another (off-site or on-site). Managers should consider how the composition of individual
flexible work arrangements, including if employees will come in on the same day or not, may
impact team culture, cohesion and social capital.
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While work may be able to be completed entirely virtually, consideration must also be given to
accessibility and inclusion needs of colleagues, clients and stakeholders.

Managers should also refresh their understanding of the official languages rights and
responsibilities and reflect on how to promote official languages in a hybrid context.

105 Availability of office space

Many teams and employees will find themselves in different workspace set-ups than they had
pre-pandemic. In some cases, this may mean fewer desks than total number of team members.

1f you would like your team to have in-person team collaboration days, but do not have enough
office space for all employees to gather on the same day, then you can look to coordinate with
teams located on your floor.

Managers should be aware that working fromtheoffice full-time remains an option for al
employees in line with the Treasury Board Secretariat Directive on Telework which establishes
that telework is voluntary and that employees are not required to telework. In these cases, a
‘workspace would need to be provided for the employee.

11. Next steps

After reviewing professional development and individual considerations with employees and
applying the team factors, managers will come toafinal determination of number of days on-
site for each employee's work arrangement.

After this, managers will be asked to roll up their recommendations (template forthcoming) for
their teams in advance of a bureau management meeting to discuss deviation from the PAT
expectation. Once that validation across the bureau is completed, managers should
communicate the flexible work arrangement decision with employees in writing. The employee
will then enter the telework agreement (which isnecessaryfor both hybrid and full-time
telework situations) in the HRMS system (guidance will be forthcoming on this process).

The telework agreement will be in place forfour to six months at which point managers will
evaluatehowthe implementation is going and if adjustments need to bemadeto flexible work
arrangements. This iterative approach is important to assess whether arrangements have
achieved the right balance for employees and teams.
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If your employee was upset by the conversations and/or outcome of their work arrangement,
managers should also refer them to the Employees Assistance Program (EAP):
solution@international.gc.ca. Ultimately, managers have the authority to decide what work
arrangements best fit the delivery of their mandate. If employees and managers do not agree,
efforts should be made by the manager to discuss concerns with the employee and explore:
engaging the servicesofthe Informal Conflict Management Services Unit
solution@international.gc.ca). If this does not resolve the issue, submittinga grievance
continues to be a mechanism at thedisposalof the employee.

Once the telework agreement is implemented, managers should regularly take stock of the
flexible work arrangements in place and the impacts on operational requirements. This includes
regularly checking in with all their employees and the team about how things are working;
documenting observations from these interactions and other relevant data; and, looking for
‘ways to address issues and improve arrangements. See ANNEX C for more information.
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ANNEX A: Manager's Reflection Checklist

“This annex is designed to assist managers in preparing for managingtheir teams ina hybrid
‘work environment, including assessing possible flexible work arrangements from an operational
and team perspective.

Operational and administrative requirements

0 00 you have the training, tools and support to effectively manage employees in a hybrid
work environment? How will telework be coordinated and tracked?

0 Is the employee aware that they are responsible for the cost of utilities, high-speed
internet and insurance related to their telework location?

DO Are you and the employee aware that Occupational health and safety obligations under
the Canada Labour Codecontinue to apply regardiess of location of work and in
accordance with existing jurisprudence?

DO Have you applied the organization's principles, policies and criteria fairly and equitably?
O Do you have sufficient office space on-site to meet your needs? If not, have you explored

‘options with nearby teams?
0 Do team members have an appropriate place to telework from in terms of ability to

maintain security of information or have confidential discussions?

‘Team dynamics.

00 How will hybrid work impact dynamics?
DO How can you as a manager help inspire team spirit and create cohesion among team

members when managing hybrid work environments that may span time zones?
DO How can you create and maintain an inclusive, diverse and accessible hybrid work

environment?
0 How will you strengthen your team’s commitment to anti-racism, equity, diversity and

inclusion going forward, including addressing instances of racism, microaggressions and
discrimination as they arise?

0 How will you promote official languages and ensure that they are respected?
DO How will you adaptyour management style to support your employees?
0 How can you bring out the best in your employees to help them achieve their work

objectives?
DO Have you considered your own unconsciousbiases and the possibility of unintentional

barriers?
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0 What impacts will thedifferent work arrangements have on team workload distribution?
Will this lead to additional responsibilities for on-site colleagues? If so, how will you
address this?

0 Are you aware of proximity bias and the potential for preferential treatment for
colleagues co-located with you on-site more frequently? How will you mitigate this?

O Will the proposed flexible work arrangement be sufficient to provide mentoring,
coaching, hands-on learning for team members?

DO In cases of employees currently living outside the National Capital Region, can all their
duties be performed off-site?

0 Does your team require on-site flexibility for frequent sprint/ad hoc teamwork?
O Are you equipped to help inspire team spirit and create cohesion among team members

‘when managing in this new structure?
DO What measures wil be needed to ensure integration of full-time teleworkers with fellow

colleagues?
DO Are there parts of the work of individuals or the team that would be more difficult to dof

not on site, or not on ste at the same time?

‘Well-being and mental health

O Would any of the psychosocial factors in the Canadian Standards Association's
Psychological Health and Safety in the Workplace be jeopardized or enhanced with
telework?

DO What actions or measures can be taken to minimize mental fatiguedue to technological
exhaustion?

O What actions or measures can be taken to support the mental health of teleworking
employees or your hybrid team? How wil these be implemented and communicated to
employees?

O Are employees planning time off and using leave provisions available to them as
appropriate?
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ANNEX B: Full-Time Telework Considerations

A manager can explore a fulltime telework agreement with employees, provided you as
manager believe the duties can be performed without any on-site presence and that the
arrangement works in the context of the broader team.

However, it should be noted that deciding that a position is suited to telework is not the same
as deciding whether an employee's request to telework should be approved ~ these are two.
separate decisions. Approval for an employee to telework may depend on several factors such
as operational and administrative requirements, team dynamics, wellbeing and mental health,
and the proposed telework location.

Some factors that would favourably influence this decision include:

«As outlined under the equity, diversity and inclusion factor, full-time telework provides
‘opportunities to hire staff from outside of the National Capital Region. This can help
managers fill vacancies and assist in closing departmental representation gaps.

«Employees that started with the department during the pandemic and live outside of
‘commuting distance from the National Capital Region (within Canada),

«For employees posted abroad, the department ties to facilitate spousal employment
where possible. It is possible to pursue full-time telework agreements for employees
‘who are co-located with spouses who are posted abroad. This will require review by the
Telework Abroad Review Comittee (TARC). Managers continue to have discretion on
‘whether such an arrangement is operationally feasible. Write to
Teleworkteletravail @international.gc.ca for more details

Full-time telework does not mean that the employee will never attend their designated
worksite; rather, it means that their position could, ordinarily, be performed full-time from a
telework location.

Benefits and conditions associated with relocation, travel, workforce adjustment, hours of
work, isolated posts, language of work, and other things are linked to the designated worksite
and not the telework location. For example:

«employees are responsible for all expenses associated with travelling to and from the
designated worksite, subject to the National Joint Council (NIC) directives

«employee rights to workin French and English depend on their designated worksite
location, not where they telework. If employees are ina bilingual position and their
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designated worksite is in a bilingual region, they have lang fwork rights, including
the right to be supervised in the language of their choice

«statutory holidays and payroll deductions are based on the province or territory of the
designated worksite, not where employees telework

Telework agreements are subject to review and may be terminated by either the employee or
the employer, with reasonablenotice. Reasonable notice is determined on a case-by-case basis
by the department.

More details on Telework can be found on GAC's Intranet page on Telework
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ANNEX C: Evaluation Considerations

Once the flexible work arrangement is implemented:

Managers should regularly take stock of the work arrangements in place and the impacts by:

«regularly checking in with employees and the team about how things are working
«documenting observations from these interactions and other relevant data
«looking for ways to address issues and improve arrangements

Key questions to reflect on include:

O Are we meeting business goals and client expectations?
DO Are we effectively supporting employee mental health and well-being in the workplace?
0 Are employees comfortable working alone, supported in working autonomously and

good at taking initiative?
O Have you as a manager been regularly checking in with employees?
O Are regular and effective performance and talent management discussions taking place?
O What benefits have arisen because of the flexible work arrangements?
DO What ideas to improve flexible work arrangements have worked well?
O What teamwork challenges have arisen because of flexible work arrangements? What

changes need to be made?
Does something in the telework agreement need to be addressed or modified?

DO How well areourexpectations about communications, accessibility and trust being met?
O Are employees receiving the training, support and tools they need to adjust to working

in a hybrid environment?
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ANNEX D: Collective Agreement Condensed Summary
Lp aa rr [ERRAgents Agreements

| Economicsand | 28.01 Hoursofwork. ‘AppendixC
Social cence. |. Excepta provided for in clause 28.03, the normal | Variable hoursof work

Services (£C) workweek shall be tiry-seven decimal ive (37.5) | The Employer and the Association agre tha the
ours exclusive of lunch periods, comprisingfive (5) |followingconitons hall applyto employees for whom

daysof seven decimal fv (7.5) hours each, Monday | variable hoursofwork scheculs ae approved pursuant
through Friday.The workdayshll be scheduled to fal | tothe relevant provisions of this agreement. This
Within ine (9) hour period between the hoursof 6 | agreement is modifiedby thes provisionsto the extent
am and6pm, unless otherwise agreed in consultation | specified herein. Is agreed thtthe implementationof
between the Assocationand the Employer atthe |anysuch variation in hous shall not result in any
appropriate eve. additional expenditureor cost by reasonolyofsuch

. An employee normallyshall begrantedtwo(2) variation.
consecutive days of rest during each seven (7)-ay
period unlessoperational requirements donotso. | C.01General terms

permit “The scheduled hours of work of any day as set forthin a.
€. Subjecttooperational requirementsa determined | work schedule, mayexceed orbeless tha the regularfrom timeto time bythe Employer, an employeeshall | workday hours specified by his agreement; starting andave the rightoselect an request flexible hours | fishing times, mealbreaksan rest periods re subjectbetween 6am and 6 pm. to the approval ofthe Employer and the daly hours of
a work shll be consecutive.

i. Notwithstanding the provisions of this are, | For shit workers such schedules shll provide that n
upon request of an employee and the employees normal workweek shall average the weeklyconcurrenceof the Employer, an employee may | hours per week specified in tis agreement over th fe
complete hiso her weekly hours of employment | of the schedule, The maximum fe of a schedule shall be:
ina period other than five (5) full days provided | six 6) months
that over avaiable hour schedule the employee.
works an average of thirty-seven decimal Ive | Fo day workers, such schedulesshallprovide that an
375) hours er week. As par of the provisions_| employee's normal workweek shall average the weekly
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Ths clovse, Stendancereporting STalTbe | hoursper week speciied Tn ths agreementover (hee
mutually agreed between the employee and the | of the schedule. The maximum feof a schedule shall be
Employer. Ineveryvariable hourperiod, such an | fifty-two (52) weeks.
employee shal be granted daysof rest on such

daysas are not scheduled as. normal workday |Whenever anemployeechanges is oher variable
forthe employee. Hoursor no longer worksvariable hours, all appropriate:

i. Notwithstandinganythingtothecontrary adjustmentswilbemade.
contained in thi agreement, the implementation
of any variation in hours shall not result in any
additonal overtime work o additional payment
oyreason onlyof such variation, no shall it be
deemed to prohibit the rightof the Employer to
schedule any hours of work permitted by the
termsof this agreement.

. Employees may be requiredto submit monthly
attendance registers; only those hours of overtime and
absences needbespecified.

28.02 Employees covered by paragraph 26.01) shall be
Subject tothe variable hoursofworkprovisionsestablhed:
in ths agreement.

TT Forogn serves | 13.01 Normal workweek. T3507 Compressedworkweek
#5) 3. Thenormal workweekshallbe thiny-seven decimal a. Notwithstanding the provisions of cause13.01,

five (37.5) hours from Mondayto Friday inclusive, and upon request ofan employee and the.
the normalworkday shall be seven decimal ive (7.5) concurrence ofthe Employer, an employee may
ours, exclusiveof a lunch period, between the hours complete his weekly hours of employment ina

of 7am and 6pm. period otherthan ie (5) ul days, provide that
over periodoftwenty eight(28) calendardays,
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. Subject to operational requirements,an employee reworks an average of ty seven decimal ve
shall havetheright to select andrequest flexiblehours (37.5) oursperweek.
between 6am and 6 pm and such request shallnot be |b. In evrytwenty-eight (28) day period, sch an
unreasonably denied. employee shall be granted days of rest on such days

35 are not scheduled 353 normal workdayfo him.
. The implementation of any variation in hours shall

not result in any additional overtime work or
additional payment by reason any of such variation,
nor shalt be deemed to prohibit the ighofthe
Employer schedule any hours of work permited
bytheterms of this agreement.

a. As part of the provisionsof this dause, attendance
reporting shall be mutual agreed between the
employee andthe Employer:

Article14: variablehoursofwork
14.01Employer andtheAssociation agree tha the
folowingconditions shall applyto employees for whom
variable hoursofwork schedules ae approved pursuant
to clause 13.02. This agreement smodified by these
provisions to the extent specified herein.

16.02 is agreed thttheimplementationof any such
variationinhoursshll not result in anyadditonal
expenditure or cost by reason onlyofsuch variation.

1.03 General terms
3. The scheduled hours of work of any daya set forth

in workschedule, mayexceed or be es than the
normalworkday hours ecified by this agreement;
Starting and finishing timesshllbedetermined
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TTTSemensa ba!mestStdnefeon573or aredBlingmervehoerna« Semistos nrgta)rons bonseeoatAmooone cl mtposinbmtMissietnsaaintesdee snesEr To Taremnanmas |SAtestdos508,1510w0 |odesnonrem ak ronromssaitetscmt |Saat mesmn | Bronce |mets mesom sen= seswisienan
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To. IneveryTourteen (14), wenty-one (21)o twenty
eight (28) dayperiod, the employee sha be granted
daysof eston such days as are not scheduled 2s
normalworkday forthe employee.

. Employeescovered bythisclaus shallbesubjectto
the variablehoursof work provisions established in
clauses 25.2010 25.27

Termsandconditionsgoverning the administration of
variable hoursofwork
25.28 The terms and conditions governing the
ministration of variable hoursofwrk implemented
pursuant o clauses 25.09, 25.10 and 25.23 are specified
in clauses 25.28t025.27 inclusive. Thisagreement is
modied by these provisionstoth extent specified
herein.

25.25 Notwithstanding anything to the contrary
Contained inthis agreement, the implementation ofany
variation inhoursshill not result inanyadditonal
overtime work or additional paymentby reason onlyof
suchvariation, nor shal tb deemed toprohibit the
ightofthe Employerto schedule any hours of work
permitted bythe termso this agreement.

26
3. Thescheduledhoursofworkofanyday a set forth

in avariable schedule specified in clause 25.28 may
exceed or be ess than seven decimal ve (7.5)
ours;starting andfinishing times,mealbreaksand
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Tes periods shall be determined according ©
operational requirementsa determinedby the

Employer; and thedailyhoursofwork shall be
consecutive.

b. Such schedules shall provide fo an averageof thiry-
Seven decimal five (37.5) hoursofworkperweek
overthellfeof the schedule.

i. The maximumlf of a hit schedule shall be sx
(6) months.

i. The maimfeof ther typesof schedule
shal betwenty-cight (26) daysexceptwhen the
normal weekly and dailyhoursof work are
variedbythe Employer to allow for summer and
winterhoursin accordancewithclause 25.10, in
‘which case the Ife of a schedule shall be one 1)
year.

i The maximum feof a scheduleorofficers
‘workin for the Canadian Pai-Mutuel Agency
shal be one (1) year.

. Wheneveranemployeechanges is ohervariable
ourso no longer works variable hours, all
appropriate adjustmentswil be made.

Technical Service |Day work 75.06 Fexbie hours
Q) 25.04 Dxcepta providedforin clause 25.09: Subjectooperational requirements asdeterminedby

thenormal workweekshallbe thiy-seven decimal five |the Employer rom timeto time, anemployeeshall have,
(es; 6m) 37.5) hours, the rightto select and request flexible hours between

from MondaytoFriday inclusive, 06:00 and 18:00 and suchrequest shall not be
comprisingoffive (5) days ofsevendecimalive (7.5) unreasonably denied
consecutivehourseach, exclusive of a lunch period,
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nd 25.07 Variable hours
shall be scheduled to fall within ine 9) hourperiod | Notwithstanding the provisionsof tis article, upon
betweenthehours of6:00 and 1800, unless otherwise | request of an employee and the concurrenceofthe
agreed in constaton betweentheAllance and the Employer, an employee may completehis orherweekly
Employerat the appropriate evel. oursofemployment in period ther than five 5) full

daysprovided that ovra periodof twenty-eight (28)
calendar daysthe employeeworksan averageof tity
seven decimal five (37.5) hours per week. 4 part of the
provisionsofthis clause, attendance reporting shall be
mutually agreed between the employee and the
Employer
Ineverytwenty-cight (25) dayperiod such an employee.
shall be grated daysof est on uch daysasare not
scheduled asa normal workday fortheemployee.

Employees covered by tis causeshall besubject t the
variable hoursofworkprovisionsestablished in causes

12102515

Educationand | 43.01The normalworkweekshall be thirtyseven decimal |Arie33:variablehours
UbraryScence | five (37.5) hours and the normal daly hours of wrk shall be| The Employer andth Allanceagree tht the following
(e) Sevendecimal ive (1.5) consecutive hours, exclusive ofa | conditions shal applyto amployeesforwhom variable

meal period. These ours maybevariedatthe Employer's | hoursofworkschedulesareapproved pursuant o the
© discretion toallowfor summer and winter hours, provided |relevantprovisionsof tisagreement.

that the annual total hours equal thosewhich would be | Is agreed that the implementation of anysuch
obtained withno variation. variationinhoursshall not resut inanyadditonal

expenditure or cost by reason onlyofsuch variation
143.02 The normal workweek shllbe Monday through
Friday, and the normal workdayshall bebetween 7 am and|Aric 39: variable hours
Som. The Employer and theAlliance agree tha th folowing.

conditions shall applyto employees for whom variable
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45.03 An employee shall be granted two (2) consecutive | hoursof work schedules are approved pursuant tthe
daysofrest during each seven (7) day period, unless relevant provisionsofthisagreement,
‘operational requirements do nt permit. Its agreed tha the implementationofanysuch

variation in hours shall not rest in anyadditonal
expenditure or cost by reason only of such variation.

3901 General terms
“The scheduled hoursofworkofany day as set forthina.
workschedule, may exceed or be es than th regular
workday hoursfortherelevant group o subgroup;
Staring and finising times, meal breaks andretperiods
shall bedeterminedaccordingto operational
requirementsas determinedby the Employer and the

dallyhoursofwork shall be consecutive.

For shift workers, suchschedulesshall provid that an
employee's normal workwek shall average the weekly
oursper weekspecified for therelevantgroup or

subgroupovrthe if of the schedule. The maximum fe
of a schedule shall be ix 6) months.

Fordayworkers, such schedules shall provide thtan
employeesnorml workwek shall averagethe weekly
oursperweekspecified inthis agreement ver the fe
of theschedule. The maximum fe of schedule shall be
tweny-cght (28) days.
‘Wheneveranemployee changes his o hr aria
oursor no longerworks varia hours, al appropriate
adjustmentswillbe made.
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Servcesde | Aric 25: hoursofwork rice 26:variable Hoursofwork
FexplotationSV)| 25.01For the purposesof thisarticle: Workunit

Definitions 28.01 Any special arrangement may be attherequestof
(©) “day” ther party and must be mutuallyagreed between the

meansa twentyfour (24) hour period commencing at | Employer and the majorityofemployeesand hall apply
00:00 hours; to al employeesat the work nit.
“week”
meansa periodofseven (7) consecutiv days beginning at | Employee.
00:00 hours Monday morning nd endinga 2400 hours. | 28.02 Upon request ofan employee andthe concurrence
the folowing Sunday night; of the Employer, an employee may completetheweekly

oursofemployment na period of other than ve (5)
sift work full daysprovided that over aperiodofup otwenty.
“shit schedule” eight (28) calendardays, the employee works an average

means the arrangementof sis overa give period of time| oftheweekly hours specified intherelevantGroup.
and includesdaysof est and designated paid holidays; |Specific Appendix
ashe”
means the rotation through two (2) or more periods of | 2803The employee shal be granteddaysof reston such
ight (8) hours or longer where the Employer requires | daysa are not scheduled a a normal workday forthe
coverage of sixteen (16) hoursormoreeach da; or, where | employe.
the Employer requires the employee to work on a non-
rotating and indefinite basis on evening or ight duty of | Terms and conditionsgoverning the administration of
‘which half (1/2)o mareofthe hoursarescheduled variable hoursofwork
between 18:0 hours and 06:00 hours. 28.04 Notwithstanding anythingto the contrary
Notwithstanding 25.01(0: contained inthis agreement, the implementation of any
fective August 5, 2011, employees occupying positions in | variationin hours shal no result i anyaddtional
the 65.705 subgroup, whose hours of work do not meet the | overtime work or addtional paymentbyreasononlyof
definition of shift work in accordance with Aric 25.01(0) | suchvariation, nor shalt be deemedto prohibit the
‘and whose hoursof wrk begin before 06:00 orend after | right ofthe Employertoschedule any hoursof work
18.00, will be pid 3 premiumoftwodors and twenty- | permitted by the termso thisagreement.

five conts (52.25) per hur for each hourworked between
1600and08:0. 2805



“The scheduled hours of work of any daymayexceed or
502 be les than thedaily hours specified in the Group
For employees who work five (5) consecutive days prel|Specific Appendin startingandfinishing times, mesl
‘onaregular and non rotating bass, the Employer shall |breaksandresperiods hal bedetermined accordingto
schedule thehours of work so that these employees work | operational requirementsas determinedby the
the standardworkweek as specified in the Group Specific | Employer and the dally hoursofwork shall be
Appendis. consecutive.
When hours of workare scheduled or employees ona | Such schedules shall provide an averageofworkper
rotatingo regular basi, the Employer shal schedule the |weekove th feofthe schedule 3s specied inthe
oursofworkso tht employees work an average of hours | Group Specific Append.
2s specified nthe Group Specific Appendix “The maximo Ife of a shift schedule shall be ix 6)
‘The implementationof hours ofwork other than those | months
specified in paragraphs 25.029)o 0) are subject fo the |Wheneveran employeechanges his orher variable
provisionsof Arce 25: variable oursofwork. oursor no longerworks variable hours, al appropriate

adjustments wil be made.
To Computer 751 bay work 7.08 Compressed workweek

Systems (CS) | The normal workweek shll be thiny.seven decimal fe | Notwithstanding the provisions of this article, upon
375) hours nd thenormalworkday shal be seven decimal |request of anemployeeandth concurrenceofthe

m five (7.5) consecutive hours, exclusiveof a lunch period, | Employer, an employee may complete his weekly hours
Between the hours of 7 amand6pm. The normal ofemploymentin aperiod other than five 5) ull days
workveck shall be Monday to Friday inclusive. The provided that over periodoftwenty-ight (28) calendar

Employerwil provid two (2) 15-minute heath breaks na | days the employee works an averageof thiny- seven.
fullworking day except on occasions where operational | decimal five (37.5) hours per week. Inevery twenty-¢ight
recuiements do not pert. (28) day period such an employee shall be granted days
Where normal hours are to be hanged so that they are | of ret on such days as ae not scheduled asa normal
diferent rom those specified in paragraph 7.01(a) the | workday for the employee. Theparties shall make every
Employer, in advance, except in cases of emergency, wil |reasonable effort o establishmutually acceptable work
consult with the Instituteon such hours of work, andin |schedulesthat are consistent with operational
such consultation, wil show tht such hours are required to | requirements an shal particularly consideranyspecific
meetthe needsof the public and/or theefficent operation|proposals made byan employee oremployees.If
oftheSenice employees’ requests for3 variation in hours of work are
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Ton the request of he employes and he concurrence of | consistent with the needs of the operational
themanagerthe parties ma establish a flexible work | requirements, then such requests shall be implemented.
schedule that is consistent with operational requirements. | Notwithstanding anythingto thecontrary contained in
Notwithstanding anything tthe contrary contained inthis | tis agreement, the implementationofany variation in
agreement, the implementation ofany variation hours | hoursshall nt resut in anyadditonal overtime work or
shall no result in any additonal overtime work or additional payment by reason onlyofsuch variation nor
additional paymentby reasononlyof uch variation, nor | shall I bedeemed o prohibit the rightofthe Employer
Shalit be deemed to prohibit the igh of the Employer to | to schedule any hoursofwork permittedby theterms of
schedule any hours of work permitted bythe termsofths | tis agreement.
agreement
7.02 Notwithstanding cause7.01,theEmployermayvary
the normal weekly and daily hoursofwork o allow for
summerandwinter hours, provided the annualtoal snot
changed.

‘Audi,Commerce |Aries hours ofwork Variable hoursofwork
and Purchasing | General 8.05 Compressed workweek
wn 8.01Forthe purposeofthis artic: Notwithstanding the provisionsofthis artic, upon

a week shall consist of seven 7) consecutive days beginning| requestof an employee and the concurrenceofthe
(co:p6) 10001 hours Monday and ending at 24:00 hours Sunday; | Employer, an employee may complete is orherweekly

the days a twenty-four (24) hourperiod commencing t | hoursof mployment in periodofother thanfi (5)
00:01 hours full daysprovided that aver aperiodoffourteen (14),twenty-one (21) or twenty-eight (28)calendar days the
8.02 Employees may be required to submit monthly employeeworksan average ofthirty-seven decimal five
attendance registers;only those hoursof overtime and | (37.5) hours per week. As part oftheprovisionsof this
absences need be specie clause, attendancereportingshall be mutually agreed
8.03 Where operational requirements permit, the Employer | betweentheemployeeand the Employer. Ineveryof
wil provide two (2) rest periodsof ifeen (15) minutes ach| fourteen (14), enty-one (21) or twenty-eight (28) day
per full working da. periodsuchan employeesha begranteddaysof rest on
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5.04 Except 35 provided for in causes 805,606,904 8.07: | such days 3s are not scheduled 35 3normalworkday for
the normal workweek shallbeMonday to Friday inclusive; |himorher.
an employeeshall begranted two 2) consecutivedaysof

restduring each seve (7) dayperiod unless operational | Notwithstanding anythingto thecontrary contained n
ecuiements do not so permit; this agreement, the implementation of any variation in
the scheduled workweek shall be thirty-seven decimal five | hoursshll nt result in anyadditonal overtime work or
375) hours; additional paymentby reasononyofsuch variation, nor
the scheduled workday shall be seven decimal ve (7.5) | shalt be deemed to rohit the ight f the Employer
consecutive hours, exclusive ofa mel period, between the | to schedule any hoursofwork permittedby theterms of
Hoursof 7amand pm: his agreement.
and
Subjecttooperational requirements asdetermined from | Terms and conditions governing the administration of
time to time by the Employer, an employee shall have the | variable hours ofwork
ighttoselect and request feb hours between 6 am and. | 6.06 The Employerandthe Institute agree thatfor those
6pm and such request shal notbeunreasonablydenied. | employees to whom the provisionsofclause 8.05 ppl.

the provisionsof this agreement which species days
shallbeconvertedto hours. Where this agreement
refers 03 “day,” i shall be converted o seven decimal
five (1.5) hours, except in clause 17.02 bereavement
leave with pay), wherea day meansa calendarda.
‘Wheneveranemployee changes his o hrvariable
oursor no longerworks variable hours, al appropriate
djustmentswillbe made.

AppliedScience & | Avice hoursofwork Fanible hours
patent Clauses 8.02 through8.05shall notapply to employees on | 8.03 Upon requestofan employee and the concurrence.
Examination (5%) | hit work. Clauses 8.06 through 8.18 shall apyonly to. | of the Employer, an employe may workfleibehours

employees on shift work. Solon as thedaily hours amount to seven decimal five
(0; pC) 3)

General
Compressed work week

3



8.01 Forth purpose of this aril, a week shall consist of | 8.05 Upon request of an employee and the concurrence
oven (7) consecutive days beginning at0001 hours of the Employer, an employee may complete required

Monday and ending at 24:00 hours Sunday. Thedays |hoursofwork in a period of othr than five (5) full days
twenty-four (22)hourperiod commencingat 0001 hours. | provided that overa period of twenty-eight (28) calendar

days the employee works anaverageof tiy-seven
Two (2) rest periodsoffifteen (15) minutes eachshal be |decima five (37.5) hours per week. As partof the
provided during each normal working day, and three provisions of this clause, attendance reporting shall be
(3) rest periods ofieen (15) minutes ach for each shift | mutually agreed between the employee and the
scheduled fotwelve hours or mare; except when Employer. Ineverytwenty-eight (28) do period suchan
operational requirements do nt permit. employee shal be granteddaysof rest on such days as

are not scheduled 35 3 normal work dayfo the
Non-shift work employee.
8.02 The scheduled work week shall be thiryseven decimal
five (37.5) hours and th scheduled work day shall be seven| Notwithstanding anything tothe contrary contained in
decimal ive (7.5) consecutiv hours, exclusiveof a meal | this Agreement, th implementation ofanyvariation in
period, between the hours of 05:00 3nd 18:00. The normal | hours shal no result i anyadditional overtime work or
work week shal be Monday o Friday inclusive additional paymentby reason onlyof such variation, nor

shall be deemed to profibi the right of the Employer
(Clauses 8.02 through 8.0 shall not apply t employeeson | schedule any hours of work permitedby thetermsof
shift work.Clauses8.06 through 8.18shall apply only to | thisAgreement
employeeson shift work)

Frchitectre, |Arie 5 hours ofwork Fexbie hours
Engineering& | Clauses 8.01 trough 806 shal not apply to employees on | 8.03 Upon request of an employee an the concurrence
LandSurvey (NR) shit work. Clauses 8.07 through 8.20 shll apy nly to. | of the Employer, an employee may workfexibl hours

employeeson shift work. ‘onadally basis so longasthe dailhours amount to
[1 Seven decimal fe (7.5).

General
8.01Forthepurposeof this article, a week shll consist of | Compressed workweek
Seven (7) consecutive days beginningat 00:01 hours 8.06 Upon request ofan employee and the concurrence

of the Employer, an employee may complete required
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Wionday and ending 0 26:00 ours Sunday. The days a | hoursofworkin a period of other than fv (5) full das
twenty-four(24) hourperiodcommencing at0001 hours. |providedthat overa periodof twenty-eight (28) calendar

days the employee works anaverageof thiny.seven.
decimal five (37.5) hours per week. As partof the

Non-shift work provisions of this clause, attendance reporting shall be
8.02The scheduled workweek shall be thirty-seven decimal|mutual agreed between the employee and the
ve (375) hours and the scheduledworkdayshall be seven | Employer. In verytwenty-eight (28) day period such an

decimal ie (7.5)consecutive hours, exclusiveof a meal | employee shall be granted daysof rest on such days 35
period, betweenthehoursof 7 am and6pm. The normal | ar not scheduled 35 a normal workdayfo the
workweek shall beMondayto Friday inclusive. employee.

Notwithstanding anythingtthecontrarycontained in
this agreement, the implementationof any variation in
oursshall not result in any additional overtime work or
additional paymentby reasononyof such vriaion, nor
Shall be deemed to prohibit the rightof the Employer
to schedule any hours of work permited by the termsof
this agreement

General arable hours ofworkforday workers
8.01Forthe purposeof this article: 8.05 Compressed workweek
a weck shall consistofseven (7) consecutive days begining | Notwithstanding the provisionsof tis article, upon
3100:01 hours Monday and ending at 24:00 hours Sunday; | request of an employee and the concurrence of the
the dayisa twenty-four (24)hour periodcommencingat | Employer, anemployee maycomplete is weekly hours
00:01 hours of employment na period of ther than five (5) ful days

provided that over a period of twenty-ight (28) calendar
8.02 Employees may be required to submit monthly days the employee works anaverageof tiry-seven,
attendance registers; oly those hours of overtime and | decimal five (37.5) hours per week. As partof the
absences need be specified provisions of this clause, attendance reporting shall be

3



mutually agreed between the employes and the
8.03Daywork Employer. Ineverytwenty-ight (28) day period suchan
Except asprovided for n clauses 8.04, 8.05 nd 8.06: employee shal be granted daysof rest on such dys as
the normal workweek shall be Monday to Friday inclusive; | are not scheduled 5 normaworkday for the
an employeeshall be granted two(2) consecutive daysof | employee.

restduring each seve (7) da period unless operational | Notwithstanding anythingto thecontrary contained in
requirements do not so permit; this agreement,the implementation ofany variation in
the scheduled workweek shall be thirty-seven decimal five | hoursshll nt result in anyadditonal overtime work or
(37.5) hours; additional paymentby reasononlyofsuch vriation, nor
the scheduledworkdayshall be seven decimalfive shall be deemedtoprobit therightof the Employer
7.5) consecutive hours, exclusiveofa meal period, toschedule any hours of work permitted by the terms of
between the hours of 7mand 6pr; this agreement.
and
upon therequest ofan employeean theconcurrenceof |8.06Winter andsummerhours
the Employer, an employee may work flexible ourson a | Theweekly and dailyhoursofwork may be varied by the
daily bass so long 5 the dailyhours amount toseven | mutual agreementofthe Employer and the employee to
decimal five (7.5). alow for summer and winter hours provided the annul

total is not changed.
Terms and conditionsgoverning the administration of
variable hoursofwork for day workers
8.07 TheEmployer and th Institute agree thatfothose
employees to whom the provisionsofcauses 8.05 and
8.06 apply, the provisions of tis agreementwhich
species days shal be converted to hours. Where tis
agreementrefers toa “day, it hall be converted to
seven decimal five (7.5) hours, except in clause 18.02
(bereavement eave with pay), where a day meansa.
Calendar day. Whenevernemployee changes his
variable hourso no longer works variable hours, ll
appropriate adjustments wil be made.
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“tic hoursof work and shit work 5.03 Flexible hours
sou Thisclause does not applyto employees n the MD and
For the purpose of tis aide, wee shal consist ofseven.|DEGroups.

7)consecutiv days beginningt 0001 hours Monday and
‘endinga126:00 hours Sunday. Th dayisa twenty-four | Upon the requestofan employee andthe concurrence
(24) hour period commencingat00:01 hours of the Employer, an employee may workflexible hours
Clauses 8.02 10.807 donot apply to NU employeeson shift | onadaily basis so longas the dailhours amount to
work seven decimal five (7.5).
8.02 Hoursof wrk: general.
This paragraph does not apply t the DE, MD and NU 8.06 Compressed workweek
Groups. Notwithstanding the provisionsof this article, upon
The scheduledworkweek shall be tiry-seven decimal ive | request of an employee and the concurrence of the
(37.5) hours and the scheduled workday shall be seven | Employer, an employee may complete his weekly ours
decimal ive (7.5) consecutiv hours, exclusiveofameal |ofemploymentinaperiod of ather than ve (5) ful days
period, between the hoursof:00 amand 6:00pm. The | provided that over a periodof twenty-one 21) ora
normal workweek shall be Monday to Friday indusive. | period of twenty-eight 28) calendardays the employee
‘Subparagraphs () 0 (1) apply othe NU Group onl. works an averageof thirty-seven decimal five.
For employees engaged in non hit wor, the normal | (37.5) hours per week. As pat of the provisions ofthis
workweek shall be thirty-seven decimal fv (37.5) hours | clause, attendance reporting shall be mutually agreed
andthe normal workdayshal besven decimal ive between theemployeeand the Employer. In every
7.5) consecutive hours, exclusiveofa meal period, twenty-one (21) day period or in every twenty-eight
between the hours of6:00 3m and 6:00 pm. (28) day period such an employee shall be granted days
When normal hours, other than thse provided in of rest on such days asa not scheduled 25 2 normal
subparagraph 8.026) are in existencewhen this workday fo him.
agreements signed, the Employer, on request will consult
with the Institute on such hoursofwrk and in such Notwithstanding anything t thecontrarycontained in
consultation establish that such hours are required to meet. | this agreement, the implementation of anyvariation i
the ncedsofthepublic and/or the efficient operationofthe | hoursshall not result in anyadditional overtime work or

a



Service. Where normal hours ae 1 be changed so that hey | addtional paymentbyreason onlyof suchvariation, nor
are diferent rom those specified in paragraph 8.020), the | shalt be deemedto prohiit the ighofthe Employer
Employer, exceptin cases of emergency, wil consult in | to schedule any hours of work permitted by the termsof

‘advancevith the Institute on such hoursofwork and in | this agreement.
such consultation wil establish that suchhoursare
eauied to meet the needs of thepublic and/or the Implementationof this dause is subject oArie46
efficent operationofthe Service. variation inhoursof work).
Its understood that consultation may be held at the local
level andwil be referred the appropriate Employer and
Institute vel before implementation.
Within ive (5) days of notificationof consultation served by
either party, the Instituteshall ntiy the Employer in
writing of the representative authorized toact onbehalfof
the institutfor consultation purposes,
Whenoperational requirements permit, an employee shal
not be scheduled to work in excess offity-two decimal five
52.5) hours without at lasttw (2) consecutive days of
rest
‘Subparagraphs 1) to (i) applyto the DE andMDGroups
only.
“The norma hoursof wrk shall average thirty seven
decimal five (37.5) hours perweek over each our (4) week
period.Subject othe approvalof the Employer, the hours
of work shall be arrangedto sit an employee's
indiidual duties.
Areconcilation of oursof work wil be madeby the
‘employeeand the immediatesupervisor or each four
(6)week period. in computing thehours ofworkwithin the
period, vacation and other eaves of absencewill account

forseven decimal ive (7.5) hours per day.

«



Where operational requirements peri, the normal
‘workweek hall be Mondaythrough Friday.
This paragraphonyapplies to NO DIs in hospitals.

TC Fanaal TS oT Oay work arabhoursawork
‘Management(F)|The normal workweek shll be tity-seven decimal fue | 18.06The Employer and the Assocation agree that he

(375) hours from Monday to Friday inclusive, and the |followingconditions shall applyto employeesforwhom
normal workday shall be seven decimal five (7.5) variable hoursofwork schedules ae approved pursuant
consecutive hours, exclusive ofa lunch period, between th | to the relevant provisions of this agreement.
Hoursof 7am and pm. 18.07 is agreed tht the implementationof any such
Subjectto operational requirementsasdetermined rom | variation inhoursshall ot result in anyadditional
ime to time by the Employer, an employee shal have the | expenditure or cost by reason onlyof such variation.
fight to select and request fle hours between 6 m and
6pmand such request shall not be unressonsbly denied. | 18.08 Genera terms

“The scheduled hours of work of any day as set forthin a
18.02 An employee on day work whosehoursofworkre |wrk schedule, mayexceed or be less than the regular
hanged to extend beforor beyond th stipulated hours of | workday hours; starting and ishing times, meal breaks
7am and pm,aprovided in clause 18.01, and whohas | and est periods ae subject to the approvalofthe
not receiveda east fv (5 day’ notice in advanceofthe | Employer and the dally hoursofwork shall be
starting time of such change, shal be paid forthe ist | consecutive.
(10) day or shift worked subsequent to such change at th | For day workers, such schedules shall provide that an

rateofone decimal five (15) times the employee's hourly | employee's normal workweek shal average thirty-seven
rateof pay. Subseaquent days or shifts worked on the decimal five (37.5) hours per week ove the fe of the
revised hours shall bepad or at the saighttime rate, | schedule. The maximur feof aschedule shallbefify-
subjecttothe overtime provisionsof this agreement. two (52) wees.

‘Whenever anemployee changes the employee's variable
18.03 Notwithstanding anything tothe contrary contained | hourso no longer works variable hours, al appropriate
in this agreement the implementation of any aration in | adjustments will be made.
oursshall not result in anyadditional overtime work or
‘additional paymentbyreasononly of such variation nor
shalt bedeemedto prohiit th ightofthe Employer to
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Schedule any Fours of work permitted by the termsof ts
agreement

3 T301 The folowingapples to awyers 1 the (POL and 17
levels:
The normal hoursof work for lawyers shall average thirty.
seven decimal five (37.5) hours per week over each four (4)
week period. Subject tothe approval ofthe Employer, the
oursofworkshallbearranged to st a lawyer's individual
duties and opermit the lawyer to carry out his other
professional responsible.
In making arrangements for ours of work, lawyers wil be
permitted reasonableflexibly inthe times during which
they performtheirwork, includingarrival and departure
from the workplace, 0 enable them to balance work and
family responsiviltes.
The normal workweek shal be Monday trough Friday,
xcept where a lawyer i required owork on what would
normaly bea day ofres or paid holiday in oderto carry
out his or her professional responsible.
Where the Employer requires 3 lawyer to be avallable in
standby during ofduty the lawyer shall becompensated at
the rate of ane half (1/2) hour eave with payfo each four
(6) our periodor part thereof for which the lawyers
ecuired 1 be onstandbyduty.
Alawyer required by the Employer o be on standby duty.
shll be availble during is o her periodof standby ata
known telephone numberand be availableto return for
dutyas quickly as posibleifcalled.
Whenalawyer requiredby the Employer tobe on standby.
duty is called bck oneormore times during any given
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eek he over wil receive, n 300Iom & Praga 0)
above, four 4) hours of eave.
In requiring lawyers for standby, the Employerwil
endeavour to provid for the equitable distribution of
standby duties.
Nostandbyor callback compensation eave shall be
ranted if lower is unable to report fordoty when
required.
Leaveunder thisarticle canbe carriedover but must be
used bythe end of the nxt fiscal year.
Nothing inthis article i intended to prevent layers from
Having access tothe Employersexistingpoe respecting
alternate work arrangements, including compressed
workweekjob sharing, teleworkselfunded leave and pre-
retirement wansiion eave.
Lawyers wil submit such attendance and timekeeping
reports as may be requiredby the Employerorthe
purposesof tis article.
13.02 Th following pies to lawyers atthe 9-03 and 9.
04 3nd LP.0S levels.
‘The normal hours of work for lawyers shall average thirty.
seven decimal five (37.5) hours per week over each four (4)
week period. Subject tothe approvalof the Employer, the
oursofwork shall bearranged to suit a lawyer's indus
duties and o permit th lawyer to carry outhisor her
professional responsibil.
In making arrangements for hours of work, lawyers wil be
permitted reasonableflexibly inthe times during which
they performthei work including arial and departure
from the workplace, to enable them t balance work and
family responsibil.
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The normaworweek snl be Monday Trough Fda,
xceptwhere a lawyer is required toworkon what would
normally be a dayof rest o a pad holiday in oder to carry
out his or her professional responsibles.
Where the Employer requires a awyer to be avallable in
standby duringoff duty, the lawyer hal be compensated at
the rateof one half (1/2) hour eave with pay foreachfour
(6) our periodor part thereof for which the aweis
eauied tbeon standbyduty.
lawyer requiredby the Employer to be on standby duty.
shall be available during iso hr periodof standby ata
known telephone numberand be avaiable to return for
dutya quickly s posibleifcalled.
Whena lawyer required by the Employer tobe on standby.
tyi called back aneormoretimes duringany given
week, the lawyer wil receive, in addition to paragraph (0)
above, four (4) hours o eave.
In requiring lawyers for standby, theEmployerwill
endeavourto provideforth equiable distribution of
standby duties.
Nostandbyor callback compensation leave shall be
granted fa lawyer is unable to report fordtywhen
required.
Leaveunderths artic canbe caredover but must be
used bythe endof the nextfiscal year.
Lawyersar eile for management leave with pay, as the
delegated manager considers appropriate. An exampleofa
Situation where such eave may be granted is where lawyers
are required toworkexcessive hours.
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Wanagement eave with pay granted under a) above can
becarried ove nto the ext fiscal year, and is to be used.
withinsx (6) monthsof being granted.
Lawyers wil submit such attendance and timekeeping
reports as may be requiredby the Employerfor the
purposesof tis article.
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Message for Directors in team meetings — Explaining the position assessment
process

Scene-Setter
+ Now that GAC HQis transitioning to a hybrid model, d like to take this opportunity to

explain the process.
« Itsimportant to emphasize that we are not going back to pre-pandemic business as

usual. The transition to hybrid is really happening, across the entire department.
«(Ifapplicable) But we also cannot sustain the level of work-from-home that many of us

have grown accustomed to. The Deputy Ministers have been clear that they want and
expect an increase in presenteeism across all branches.

«This transition i truly historic, and its quite remarkable how it is propelling our
organization into the 21st century. I'm excited about it, because hybrid really does offer
the best of both worlds — we'll have greater flexibility, while til bringing us together to
work and deliver as a unit.

«As we consider an optimal hybrid set-up for our team, we should focus on how to
harness the days that we are in together, to work collaboratively, and to support those
colleagues who are in the office and need to come in. We'll soon be developing a team
charter, which will help define some of these aspects going forward.

The position assessment process
+ Whatis the position assessment process, and what will it mean for each of you, and for

us as a team?
+ What we have heard across the department is that employees want consistency,

transparency, and coherence in developing hybrid model. So, the Department
developed a special tool, called the Position Assessment Tool (PAT), designed to do just
that. It provides a set of criteria against which to evaluate all positions as fairly as
possible to establish the degree of flexibility possible for each position.

«All non-executives positions across the Department have been assessed using the PAT.
By now you each should have received your recommended number of days you will be
asked to come into the office.

«After today's meeting, Deputy Directors will schedule one-on-one conversations with
each of you. That will be your opportunity to discuss the PAT results and raise any
concerns you might have as relates to your personal circumstances.

«After that, we'll review at the divisional and bureau level to ensure coherence and
consistency in how the tool has been applied. If there are any significant inconsistencies
or outliers, we may need to come back and take another look at how we are applying it
in this division.

3
aonsso



+ We understand that someof you will have personal or professional considerations that
maybebest served by a shift in the number of days you are expected to be intheoffice.
Please raise those with your Deputy Director. We need to ensure that organizational
needs are met, not just us as a division and bureau, but as an organization as a whole,
and therefore cannot guarantee that every request will be accepted. However, | assure.
You that and the management team will do everything we can to make sure everyone
thrives in this new model.

«Since the PAT is objective and based on operational needs, our goal is to use that as the
start of the conversation. The PAT is one element of the broader framework. But of
course, team factors and individual circumstances will be considered too, and that is
why the framework includes various different elements (the position, theteam, the
individual). Some deviation from the PAT’s recommended results will be necessary and
is expected.

«These first few weeks will be a learning process. But once everyone in our unit has
established the number of days they will be working in the office and from home, | am
confident that we will fall into a rhythm and we'll ll benefit from the greater
predictability that wil result

Organizational Need
An important thing | need to emphasize is that while flexibility is important to all of us,
delivering results for our organization is paramount.
‘The work we do at GAC fluctuates throughout the year, and is responsive to global events and
developments. What that means is thatwhen we as a unit need to sprint or require surge
capacityovera given period,yourpresence in the office may be required regardless of each
Youragreed number of in-officedays.
Examples of situations where organizational need might drive greater onsite presence from the
team are:

© Ahighlevel visit, event, trade negotiation or summit
© An election, natural disaster, or humanitarian crisis in thecountry/region covered
© A regular busy period, such as the end of fiscal year
© Ahigh numberofabsences on the team, such as due to ness or travel

«Likewise, during slow periods (e.g. summer holidays), managers and employees may
wish to establish informal arrangements with more work-from-home days. (There is no
system to “bank” work-from-home days as one might bankovertimehoursor sick days.)

«In other words, the agreed numberofdays that you will work from home or in-office
may not remain constant for every week of the year, and must yield to operational
requirements. Managers will do theirbest to provide as much advance notice as
possible whengreater on-site presence is required.
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«The bottom linei that there must be flexibility in how we interpret the results to
ensure operational needs are met.

«(Optional ~ addtional detail) HWD is developing a new telework agreement module in
HRMS which is very user-friendly and easy to modify, similar to employees submitting
leave requests. Once an employee establishes an agreed numberof days, he or she will
be asked to enter the information into HRMS. The objective of that tool is to ensure that
managers have visibility over the work location of their employees, such as for space
planning purposes.

Messages for Managers in individual meetings with employees

«(Ifapplicable) You will have received the email with the result of the Position
Assessment Tool (PAT).

« Idlike to usethis opportunity to hear from you in a one-on-one setting to discuss how
many days per week you will be expected to work in the office.

«The objective of the PAT is to provide an objective evaluation of tasks applied
consistently across the whole Department.
However, we want to make sure that individual circumstances are taken into
consideration to the extent possible, because work-life balance, mental health, and
professional development arenot just buzzwords— they really matter.
We (at GAC) have been given an opportunitytodesign schedules and work routines that
‘work for our team and each member within it. This is quite unique, as many
organizations are simply returning to pre-pandeic postures, or mandating a minimum
number of days in the office for every employee. At GAC, we've designed a unique
mode that can be tailored to individuals and positions.

= We have all seen the benefits of working from home. However, the Deputy Ministers
have asked all managers to increase presenteeism in the office across the Department.
We need to show the Deputy Ministers that we can make this model work and continue
to deliver excellence.
With that in mind, let's talk about your PAT result.
 1want to hear from you. Are you comfortable with the assessment? If not, why not?

© What factors in your individual circumstances do you think need to be
considered? (see section 9 of the Manager's Guide)

© Thinking aboutyour career goals, are there professional development
considerationswe should consider? (see section 8 of the Manager's Guide)

«Caveat: | cannot guarantee that everyone on the team will receive the exact degree of
flexibility they desire, but | will try my best to ensure that everyone thrives in this new.
model.
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(After conversation)
«As you know, ll be having similar one-on-one conversations with each members of the

team.
«Iwill need to reflect on each employee's needs, and consider each work arrangement in

the context of the broader team.
«After that, | will get back to you, and will be happy to sit down with you again if it would

be helpful.

Potential scenarios between manager and staff following PAT results

You should be clear in your meeting that you, as a manager, and the Department do not yet
have all the answers on the best way to implementa hybrid model but that you are committed
to sharing all the information you have. Reinforce that this is an iterative process and that
approaches will be refined as we move forward.
‘The scenarios below are illustrative of some conversations managers may have with their staff;
they are not exhaustive. They have been included with the aimof providing managers with a
consistent lens through which to consider certain circumstances. Managers retain the authority
to determine what is best for their team.

Scenario 1
Junior members of the team have a recommended outcomeofmore days on site than their
supervisor, for example, 3 days for the junior employees and 2 days for the supervisor. The
manageris unsure how to deal with the discrepancy — increase the number ofdays for the
supervisor or decrease the numberofdaysforthe junior employees. The supervisor does not
want to come into the office more days than the tool recommended.

The manager should ask the supervisor to considerhow their in-person presence can
positively contribute to on-boarding, mentoring and fostering team cohesion. Junior
employees would benefit from having more senior officers on-site for operational
needs, knowledge transfer and hands-on learning. Giventhe full team considerations, it
is recommended that the supervisor increase the number of days to match the junior
employees.
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Scenario 2
The employee lives in the NCR but wants to teleworkfull time because they live with someone.
who is immunocompromised (or they are immunocompromised themselves) and have expressed
fearofbeing exposed to the virus.

«The department puts the health and safety of employees frst, as it has donesinceday 1
of the pandemic. During this timeof transition to the hybrid model, the manager should
consider whether they can meet operational needs with the employee fully teleworking
offsite and the impact it may have on the team. In situations with
immunocompromised individuals, flexibility should be afforded where possible. tis
recommended that the manager and employee lise with the Labour Relations Centre
of Expertise for further guidance on accommodation requests.

Scenario 3
One of the employees has cited caregiving responsibilitiesfor a family member as the reason for
requesting full-time telework. They do not want to come into theoffice for the recommended
numberof days because it would be too difficult to manage caregiving responsibilities with on-
site requirements, even on a hybrid schedule. The employee is a single parent with multiple
young children and has been fully performing theirjob.

«The manager should beginbydiscussing how the hybrid arrangement stil provides
flexibility to the employee as itis a departure from the traditional 5 days per week on-
site, and that this early conversation is meant to provide sufficient time to employees to
make arrangements to be able to return to the workplace. The manager should discuss
with the employee how further flexibility could be implemented. For instance, the
manager may wish to look at the collective agreement of the employee to determine
‘what options are available, such as flexible hours or a modified schedule, should that be
feasible from an operational perspective. The manager should also confirm that the
employee has child care arrangements in place. In making their decisions, the manager
should consider the operational impact and optics for the other team members. Given
the high performance of the employee,allowingflexibility in this case could be
recommended.
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Scenario 4
An employee that identifies as a member ofa marginalized population has expressed their
hesitation to come into the office because of the struggles they have experienced by being
onsite, and do not want to be faced with situations that may impact their mental heath
negatively, such as microaggressions.
«The manager should take the time to listen and provide ample space to understand the.

experiences of the employee. These conversations can be difficult to navigate but
approaching the conversation from a place of empathy and embracing the concepts of
intersectionality (please refer to the Manager's guide for GBA training/more
information) can help to navigate the conversation in a constructive and respectful way.

«Asa manager, you understand that these are systemic, deep-rooted issues, and a way to
tackle these systems of inequality and oppression is to continue to champion diversity
(and diverse leadership) in the Department. The value of increased visibility by being
onsite would not only benefit the employees career by broadening the opportunities
for greater connection, but also contribute to a more diverse and inclusive Department.
“This is an opportunity to ensure the Department s representative of the diversity of our
staff and population. Ensure that you as a manager understand that representation
does not always mean empowerment.

«Asa manager you have an opportunity to commit to ensuringa safe, equitable and
inclusive workplace by offering mentorship, opportunities for growth and equally
important, to listen. You can communicate this to the employee. Well-being comes first
nonetheless and if the agreement is for less day per week, it's important to ensure you
have provided a space to listen and show the benefitsofbeing onsite.

Questions & Answers that may arise in manager-employee conversations

Responsibility for completion and timelines
Do the conversationshave to happen before the endof August? Is that a hard deadline?

No, this is not a hard deadline given rotation and summer holidays. However, we
encourage these to happen sooner than later to facilitate a smoother transition to
hybrid for al staff and reduce uncertainty for employees. The department is
transitioning to the hybrid mode in September and employees need to be given
sufficient time to make appropriate arrangements.
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‘What if | am just returning from post in August and going into a new manager role? | won't
have enough familiarity with the positions/employees | manage yet to answer these
questions.

«itis encouraged for you to have an open conversation with staff, use the PAT results as
reference, and have a discussion withyour director (or DG). It s also strongly suggested
that you discuss this withyour predecessor in the context of the handover.

1am leaving mydivision s00n (e.g. given the rotation cycle). Should I still have this
conversation or wait for my successor to have it?

«The current manager could stil inform the employee of the results of the PAT but the
final decision for on-site presence may rest with the new manager, or current director. It
will still be useful for you to provide your views to your successor.

1am acting Deputy Director for a limited duration (e.g. 4-6 weeks), should | be holding these
conversations?

«Consider asking thedirector to hold the conversation or wait until the regular manager
returns.

1am acting Deputy Directorfor a longer periodoftime (e.g. parental leave) but | remain at
the substantive levelof the employee. How do | reduce any potential tensions (e.g. is it fair
for me to assess their individual circumstances). Can | wat until the regular manager is back
from leave before having this conversation?

You can raise this with your Director and request that they schedule the conversation
with the employee, with your input.

How much grace period is there between the conversation/agreement with a memberofmy
team andfor them to come into the office?

«Given holidays and rotation, it is understood that there may be some transition period,
but the majority of employees would be expected to implement their new arrangement
as soon as possible after Labour Day.

‘What if my employee expects his/her personal circumstances to change in the next 1-4
months (e.g. cannot find a daycare spot, waiting for a vacancy in a care facility for elderly
parent)? Can they postpone this conversation until then?

No. tis best to have these conversations now to provide clarity to the employees,
manager and wider team given the current context. When the circumstances change,
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reschedule a conversation and reevaluate to determineif a change in posture is
required.

Difference of opinion on the results from the PAT
‘The employee has been in their role fora long time and feels that they are best placed to
assess how much of their duties can be done from home vs.in the office. As a new manager, |
am unfamiliar with our team's work. What should 1 do?

«tis recommended to adhere to the recommendations of the PAT to the extent possible.
twas developed to provide coherent and consistent assessmentof on-site:
requirements, regardless of the individual in the position. Manager-Employee
conversations regarding personal, professional and team needs should all be considered
in determining what on-site presence is required for each individual. You can also seek
the advice of your Director or Deputy Director colleagues.

Oneof the membersofmy team says she will leave the Department if | do not offer the
flexibility they want. What recourse do | have?

«Schedule a follow-up conversation to talk through the circumstances of the employee,
understand why they feel this way, grounding the conversation in empathy. Likewise,
and inthe interests of faitess to al staff, the PAT results are also meant to serve as a
guide for the conversations to strike a balance between employee circumstances and
theneeds of the team. You need to ensure that the team can meet its mandate. The
ideali to find a common ground.

‘What if | disagree with the agreement reached betweenmy predecessor and a member of my
team?

«Have a new conversation with the employee, ground the conversation in empathy and
find a mutually amenable solution that serves the interest of the employee and wider
team. Make sure the change in posture is not about your preferences as a manager but
focused on the needs of the team.

A colleague in another Division is doing the same work as | am, but they have to work less
hours onsite, how is that fair?
«The position assessment tool is a vehicle for a consistent and coherent approach to

assessing on-site requirements of a position. Layered onto that are manager-employee
conversations considering personal, professional and team needs. The job description of
some employee may be the same, but when considering the variety of other
circumstances and operational requirements, on-site presence may differ.
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Deviating fromtheresultsofthe PAT
Can I ask my team to come on-site full-time or more than the recommended number of days.
from the results of the PAT and the agreement with the employee?

«There may be situations where on-site sprint work is needed by the team such as a high-
level visit, preparation for an event, crisis abroad or others. Operational requirements
maysupersede the agreement in order to meet the needs of the team and department
in delivering its mandate. The PAT wasalsodesigned to look at a position without
considering the broader team or individual in the position; therefore once the manager
considers the full picture, they may need employees on-site with greater presence given
several factors.

Can an employee accumulate “extra days” they were asked to be in the office (that went
beyond what was agreed upon with management) for future use or say the week after?

+ No, the flexible work arrangement is not designed to accumulate days on and off-site,
but rather provide a consistent presence for employee and manager predictability.

If the PAT indicates that most of the positions in my division should be 2 days a week in the
office, as the manager, do | have the flexibility and discretion to determine that 1 day a week
for certain positions will be sufficient for our operational needs at this time?
Its strongly recommended to adhere as closely as possible to the PAT results. However, there:
are situations where the managers may have a good rationalefor deviating lower. These will be:
validated at the bureau level for approval prior to implementing the flexible arrangement

Commuting concerns
Different members from my team have very different commuting experiences, can | reassign
duties that require onsite presence to those whose commute to the office is easier (or prefer
to be more days in the office), and reassign duties that can be done best from home to those
who'd like to be offsite?

«itisyourdiscretion to shuffle roles and responsibilities in a way that applies equitably to
all and does not negatively impact those who live closest to the office. In doing 50, you
should ensure that all team members are on board with this approach, and it does not
create animosity between colleagues.

Can the employer cover the added expenses | now have to incur because of being onsite (e.g.
time, commuting, transportation costs, lunch)?

Under regular operating circumstances, no, covering these expenses will not be:
possible. Expenses will only be covered in-line with collective agreements.
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Health and safety
Will employees be expected to "make up for ost days in presence/at office, when they may
stay home due to cough/cold?

No, employees can take sick leave as it has always been the case and there is no
expectation to “make up” for onsite days.

Broader questions on the rationale to implement hybrid and onsite presence
‘Why are we starting hybrid now, when COVID remains a risk?

«The health and safety of employees will always be paramount. With increased immunity
from vaccination and public health measures in place, we feel ready to move to a hybrid
model. The Department now has measures in place to implement full remote work in
the event there is another public health criss.

«While the pandemic is not completely behind us, we also need to start building towards
the future workplace we want at GAC, and the Departmenthasdetermined that for
positions in Canada, the hybrid model blends the best of both worlds: the in-person
presence needed to deliver on our mandate as an organization, and the flexibility we
benefited from during the pandemic.

«For parents with young children, having these conversations in the lead up to
‘September is useful to coincide with the school year, as many employees might need to
make childcare arrangements.

An employee asks what the benefits are of being onsite
1. Harnessing teamwork-GAC's success i based on us working together effectively. The

best teams are the ones built on trust, camaraderie, respect and openness. While digital
platforms have provided us with different ways of connecting, and we should continue
to maximize these tools, coming together in person is a key building block of building
community and teamwork.

2. Promoting the growth and development of our employees ~ We want a workplace that
supports personal and professional development through mentoring, hands-on learning,
teamwork and performance management. There are clear benefits to doing these:
activities in person.

3. Facilitating day-to-day work-This includes solving complex, multi-faceted problems,
providing timely feedback and being there for each other. These things that we all do on
a daily basis—and have somehow managed to continue to dovirtually—come much
more naturally in person.

2
aonsse



‘What are other departments doing? Some departments are rigid, but | have also heard of
many who are allowing as much more flexibility to employees.

«Departments have taken into accountdifferent approaches to hybrid work, butso far no.
‘overarching decision has been made by Treasury Board for the entire Federal
government. For GAC, the PATi part of a broader assessment process. Asa foreign
ministry, we don't neatly fit the mould of most public service organizations. For many of
us, our clients and interlocutors are all over the world, our corporate services are closely
engaged in the delivery of our mandate, and we report to three ministers. The breadth
and scope of our various business lines mean that there were many types of situations
to consider in developing the Hybrid Assessment Framework.

Other questions
Iwas recently promoted, and this is my first time managing. Is there any training available to
meto help manage a hybrid team?

«The Manager's Guide and addendum have been developed by DMEX to assist managers
with employee conversations and with considering individual, professional and team
considerations. In addition, DMEX is working with CFS! to organize training sessions in
the Fall for deputy directors who were unable to attend the sessions in the Spring.
There s also an MS Teams Chat for managers to have the safe space to ask questions
and learn from peers who are also navigating this transition.

‘Who will enforce office presence? Will the department track our Pass swipes?
«Managers are responsible for knowing wheretheirstaff are working each day as part of

the occupational health and safety requirements. The Department is using entry data to
geta senseifwe are working in a hybrid mode and setting ourselves up for successful
implementation into the new environment. The Department is not tracking if individuals
are coming in as per their agreement, but managers should be working with their team
members to ensure implementation to hybrid.

B
anno



How to have a meaningful conversation in uncertain times: the coaching approach

For most of us, returning to the workplace comes with its share of concerns, uncertainties and
fears. I'sanew transition that will once again require us to demonstrate resilience and
adaptability. As managers, you playa key role in ensuring that this new transition is a success.
It's your responsibility to provide employees with guidance at a pace that suits them and helps
them navigate the stages of the transitionduring this period of change. Although each person
will experience the transition differently, the stages are quite similar (The Scott and Jaffe
Change Model).

1. Denial: Acting as if nothing has changed by focusing on the past.
Needs: Information and clarification on the changes to come and time to understand and
accept them.

2. Resistance: Displaying behaviour or attitudes that demonstrate a refusal to support the
proposed change.
Needs: To be heard, to voice disagreement and concerns, but also to be reassured and
convinced of the change’s benefits.

3. Exploration: Showing openness and enthusiasm to implement the change and innovate,
despite concerns.
Needs: Actions/results, time for tral and error while being supported, equipped and informed
of progress.

4. Commitment: Accepting and incorporatingthe change.
Needs: Reinforcement, autonomy, acknowledgement and time to reassess the change and
modify needs.

Even though changes are tough, and each employee experiences the situation in their own way,
the stages of the transition can provide an opportunity to prepare for meaningful
conversations, despite the anticipated challenges. Now more than ever, managers need to
apply the principles of empathetic leadership during conversations withtheir teams.

What are the key elements of preparing for a meaningful conversation with your employees?

Displaying empathy: Empathy i the ability to put yourself in someone else's shoes, understand
their emotions, thoughts and feelings, and give the person validation. Empathy is the ability to
listen without judging and without downplaying the situation or redirecting the conversation to
Your own experiences.
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Listening and being curious without judging: Don't condemn actions, thoughts and feelings by
having preconceived ideas and attaching labels.

Being open and supportive: Encourage and support positive behaviour and innovation through

tril and error

Guided conversations inspired by the GROW coaching and mentoring model

“The GROW model is usually used in one-on-one coaching conversations, but it's been adapted

to be used in group conversations on the same topic. You can use this model as a framework

for your group conversations by basing them on GROW's 4 components:

Goals Reality ~~ Options Will

© = ? =

= >

To help you prepare for your conversations, we've defined each component of the GROW

model and provided an example and an approximate amount of time for each one. This will
help to better guide you based on your team’s needs.

(Goals): Wht are the goss of your conversation or meeting?
Example: As a team, finding ways to change our work practices during the return to the

‘workplace.

Portion of meeting time required: 10%

R(Reality): What's the current situation for each of your employees?
Example: What is your biggest challenge at the moment?
Portion of meeting time required: 15%

0 (Options): What options do your employees have?

Example: Given the current situation, what needs to be reinvented? What are your main assets

a his difficult time?
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Portion of meeting time required: 60%
*This component is especially important because it allows you to explore innovative avenues.

‘W (Will): What will each employee do, try or change next in order to move forward in the right
direction?
Example: What did you learn today that will help you deal with the current situation? How can |
support you?
Portion of meeting time required: 15%

End the conversation by thanking employees for their participation and reiterating that you're
available to support them or continue the conversation with each of them individually
Each employee's ability to adapt and be resilient is different. Everyone will go through the
stages ofthe transition at their own pace (1-denial, 2-resistance, 3-exploration, 4-commitment),
and this model mayhelp you establish a framework for meaningful group or one-on-one
conversations.

You can contact conflict management services (2IBR) for personal support or for support with
Your teams. We encourage you to check out the Workplace effectiveness intranet page to learn
more about the services offered.

Sources:
Canada Schoolof Public Service. Finding Opportunities in Challenging Times: Guide to
meaningful conversations: A Coaching Approach
Canada Schoolof Public Service. Leading with Empathy Through the Easing of COVID-19
Restrictions
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Fox, Jason

From: Carter-Whitney, Ben
sent: Friday, August 12, 2022 5:08 PM
To: Hardy, Elizabeth
ce Murphy, Lauren; Kakisingi, Rissa; Walton, Christine; Fox, Jason; Smith, Emily Bledig, isa

Subject: Hybrid Work GBA Plus Workshops - Update and Dralt Report
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Hiliz,

Jason asked that we give you an update on the GBA Plus workshops that were conducted in partnership with WAGE
throughout the month of July, and offer you a chance to review the current draft of the report we've put together based
on those sessions.

Here's a SharePoint link to the draft report for your preliminary review. This was developed based on what we heard in
the sessions, and on the research andpreliminaryobservations that we had put togethergoing into the workshop.
sessions.

The report is currentlyout with workshop attendeesfortheir validation and input. We'llalsobe sharing with our R&E
team next week for awareness. Our hope is to get all input back by the end of next week so that we canfinalizeths
document and bring it to ADM Flex in early September. From there, we are developing a communications approach to
publish the report and share it with departmentsand beyond. This could reasonably happen by late September or early
October, depending on when we go to ADM Flex and what we hear from them.

While work on this file (and on the report) is still very much ongoing, we wanted to give you line of sight into where
things sit. Please let me know if you'd ike to set up a briefing to further discuss the process to date or next steps.

Thanks!
Ben

Ben Carter-Whitney (he, him, i)

Program Advisor, Research and Strategy
OfficeoftheChief Human Resources Officer
Treasury Board of Canada Secretariat/Government of Canada
ben carter-whitney@tb-sctgc.ca / 613-293-8130

Conseiller en programmes, Recherche et stratégies
Bureau de la dirigeante principale des ressources humaines.
Secrétariat du Conseil duTrésor du Canada/Gouvernement du Canada
ben.carter-whitney@tbs sctgc.ca / 613-293-8130
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Fox, Jason

From: ‘Gareau, Denise (FEGC/WAGE) <Denise Gareau@fegc-wage gc.ca>
Sent: Friday, August 19, 2022 1:55 PM
To: Fox, Jason
ca Chultem, Myagmartseren (FEGC/WAGE); Nadeau, Julie (FEGC/WAGE); Bureau de Ia DG

Recherche, Résultats et Livaison/ DG's Office - Research, Results& Delivery
(FEGC/WAGE); Carter-Whitney, Ben; Smith, Emily; Corinald, Beverley

Subject: WAGE Feedback on OCHRO's GBA Plus Workshops Report- Aug 11 - EN (002)
Attachments: GBA Plus Workshops Report - Aug 11 - EN (002).docx

HiJason,

Attached are WAGE's comments on the latest version of the workshop report. The feedback does not pertain to the
content, which is good and really comprehensive, rather there are a few suggestions to make the key messages more:
visible because the document is bit complex— thoughta few text boxes, summaries and/or key recommendations
might help in that regard (see attached).

Iwas also wondering if there were more discussions about next steps? We had thought about some upcoming meetings
of the ADM Comittee but | don't thinkwelandedon a date. Any insights on that would be appreciated.

By the way — great job on the report it has some great stuff init.

Have a great weekend,

0

Denise Gareau

Directrice, Directiongénéralede la recherche, des résultats et de la vraison
Femmes et Egalité des genres Canada / Gouvernement du Canada
denise gareau@lege-wage.gc.ca / Tél + 819-938-1132 / Tel, cell + 343-642-2284.

Director, Research, Results and Delivery Branch
‘Women and Gender Equality Canada / Government of Canada
denise gareau@legc-wage.gc ca /Tel 819-938-1132 Cell: 343-542-2284
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Administrative Tribunals Support Service of Canada

Profil hybrides des ministéres
Situation actuelle : Veuillez fournir un bref apersu des plans hybrides de votre ministére pour I'automne 2022.
Nous comprenons quelesministresen sont 3diverses étapes de planification et de mise en ceuvre, et que les
plans continuent d'évoluer. i information n'est pas disponible pour certaines des questions, veuillz Iindiquer
et fournir une estimation si possible.

Nom et taille de
Forganisation Nom de Forganisation : Services canadien d'appui aux tribunaux

administratfs (SCOATA)

Nombre d"employs: 630

Votre organisation a-t-ele des bureaux régionaux?

oui

Vos bureaux régionaux sont.ils des espaces de coworking GC ?
Non

Evaluations des postes | Est-ce que votre organisation a évalué la compatibilié des postes avec le
travail hybride?
Uexercice d'évaluation de la flexibilité des postes est présentementen
cours et devrait étre complété ic la fin du mois de septembre.
Dans Ieffirmative,
Quel pourcentage des postes ont été détermins comme étant des postes.
ois les employés doivent étre présentsau bureau3 temps plein?
Les données ne sont pas encore disponibles. Cependant, i est attendu que
Ia majorité des postes seront éligibles au télétravail la plupart du temps.

Quel pourcentage des postes ont été déterminés comme étant des postes.
compatibles avec le travail hybride, oi les employés peuvent consacrer
une certaine partie de leur temps au télétravail et doivent travaillr sur les
lieux le reste du temps?
Les données ne sont pas encore disponibles. Cependant, i est attendu que
Ia majorité des postes seront ligibles au télétravail la plupart du temps.

Quel pourcentage des postes ont été déterminés comme étant des postes.
compatibles au télétravaila temps plein?
Les données ne sont pas encore disponibles. Cependant, il est attendu
qu'une grande proportion des postes seront ligibles au télétravaila
temps plein
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‘Quelles considerations ontétéappliquéespour déterminer un poste
entiérement éloigné (par exemple, embaucher a lextérieur du RCN,
pénuries de compétences, considerations relatives la diversité et a
Tinclusion, etc.)

Uexercice d'évaluation de la flexibilité des postes n'offre pas aux
gestionnaires la possiblité d'évaluer un poste comme étant « entidrement
éloigné ». Les gestionnaires ayant des postes dont les tiches peuvent étre
faites entiérementa distance pourront déterminerau cas par cas les.
situations oi 'embauche d‘employés3Fextérieur de la région d'affection
habituell fait dusens du point d'un vu opérationnel

En ce moment, est-ce que votre ministére effectue la mise3 essai” d'un
ou de plusieurs modéles hybrides ou d'autres aspects3Fappui de la mise:
en ceuvre du travail hybride?
oui

Sivous avez répondu non, veullez expliquer pourquoi?
Dans affirmative:
Surquoi porte la mise a essai de votre organisation?
Le SCDATA pilote a eure actuelle un modéle de travail hybride flexible
ois choix du lieu de travail est déterminé par lesbesoins opérationnels
(besoins du poste et besoins de Iéquipe). Les préférences deseront
également pris en compte lorsque possible.
Quel est lecalendrierde la mise a essai?
Septembre 3 décembre 2022
Quel pourcentage des employés participent?
100%
La participation est-ell facultative ou obligatoire?
Facultative

De quelle fagon les données sont-elles recueillies?
Un sondage auprésdes employes sera lance dans les prochaines semaines.
Des consultations avec les gestionnaires et les communautés de pratiques
auront lieu.Deplus, un comité composé de tous es membres de fa haute
gestionainsi qu'un groupe de travail ont été mis surpieds avec comme
‘mandat détabli a direction et lesoutils pour le futurdu travail. Cette.
structure permet dediscuter des orientations et prendre des décisions sur

lesdifférents aspects du dossier et de la maniere dont celles-i seront
‘communiquées au reste de organisation.

Quelles mesures de résultats votre organisation utiise-t-elle ?

Les indicateurs des résultats désignent les aspects des résultats de la mise
& Fessai qui éclaireront les décisions futures. Dans le but d'orienter nos
activités de mise  Iessai du travail hybride & Iéchelle du gouvernement,
nous voulons en savoir davantageausujetdece quiest important pour es
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organisations. En voici quelques exemples Io dversité et Finclusion, la
santé mentale, lo rétention des talents, Fintégration, fa cohésion sociale.

Les indicateurs de résultats pour la mise essai du mode hybride pour
le SCOATA sont :
eficacite
inclusion et la cohésion sociale
Le bien-étre:

Etes-vous intéressé & vous oindre & initiative d'expérimentation * Hybride
en boite "du BOPRH ?

Notre organisationa eu des conversations avec Féquipe du BOPRH au
sujet de cette initiative. Le SCDATAa conclu quill ‘avait pas une masse
itique dremployes suffisamment grandequi accéde aux espaces de.
travail pour irrdes données concluantesdu sondage du BOPRH...

Dans affirmative, veuilz fournir le nom d'une personne-ressource :

Modeles brides, Votre organisationest-elle passée3 un modele de travail hybride?

oui

Maintenant, combien de jours les employes travail entiérementa
distance durant a pandémie doiventis venir travail au bureau? Si votre
organisation teste plusieurs moles, indiquez-en autant que possible:

Une fois par mois ou moins.
O'una tris jours par mois
Un jour par semaine
Deux jours par semaine:
Trois jours par semaine
Quatre jours par semaine
Cing jours par semaine (a temps plein)
Ne sapplique pas On na pas indiqué aux employés quis devaent
travaille sur les lieu de fagon régulére
Diférentes exigences en fonction de emplacement des employes
Autre : Différentes exigences en fonction des besoins opérationnels.

Sivous avez slectionné plusieurs moles hybrides ci-dessus, veullez
inclure des informations supplémentaires sur les modeles que vous
testerezet sur la maniere dont is appliquent 3 ensemble de votre
organisation

Comment choisiton les jours os Femployédoit travailler au bureau?

wore
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Les employds choisissent eux-mémes es jours ou ls veulent travaille sur
le lieu de travail.
ily a des jours d'équipe ois tous les employs de I'équipe doivent travailler
aubureau.
Une combinaison des réponses a) et b)
Autre:
De quelle fagon votre organisation a-t-ele choisit les modeles hybrides?

Evaluations des profil des poses.
Emplacement des employes (es employes de la RCN travaillent au bureau)
Précédent établi par d'autres organisations gouvernementales
Mobilisation des employes /Exercices de chartre d'équipe
Autre: Embauche d'une firme externe responsabledetenir des
consultations a Fnterne et avec lesclients du SCDATA (es tribunau) sur
les modeles de travail qui seraient priilégiés en post pandérmie.

Votre organisation a-t-elle adopté une perspective de FACS lorsque a
choisi les modeles de travail hybrides?

Une analyse est en cours et sera complétée d'ici a fin de a période de
mise a essai.

Biens immobiliers et | Quelle est la configuration actuelle de votre milieu de travail?
technologie Le SCDATA compte sept eu de travail certains ont une configuration

traditionnelle soit descubicules assignés qui seront dorénavant non
assignés,et d'autres seront reconfigurés enmilieude travail axés sur les
activités (ABW).
Votre organisation a-t-elle envisage de créer davantage d'espaces de
travail collaboratifs et/ou de salles de conférence pour mieux facilter les
réunions hybrides ?
Oui, le SCOATA examine les possibiités afin de convertir certains de ses
spaces traditionnelles en des espaces collaboratifs.
Envisagez-vous de réduire I'encombrement de votre bureau ?
Oui, Ia majorité espaces ont dépersonnaliséset désencombrés afin
ouvri les espaces a qui compte désire y accéder.
‘Avezvous investi dans des technologies pour vous adaptera un
environnement hybride ? Par exemple, a technologie des réunions dans
les alles de réunion, les systémes de réservation en ligne du lieu de
travail, ete.
oui
Si oui, veuillez énumérer : caméras dans salles de réunion et es salles
audiences, stations d'accueil universelles,systéme de réservation en
ligne de SPACest présentementa étude (Archibus)

Présence surle lieu de | Avez-vous un out qui vous permet d'effectuer le suivi du pourcentage des
travail employés de votre organisation qui travaillent sur le lieu de travail de

fagon hebdomadaire?
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ou
Dans affirmative : Lesdonnéesdisponibles par danse systéme des
cates dacs,
Veuillez préciser fe nom de Fou: Varie selon edifice
Veuille préciser ls deribres données dont vous disposes sur
0.% des employés ui travaillent au bureau temps plein
2.% des employés qui suivent un modele d travail hybride
985% des employes qu ont du tlétravail a temps plein
Péiode laquelle es données se réferent: maiA jllet 2022
Quel sont vos os principaux obstacles (ex. poiques du SC, bureaux
no assgnds, le nombre demploys estplus grand que les bureau
disponibles, autres) affectant a transition vers un lieu de aval hybride ?
1. argument des bens ft accéder les lieux de traval et ifces3
articuler et fare valoi auprés des employes. Le bien-Ere, es coi,
Vefficacit, le temps de déplacementet Fquilbre travail famille sont
souvent invoqués comme étant es principales raisons qui retiennent es

employesdans leur leu de télétravail
2.Bande passante: le SCOATA doit resreindre Futisaton de la vidéo
pour les rencontre de type hybride qui ont eu partir des espaces de
aval
3. Certain lieux de de travail traditonnels doivent tre -modernsées
AveLvous consult vos employes au sujet de a anion vers Ie aval
ybride? Dans affirmative, quels sont es principaux points  retenir?
Oui, le tléravail 1a plupar du temps est le modale priviié par les
employes pour es raisons invodudes plus hau. ly a rs peu dintérét 3
accéder les milieu de travail utes aue pour desraisons opérationnelles
Avervous consuté des groupes d'équité en matitre emploi de votre
organisation? Oui
Aver-vous consulé vos agents négociateurs? Oui

Agriculture and Agri-food Canada
Departmental Hybrid Profies
Current Stats: lease providea brief overview of your department's hybrid plans for fall 2022. We understand
departments ar in variousstagesof planning and implementation, and tha plans continue to evolve. If
information is not avaiable fo some of the questions, please nlcate an provide an estimate if posse

Name and size of | This ink maybe helpful Size of organization
Organization© Organization Name: Agriculture and Agri-Food Canada
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Number of Employees: 5170

NCR: 2260 (43.7%)
Regions: 2910 (56.3%)

Does your organization have regional offices?

Yes/No

Ave your regional offices GC co working spaces?
Yes/ho

Position Did your organization 2556s postions for compatibility with hybrid work?
Assessments Yeo

1) Atthe onsetof the pandemic we undertook a position assessment for ou research and
development staf given urgent requirements to access worksitesto deliver mandate.
“his was done across 7 job categoriescovering 2582 employees

2) When restrictions to access worksiteswere lifted, ARFC developed guidance and
Considerations for managers to ensure a consistent approach taken across the
Department in determining hybrid profile. This guidance considered nature of work,
operational/team requirements and employee circumstances. Questions/answers would
generatea hybrid prof which would serve as guide for furtheremployee/manager
conversationsregardingwork arrangements. Results from this exercise will be avaiable
later this al.
ifyes,
What percentage of positions were assessed as havin fulltime in-office requirements?
Of the 2582 identified i 1)- 28% were identified as FT
What percentage of positions were assessed to be compatible with hybrid work where
some time is spent working remotely and some time s spent on-site?
Of the 2582 identified in1) 68% were identified as PT

What percentage of positions were assessed as compatible with fully remote work /
telework?
Of the 2582 identified in 1) - 4% were identified asFTTW.
What considerations were applied to determine a fully remote position (e.g, hiring
outside of the NCR, sil shortages, Diversity and Inclusion considerations, etc)
Considerations included nature of work, operational/team requirements and employee
circumstances (which included work locaton, accommodation needs),

We acknowledge that positions assessedforfull time remote are not always offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
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Yes/No

Ino, why?
Ifyes:
What is your organization experimenting with?
Inthe first twelve months of the pandemic we re-integrated most employees at our 22

research and development centres across the country (the 2582 referred to above),

In May 2022 following the lifting of restrictions to access worksites, AAFC launched a 12
month experimentation process to test hybrid across the entire organization -where on
on any given day, we will have employees onsite and others teleworking. The hybrid
posture would be driven by work activities, operational requirements and employee
circumstances. To support this effort, the following work is underway:
Creation and equipping of unassigned spaces includingcollaborative spaces to
accommodate more onsite presence as well a an anticipated evolution in the type of
onsite activity.
Rollout of guidance and considerations to facilitate employee/manager conversations
and determination of hybrid profiles (onsite vs telework. This was accompanied by rollout
of telework agreements.
Work arrangements and onsite presence would be driven by work activities, operational
requirements and employee circumstances.
Rollout of guidance todevelop and use team charters.
Equipped boardrooms to facilitate hybrid meetings.

“The objective is that with work arrangements in place, spaces to welcome more
employees onsite, team charters and digital tools to facilitate collaboration, the fall will
mark the time when the entire organization is able to fully experiment with flexible hybrid
(onsite driven by mandate delivery)

Senior managementhas setexpectationfor greater on-site presence/cadence through
extensive engagementand further tools to facilitate experimentation includinga
comprehensive feedback mechanism to capture onsite experience. AAFChas also pivoted
its entire governance machinery to fully hybrid.
What s the experimentation timeframe?
AAFC launched a 12 month experimentation (May 2022 ~ May 2023). May to Fall was
focussed on readiness and starting experimentation. Fall to May 2023 marks the time
when the entire organization is able to fully experiment with flexible hybrid (onsite driven
by mandate delivery)
What percentage of employees are participating?
100%
Is participation voluntary or mandatory?
AIL ADMs havebeenasked to lead experimentation and ensure plans in place.

How s data being collected?

Data will be collected through the following mechanisms
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Regular engagements with employees—regular DM townhallswithall-staff and some
targeted with executives. DGs also host regular “open mic” town halls which are open to
all employees and are designed to provide updates andanswerquestions.

Targeted engagementswith communities like Unions, Youth network, diversity, inclusion
and equity networks (visible minorities, personswith disabilities, women in STEM,
indigenous network circle and gender and sexual diversity inclusion network) and
Manager'scommunity to ensure a diversity ofperspectives are shaping our way forward.

Online questionnaire to capture hybrid experience: theonline questionnaire was launched
this summer and we've received over S00 entries it captures feedback from employees.
on areas like onsite experience, hybrid meetings, target experiments regarding networks
and digital tools

Wearealso working TBS’ experimentation team to onboardtheir survey tools to get a
Department wide baseline regarding our experimentation posture.

What outcome measures" is your organization using:

AFC's Office of Audit and Evaluation helped developa logic model and performance
indicators to support our 12 month experimentation period. This will enable AAFC to tell
the performancestoryalongour flexible hybrid journey and providesa frame to capture
data on three broad thematic areas: people, space and digital — each with its own set of
activities, outputs and outcomes. The ultimate outcomeis a “healthy, inclusive, engaged
and productive workplace where staff have required equipment and support to
collaborate across Canada to effectively deliver AAFC programs and services”. Asample
of short/term outcomes touch on areas lke delivery of programs/services, employee
healthywellness, accessibility, diversity/inclusion, regional engagement and staffing,

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity andinclusion, mental health, talent retention, onboarding,
Social cohesion.
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid modelsyou are testing and provide you with departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
As per above,we areworkingwith TBS’ experimentation team to onboard their survey
tools to get a Department wide baseline regarding our experimentation posture.

Ifyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?
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‘AAFC has a distributed workforce (more than 50% not in NCR) ~ ~50% of the organization
isalready on-site at least part of thetime andwe expect that number wil continue to
increase. Weare experimenting with hybrid model where work onsiteisdriven by work
activities, operational requirements and employee circumstances

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? If yourorganization is testing multiple models, indicate as many
as apply

Once amonth or less:
One to three daysa month
One day a week
Two days a week
‘Three days a week
Four days a week
Five days aweek (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other: Employees who worked full-time during the pandemicarebeing asked to
experiment with hybrid,with a regular cadence of onsite without any set parameters

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b) — the cadence will be determined between employees and
managers and willbe supported by team charterexercises.
Other:

Howdid your organization choose hybrid models?

Position profile assessments?
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: hybrid posture will vary across department given that assessments wil factor in
work activities, operational requirements and employee circumstances.

Didyourorganization applya GBA lens when choosing hybrid work models?

We have undertaken targeted engagementswith our women in STEM network and Sexual
Diversity inclusion network—both of which support our hybrid model
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Real Property & How syour office space currently configured?
Hoteling workstations.

Technology Traditional assigned cubicles
Activity Based Workplaces
Other: All ofthe above
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
We have designed some new collaborative spaces i the NCR which are receiving
positive reviews from employees. Given ths feedback we will continue to ook at
modernization opporturities across our portioio.
Are you planningto reduceyour offce footprint?
Yes/No
AAFCislooking to reduce ts footprint in leased facies as leases expire and where space
reduction sfeasible and supported by Flexible Hybrid
Have you invested in technologies to adapt toa hybrid environment?Forexample,
boardroom meeting technology, online workplace booking systems etc.)
Yes/No
Ifyes, please lst
Deployed the SSC cloud video interop solution to allow existing equipment to connect
to the network
Implementeda boardroom modernization pilot to experiment with different Meeting
“Teams room (MTR devices) and start the process of improving the boardrooms to a
more complete experience.
We have implementedan interim booking solution using the M365 booking tool while
our corporate management team implements an Archibus solution
We aredeployingthe fll suite of modern tools inthe M365 environment to enable
employees to work more collaboratively in a hybrid environment

Onsite Presence | D0 you have a tool to track what percentage of employees in your organization are going
into the office on a daily or weekly basis?
Yes/No
We have a different tools to capture onsite presence across sites/teams. We are looking
into solutions to consolidateand getamore accurate daly posture. We wil also
complete rollout of telework agreements by end ofcalendar year — which wil allow us to
geta better senseof the hybrid/full ime telework numbers,
yes
Please specify the name of the tool:
Please specify the latest data / estimate you have on:
_253% of employees in office full time
35% of employeesin hybrid work
40.5% of employees ful time teleworking (with ad hoc onsite) *we expectthisnumber to
dropover time given recent request for regular onsite cadence
Time period the data refer to: __ Aug 2022.

Challenges What are your top three barriers (e , T8S policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to a hybrid workplace?
1. Diverse natureofour mandate/ operational realities (very distributed) means no one-
size fits all.
2. Change culture
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1 3. Supply chain challengestoensurespaces equipped to facitate hybrid

Engagement Haveyou consulted with yourstaffon the shift o hybrid work? I so, what are some of
the key takeaways?

Yes, weregularly engage with employees. Hybrid is standing item at ll-taff and
management town halls. We also hold monthiy drop-in sessions for all staff where al
employees can come and get atest update, ask questions.

Key takeaways include:
Strong majority of the organization supports AAFC's approach
Hybrid allows us to continue to beproductive and deliver on mandate
Employees enjoying re-connecting in-person with partners, stakeholders and colleagues.
Stil fears of snapping back to pre-pandemic ways.
Equipment/tools til major factors influencing employee experience.

Have you consulted with Employment Equity Groups withinyourorganization?

ves
Have you consulted with your Bargaining Agents?
ves
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Atlantic Canada Opportunities Agency
Departments Hybrid rofes
Current Status: lease providea brief overview of your department's hybrid plans for fal 2022. We understand
departments ar in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not availabe fo some of the questions, please indicate and provide an estimate if posse.

Name and size of |Ths inkmaybe helpful: Size of organization
Organization

8 Organization Name: Atlantic Canada Opportunities Agency

Number of Employees: 597

Does your organization have regional offices?
Yes, ACOA has regional offices in theAtlanticprovinces andone unit located in Ottawa.

Ave your regional offices GC co working spaces?
No.

Position Oidyour organization assess positions for compatibility with hybrid work?
Assessments No since our mandate lends well to hybrid work, we have not proceeded with a full

assessment forcompatibilityofpositions toward this model. We have howeverassured
thatcertainpostions such os Information Technology Officers, Administration officers
including Records Clerk are nthe ofice on afultime boss to assure n person sence
aveilabity ot al times.
ifyes,

What percentage of positions were assessed as having fulltime in-office requirements?
What percentage of positions were asses 0 be compatible with hybrid work where
some time is spent working remotely and some time is spent on-site?

What percentage of positions were assessed as compatible with fully remote work/
telework?
What considerations were applied to determine afully remote position (e.g., hiring
outsideof the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
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1 We acknowledge that positions assessedfor fulltime remote ae not always offered tis
option.

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

fo, why?

ityes:
What i your organization experimenting with?
Over the summer months, ACOA has informally tested working from the office in various
locations and we havenow implemented employees working from the office a minimum of
onedayper week starting the weekof September 6. In most regional offices, specific doys
have been determined as being the days employees should be coming in. Unassigned
Seatingi iso being implemented in all ACOA officesandcollaborative spaces have been
added inmostoffice.

Whatis the experimentation timeframe?
The ‘one day a week’ formatwill continuefor the next 6 months as a minimum.

What percentage of employees ae participating?
Approximately 903% (a the other 10% oe in oneofour mainoffices ful time)
Is participation voluntary or mandatory?
Mandatory

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based dota etc
“Ifyou have employee pulse data, please share aggregate results
Mostly done via survey. The Agency also has implemented an automatedreservation
system thatwill iso alow to identify the numberofemployees coming in in a given period
of time viaa series of dashboards.

What outcome measures* is your organization using:
Satisfaction level of employees, impact on mental health andorganizationalculture. All
will be measuredvia surveys and open discussions with employees.

“Outcome measures refer to aspects of experimentation outcomes that will formfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.

Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-upof the results of otherparticipating organizations
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Ves/ No / My organization is alreadya partner

Ves, we would be interested in participating

If yes, please providea contact name: Stephane Lagacé,VP-Finance and Corporate
Services

Hybrid model(s) Has your organization shifted to hybrid work model(s)?
Yes

How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If your organization i testing multiple models, indicate as many
as apply:

Once a month or ess.
One to three daysa month
One day a week
Two days a week
Three daysa week
Four days a week
Five daysa week (full ime)
Notapplicable: Staf have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additonal information
on the models you will be testing and how they apply acrossyourorganization:
ACOA's expectation is that employees are to nowwork from the offic onedayperweek.
However, some employees hove expressed the desire to work nthe office five days a
week

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
Acombination of2)and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employeelocation (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:
The chosen models based on both employee engagement andbestpractices heardfrom
other departments. ACOA's goali to have employees working periodically from the office
to.create a new normal and continue in person collaboration.
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Didyourorganization applyaGBA lens when choosing hybrid work models?
4 GBA lens was notformally applied in that we are considering individual needs and
concerns of employees on a case-by-case basi.

Real Property & Haw is your office space curenty cofired?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other:
Our office spaces are configured differently based on varius regional realities and
timelines for refit. The set-ups include a mix of assigned seating for certain position
incumbentsand full-time office workers, hoteling stations for unassigned offices and
workstations.

Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, most regions haveaddedsome collaborative and meeting spaces.

Are youplanningto reduce your office footprint?
Yes = we willbeevaluating our footprint ond reducing in many of urregions and Head
Offic in ine with lease renewals timelines

Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes —given additional new collaborativeandmeetingspaces, we have various
technologies and equipment adopted to a hybrid
IFyes, please ist
Automatedreservation system linked to Microsoft Outlook
Purchases ofuniversal docking stations, Owl devices, CISCO Systems, etc
Set up of TEAMS access in main boardrooms and VP/DG offices

Onsite Presence | 00 you have a ool 0 track what percentage of employees in your organization are going
into th office onadail or weekly basis?
Yes ~our online hotel booking application (Resource Central)willlow us to trackfo the
regions that are using it Since we have only implemented the mandatory one doy per
weekin the office recently, we will be able to track better in the coming weeks. In ation,
the launchofthe niin telework application will help us have dataof those who are
working form theoffice ful-time.

tyes:
Please specify the name of the tool:
Resource Central.

Pleasespeciy the latestdota/estimate you have on:
10%ofemployees in office fulltime
90%ofemployees in hybrid work
0.9% ofemployees ful time teleworking (will not authorize fulltime teleworking unless a
duty to accommodate requet)
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1 Time period the data refer to: Last6 months

Challenges Whatare your top three barriers (e.8, T85 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
1. Employeeprefer to workfrom homevsfrom the office including some resistance to
change.
2. Commuting time, parking.
3. Sense that an entitlement has been lost (working ful timefrom home)

Engagement Have you consulted with your staff on the shit to hybrid work? fso, what are some of
the key takeaways?
Ves,we have conducted employe pulse surveys and some key takeaways are that
employees want flexibly, they want to be involved in the solutionsanddecisions, and
they appreciate colaborative spaces with helpfulITsolutions and support

Have you consulted with Employment Equity Groups withinyourorganization?
Employees belonging to Employment Equity Group in our organization were consulted
with the surveys shared.

Have you consulted with your Bargaining Agents?
Bargaining Agents were consulted and are kept informed through Labour Management
Consulttion Committees ot the regional levels. Bargaining Agents re also consulted and
kept informed through their Occupational Health andSafety Regional and Policy
Committees.

Canada-Newfoundland and Labrador Offshore Petroleum Board
Departmental Hybrid Profiles
Current Status: Please providea brief overviewofyourdepartment's hybrid plans for fll 2022. We understand
departments are in variousstagesof planning and implementation, and tha plans continue to evolve. If
information i not available for some of the questions, please indicate and provideanestimate if possible.

Name and size of |This ink maybe helpful: Sizeof organization

Organization Organization Name: C-NLOPB.

Number of Employees: 103

Does your organization have regional offices?
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Yes/No

re your regional offices GC co working spaces?
Yes/No

Position idyour organization assess positions for compatibility with hybrid work?
Assessments Yesfiio

ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
0%
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
100%
What percentage of positions were assessed as compatible with full remote work/
telework?
0%
What considerations were applied to determine a fully remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
Remote access to various software
Collaborationwithin/between departmentswas a major consideration.
We acknowledge that positions assessed for full time remote are not aways offered ths
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes/No

fo, why?
If yes: Remote Work Policy (hybrid model) is currently i place.
What is your organization experimenting with?
Our organization tested a hybrid model over the ast ix months approx.) and it worked
quite wel, There i now a policy in place supporting hybrid work.
Whatis the experimentation timeframe?

What percentage of employees are participating? 100%
Is participation voluntary or mandatory?
Voluntary

How is data being collected?
Someexamples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

NA
What outcome measures" is your organization using;
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WA
“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion,mental health, talent retention, onboording,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes/No/ My organization s already a partner

Ifyes, please providea contact name:

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/ No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to come intothe office? Ifyourorganization is testing multiple models, indicate as many
as apply

Once amonth or less:
One to three daysa month
One day a week
Two days a week
‘Three days a week
Four days a week
Five days a week(full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other: Employees can work remotely for a maximum of 10 days per month.

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
‘There are fixed “team days” where everyone in the team comes on-site
Acombination of a) and b)
Other:

Howdidyour organization choose hybrid models?
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Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations.
Employee engagement / Team charter exercises
Other:

Didyourorganization applyaGBA lens when choosing hybrid work models?

Real Property & How i your office space currently configured?
Hoteling workstations.

Technology Traditional assigned cubicles and offices
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better faciitate hybrid meetings?

Are you planningto reduce your office footprint?
Yes/No
Have you invested in technologies to adapt to a hybrid envionment?For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
Ifyes, please list
IT equipment (iPads, laptops, virtual meeting apps)

Onsite Presence D0 you have a tool to track what percentage of employees in your organization are going
into the office onadaily or weekly basis?
Yes/No
ifyes
Please specify the name of the tool:

Please specify the latest data / estimate you have on:
10% of employees in office ful me
90%ofemployees in hybrid work
0% of employees ful time teleworking
Time period the data refer to: _current

Challenges What are your top three barriers (e.g, 65 policy, unassigned seating, growth of
employees vs. allocated space, ther) affecting the transition to a hybrid workplace?
1N/A
2
3

Ergrgemont Wave you consulted with your staf onthe shit to hybrid work? Ifso, what are some of
the key takeaways?
It supports work fe balance

Have you consulted with Employment Equity Groups within your organization?
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NA

Have you consulted with your Bargaining Agents?
NA
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Canada-Nova Scotia Offshore Petroleum Board
Departmental Hybrid Profiles
Current Status: lease provide a brief overview of your department's hybrid plansfo fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | This fink maybe helpful: Szeoforganization
Organization Organization Name: Canada-Nova Scotia Offshore Petroleum Board

Number of Employees: 18

Does your organization have regional offices?

Yes/No

Are your regional offices GC co working spaces?
Yes/No

Position id your organization asses positions or compatibility with hybrid work?
Assessments Yes/No

tyes,
What percentage of positions were assessed as having full-time in-office requirements?
55%
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotelyand some time is spent on-site?
38.9%
What percentage of positions were assessed as compatible with full remote work/
telework?
55.5%
What considerations were applied to determine a fll remote position (e.g. hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
Job duties are suited for remote work.
Individual hasskill set to work remotely.

We acknowledge that positions assessedfor ull time remote are not aways offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes/No
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10, why? — we have moved forward with our current arrangement. We will assess and
adjust as necessary.
yes:
What is your organization experimenting with?
What s the experimentation timeframe?
What percentage of employees are participating?
Is participation voluntary or mandatory?

How is data being collected? -
Someexamples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

What outcome measures" is your organization using:

“Outcome measures refer to aspects of experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some.
examples include diversityand inclusion, mentalhealth, talent retention, onboarding,
social cohesion.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up ofthe results ofotherparticipating organizations.
Yes/ No / My organization is alreadya partner

Ifyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/No / Soon to implement

How many days are staffwho worked full-time remote during the pandemic now required
to comeintothe office? Ifyour organization is testing multiple models, indicate as many
as apply:

Once a month or less
One tothree daysa month
One day a week
Two days a week
Three days a week
Four daysa week
Five days aweek (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
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Ger:

you have selected multiple hybrid models above, please include additional information
on the models you wil be testing and how they apply acrossyour organization:

How are the on-site days chosen?
Employees individually decide which day(s) to come on-site
There ar fixed “team days" where everyone in the team comes on-site
Acombination ofa) and b)
Other:

How id your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the ofice)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

Didyour organization applya GBA lens when choosing hybrid work models?
No

Real Property & | How is your offic space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other: Indiidual offices fo hybrid saff
Has your organization considered bulding mare collaborative workspaces and/or
boardrooms to bette faciltate hybrid meetings? es - team meeting rooms
Are you planningto reduce your office footprint?
Yes/No
Have you invested in technologies to adapt to. hybrid environment? Forexample,
boardroom meetin technology, online workplace booking systems etc)
Yes/No
ifyes, please lst
Boardrooms are equipped with technologyto allow fo hybrid meetings.
employees can book hoteling offic or teams meetin rooms through outlook calendar

Onsite Presence | Do you have a tool to track what percentage of employees in your organization are Going
into the office on a cai or weekly basis?
Yes/No
ifyes:
Please specify the name of th tool:
Please specify the atest data / estimate you have on:

of employees in office ful time
5 of employees in hybrid work
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3of employees full time teleworking
Time period the data efer to:

Challenges Whatare your tp three barriers (e.g, T85 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transitionto a hybrid workplace?
1. We havea small employee number. Ensuring that there s ahuays more than one person
in theoffce can bea challenge.
2. Fairness-employeeswho are working hybrid comparing to those working at home
100% of the time and vice versa
B

Engagement Haveyou consulted withyourstaff on the shift to hybrid work? Iso, what are someof
the key takeaways?

We have done an employeesurveywith staff. Employees like the work-life balance of
hybrid working. They enjoy coming into the office to gt social interaction and enjoy being
home to focus in onwork tasks.

Have you consulted with Employment Equity Groups within your organization?= No

Have you consulted with your Bargaining Agents?=We are a non-union organization.

wwor7



saree UNCLASSIFIED / NON CLASSIFIE

woos



UNCLASSIFIED / NON CLASSIFIE

Canada Border Services Agency
Departmental Hybrid Profiles: Canada Border Services Agency (CBSA)
Current Status:
Throughout the COVID-19 pandemic, the Agency has leveraged the opportunity to collaboratively plan and buid
‘the foundation for the future of work —starting with the creation of a Hybrid Work Model (HWM) at the CBSA.
During this critca time, the Agency engaged with other government departments (0GDS) to share valuable
feedback and lessons learned, worked collaboratively with enabling partners to proactively plan, and engage
with our employees at al levels to ensure we ar building an inclusive and agle model that is representative of
our unique operating environment
Since June 2022, the CBSA has begun gradual implementation of ts new HWM by bringing employees back to
the workplace and promoting a balance of in-person an telework work arrangements, where possible.
Inan effort to experiment in this newspace, CBSA created Job Flexibility Profiles (JFPs), where jobs are assigned
a profile of flexibility for remote work vs in-person presence according tothe nature ofwork and responsibilities
including team dynamics. The JFPs were designed in-line with guidance from the Office of the Chief Human
Resources Officer TBS-OCHRO). The commitmentto senior leaders was to re-evaluate the effectiveness of JF%s
after a six-month period (post full implementation).

Beginning in July 2022, the Agency began gradual implementation and experimentation with JFPs ~providing a
basis for regular and sustained office presence by th fall, thats grounded in operational requirements and
purposedriven workplace activities.
The Agency has implemented a number of key interventions to maintain oversight and rigour in our return to

workplace and hybridwork model implementation, including:
Implementation of Governance: Starting in April 2021, the Agency created a number of forums to make timely
and collaborative decisions related to the HWM, such as DG, Director-level and enabler-specific (i.e. HR,
Accommodations, etc.) working groups, as well as a dedicated Task Force and Weekly President/EVP and VP
level forum
Clear Return tothe Workplace Plans: In support of implementation, VPs and Regional Director Generals (RDG)
continue to championeffortsto support the implementation of the HWM, through th creation of tailored and
comprehensive return to workplace plans specific their individual operational realities and workforce needs.
Monitoring and Reporting: The Agency has begun gathering weekly workplace occupancy data of CBSA office
locations (excluding ports of entry) to better understand patterns with the support of IT and Security and
projectized its HWM team, with clear integrated project plans and artifacts to supportgovernance and
demonstrate progress.
Ongoing Communications and Engagement: The CBSA has continued to embed and dedicate communications,
change management and culture experts nto project teams,working groups and governance to ensure that our
vision and plans capture the diverse neds of our employees. As a resul the Agency has implemented a number
of tactics such as monthiy sponsor messages to employees and managers; launch ofaHWM intranet (Atlas)
page to provide timely,accessible, and self-service information, guidance and tools; quarterly engagement
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sessions for employeesand dedicated Hybrid Help Hours for managers (weekly throughout August and
September) and more.
Experimentation: The CBSA continuesto experiment in this new space, which is reliant on regular and sustained
workplace presence and the valuable feedback of our employees at al level. To support GoCefforts and pave:
the way for the futureofwork, the Agency has partnered with TBS-OCHRO to support Hybrid-in-a-80x
experimentation efforts which began in August 2022.

Name and size of | Organization Name: Canada Border Services Agency
Organization Number of Employees: 16,191 (including students) as of August 31, 2022

Does your organization have regional offices? Yes
Are your regional offices GC co working spaces? No

Position idyour organization assess positions for compatibility with hybrid work? Yes
Ifyes, What percentage of positions were assessed as having full-time in-office

Pisessiants requirements? 49%
What percentage of position were assessed to be compatible with hybrid work, where
some time is spent workingremotely and some time is spent on-site? 51%
What percentage of positions were assessed as compatible with full remote work/
telework?0% - Currently, the Agency does not have a job flexibility profile (JFP) that is
100% remote/elework, 100% of the time. However, CBSA has a ‘Mostly Off-site’ JFP (275%

ofthe Agency) which is conducive to telework 4-5 days per week.
What considerations were applied to determine a full remote position (e.g, hiring
outsideof the NCR, sills shortages, Diversity and Inclusion considerations, etc) All jobs in
the Agency were assessed under the same criteria, which surrounds the nature of work
and operational requirementsof the position. However, there are instances in the Agency
where regional employees(suchas nationalized positions) reside across the country, and
report to the NCR. No decision/position has been made to-date on the eligibility for fully
remote/telework in these instances—with discussionscurrently underway on
tisks/mitigations,purpose-drivenactivities in the workplace, travel, etc
“We acknowledge that positions assessedforfull time remote are not ahways offered this
option

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work? Yes
110, why? N/A
Ifyes:
Whatis your organization experimenting with? The Agency is currentlya partner in T8S
“Hybridin-a-box’ experimentation initiative. This is our main source of experimentation.
However, in our implementation phases and returntoworkplace plans, the Agency is
exploring fixed versus scheduled days in the workplace and ensuring a regular and
sustained workplace presence to test technological tools, assess gaps, etc. to inform plans
and make adjustments as required.
Whatis the experimentation timeframe? Aligned to TBS experimentation (expected Fall
2022 through Winter 2023)
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What percentage of employees are participating? Over 300 employees across th Agency,
equalling 1.8% of the Agency or 3.5% of positions conducive to flexible work
arrangements.
Is participation voluntary or mandatory? Voluntary
Hows data being collected? Aligned to TBS experimentation using baseline survey and
periodic surveying.
What outcome measures** is your organization using? Aligned to TBS experimentation
Are you interested i joining OCHRO's Hybrid-in-a-Box Experimentation initiative? My
organizationisalready a partner
“Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.If you have employee pulse data, lease share aggregate results

**Outcome measures refer to aspectsof experimentation outcomes thatwill inform future.
decision-making. We are interestedin earning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some.
examples include diversityand inclusion, mental health, talent retention, onboarding,
social cohesion.

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)? Currently in implementation
How many days are staff who worked full-time remote during the pandemic now required
to come intothe office? If your organization i testing multiple models, indicate as many
as apply:
Once a month or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days aweek (fulltime)
Not applicable: Staff have not been instructed to work on-site at regular cadence
Different requirements based on employee location
Other:
The CBSA has established the following four Job Flexibility Profiles FPs):
On-site only (49% of the Agency): Telework not possible / full-time on-site presence
required. Ad-hoc telework may be permitted
Occasional telework (11%ofthe Agency): Telework possible 1-2 days per week /
workplace presence 3-4 daysperweek

(13%of the Agency): Telework possible 3 days perweek/workplace:
presence 2 days per week

(275% of the Agency): Telework possible 4-5 days perweek/workplace
presence required 1 day per week, a few times per month or when operationally required
tofaciltate team cohesion, culture, employee development and well-being, etc.
Notes:
JFPsare the maximum flexibilityanemployee withina position may beoffered, and serve:
asa baseline forflexibilitydiscussions.
Managers may wish to increase workplace presence as operationally required.
Employees may wish to forego flexibility offered, and report to the workplace full-time.
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you have selected multiple hybrid models above, please include additional information
on the models you will betesting and how they apply acrossyour organization:
How are the onsite days chosen?
Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
Acombination ofa)and b)
Other: Managers and employees decide on days together
Howdidyour organization choose hybrid models?
Position prof assessments: The Agency created four (4) possible lexbity levels aligned
tothe unique needs of the CBSA, and established a process for the assessment of all
positions aligned to the 4 possible flexibility levels.
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
Other: Through consultation with OGD, and monitoring guidance from Central Agencies,
the Agency was able toalign to best practices, wile determiningaprocess that worked the
best for CBSA's environment/operating context

Didyourorganization applyaGBA+ lens when choosing hybrid work models? No specific
assessment has been performed to-date. However, the Agency continues to consider and
capture gender anddiversity issues/challenges, etc. as part of risks and mitigation,
project plans, vision, etc.

Real Property & How i your office space currently configured? Currently, the majority CBSA's national
Technology office portfolio is configured with traditional assigned cubicles (pre-workplace 2.0). CBSA

hasbeen transitioning to activity based workplaces for general officeworkers and aims to
modernize 13% of the office portfolio every year to meet the atest Geworkplace standard.

Planning activities for office consolidation and modernization projects are advancing,
Has your organization considered building more collaborative workspaces and/or
boardrooms to better failtate hybrid meetings? In the NCR, CBSA is converting 3 more:
floors to meet the Geworkplace standard by March 2024. This will give the Agency a
total of 7 floors with modern and collaborative workspaces. A number of projects across
the country are in the planning stages that will see CBSA relocatingto modern office
accommodations. In addition we have invested in equipment to enable meeting
participants in the office to connect to MS Teams from the boardrooms.
Are you planning to reduce your office footprint? Yes, the CBSA has strategies in place for
every region to meet our business needs and help meet government policy objectives on
greening and accessibility. CBSA has larger office modernization projects planned in
Ottawa and Toronto that are awaiting a sourceof funds.
Portfolio Current State End State

source: NAS March, 2022+ | source: NAS March 2,2022 +
FIV une 16,2022 AMC une 16,2022

National Capital Region | NCR: 86, 820m2 NCR: 43,800m2
7 buildings 4 buildings 2028-30)

 [Towimzssg0m2  [Totaha3somz |
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Western Portal Paciic 164T5m2 Fadic 134622
8buildings 6buildings(2030.31)

prairie: 10971m2 prairie: 11,512m2
7 buildings 7 buildings (2027-28)

(TT Total 2497 m2
Central Portfolio NOR: 6,537m2 NOR: 6,541m2

8 buildings 7 buildings (2028-30)

SOR: 12,540m2 SOR: 11,675m2.
7buildings &buildings (203031)

GTA: 25,964m2 GTA: 21,516m2
10buidings 8buildings(203031)

[  Tlowkasoaime~~ [Totak39732m2
Eastern Portfolio QUE: 27,979m2 QUE: 26.180m2

16 buildings 15 buildings (2025-26)

ATL: 182m2 ATL: 10246
14 buildings 13 buildings (2026-27)

CC Tvowrmmem Total 36,426 m2
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.) Yes.
Accommodations
Through a service evel agreement ith PSPC, the Archibus system will be piloted in select
modernized floors ins cites across Canada beginning this fal. Th pilot will evaluate
whether the service level agreement il met the needsofthe agency or procurement of
an online workplace booking system will be necessary. The CBSA vil als experiment with
unassigned seating, supported by Archibus, in three non-modernized workspaces inthe
NCR as well. We have invested in new docking tationsand monitors to enable users to
connect their computers inthe office and be functional to perform their duties. More
investment is required to satisfy the needs of the agency.
Information Management 1M) andDigital Workplace (OW)
In supportofthe depersonalizaton of the workplace and development of the hybrid
shared environment, Misleadinga paper clean-up exercise thatwil focus on the
dispositiono transientpaper informationand th identification of records fo on-going
storage and /or digitization.
In parallel t thepaper clean-up, the Digital Workplace initiative will begin identifying
paper generating business processes for conversion to digital. Overthe next two years,
theDW will continue to introduce new tools including advanced MS Teams, 365
Applications (Office suite), the integration of Microsoft tools and GCDocs, desktop
modernization, and support for employee mabiity through availabiltyofdigital
information, ec. Experimentation il begin with digital productivity tools including
tablets, styluses, and enhanced boardroom technology. Significant engagement, change
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management, and training is planned to driveadoption and effective use of new tools and
processes.

Onsite Presence 00 you have a tool to rack wha percentage of employees in your organization are Going
into the office on a daily or weekly basis? No. The Agency does not currently have a ‘tool’
in place to track organization-wide occupancy data. However, we are leveraging internal
data (e.g. security pass swipes, etc.) as a method of tracking a sample of workplace.
occupancy to support forward planing, This is currently only available/being reported on
in NHQ and select regional offices (not points of entry), and does not yet layer work
models.

Ifyes, please specify the nameof the tool: N/A
Please specify the latest data / estimate you have on: N/A
3of employees in office fulltime
3 of employees in hybrid work
5 of employees full ime teleworking
Time period the data refer to:

Challenges What are your top three barriers (e.g., T8S policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
Top3
HR Policies: Many HRpoliciesare not inclusiveof a hybrid work model (i.e. telework,
position location, etc). For example:
During the pandemic some employees may have moved outside of their designated work
location; or managers have hired employees outside the designated worklocatoneither
without discussion of relocation/costs etc, or under 100% telework opportunities (e.5
hiring of regional employees in NHQ for full-time telework)
Nationalized employees (residing across Canada but report to the NCR)

Accommodations: Current physical workspaces re not yet equipped to support the
HWM. For example:
Lacking equipment: working/available docking stations, cables and monitors
Guidance and support for ergonomic equipment (i.e. proper chairs and desks)
Depersonalization isunderway, but efforts take time and proper supports
Lack of lockers/storage for personal effects for swing (hoteling) spaces.

Technology and Information Mgmt.: Employees are not equipped with the proper
technology and infrastructure to be efficient in a HWM,whether on site or working
remotely.
Lack of WiFi capabilties
Lack ofknowledgeand instructions to utilize equipment available within boardrooms to
host hybrid meetings.
Depersonalization efforts include the retention and/or proper disposal of information (i.e.
physica ile, etc). Many floors still require proper clean out, archiving, shredding or
dightizing documents

Engagement Have you consulted with your staff on the shift to hybrid work? fso, what are some of
‘the key takeaways? The following outlines some of the employee sentiments captured
as part of our HWM implementation (through a variety of engagements, surveying
cultural ambassadors, Hybrid Help Hour sessions for managers, etc.):
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Clear Sponsorship and Governance: At the beginning of planning, the Agency
established aclearsponsorship role for the future of work (and hybrid work model),
which has contributed to consistent (i.e. monthly) communication to employees on
status, next steps, etc. The Agency also established various working groups at the
working, Director and Director General levels to feed senior management committees
for decision making and oversight.
Creationof Job Flexibility Profiles JFPs): In Fall 2021, the Agency established aclear
processfor the fair and consistent assessment ofevery job. This process included
comprehensive tools, managerial guides, engagementactivities and more to support
roll-out, which has been perceived wellby employeesat all levels due to the rigourous
process.
Managerial Supports: The Agency has ensured managerial supports throughout the
planning and implementation process through module-based managerial guides (7
released to-date) on the most pressing topics for our people managers. In addition, the
Agency has launched a weekly Hybrid Help Hour with enabling partners i.e.
Accommodations, IT, etc.) to support implementation through a dedicated time to drop
in and ask the questions they need to know most.

Challenges:
Awareness: Employees lack the understandingof the shift from pandemic to a hybrid
work model and the “why” (i.e. employees have been working ‘ine’ from home the last
2 years, why do we need to change?). This creates challenges in employee engagement,
ete.
Communication: With the changing COVID-19 environment and leveraging of lessons
throughout our implementation journey, communication continuesto be a challenge
(i.e. miscommunication, confusion, lack of consistent messaging across the Agency,
etc).
Application of JFPs: Implementation of our JFPs continues to be a challenge within our
operating environment given the flexibility to apply them within the various landscapes.
Challenges exist with differing leadership styles (i.. rigid application versus flexible), as
well as employees who may be unhappy with their flexibility level.

Have you consulted with Employment Equity Groups within your organization? Yes. The
Agency continues to consult ourvarious advisory committees, integration of EEDI
experts in our various working groups, and ensure appropriate SMEs are consulted on
all corporate documentation.
Have you consulted with your Bargaining Agents? The Agency continues to consult with
the National Labour Management ConsultationCommittee (NLMCC) and Policy Health
and Safety Comittee (PHSC) to provide project updates and seek feedback/support. The
CBSA also ensures local union engagement (e.g. CIU) a part of regional implementation
efforts
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Canada Economic Development for Quebec Regions
Profils hybrides des ministéres

Situation actuelle: Veuillez fournir un bref apersu des plans bridesdevotre mise pour Fautomne 2022.
Nous comprenons que les misters en sont diverse étapes de panification et de mise en ceuvre, et que es
plans continuent dévoluer. i information 'et pas disponible pour certines des questions, veule indiquer
etfournir une estimations possible.

om et tile de Voict un lien qu peut vous gtr ute: Taile de Forganisation
organisation

Nom de organisation: Développement économie du Canada pour les
régions du Québec
Nombre dremployés 386

Votreorganisation -telle des bureaux régionaux?
Oui/ Non

Vos bureaux régonaux sons des spaces de coworking GC 7
Oui/ Non

aluations des postes | Est-ce que votre organisation évalué I ompatiii des postes avec e
avail hybride?
Oui/ Non
Dans Faffirmative,

Quel pourcentage des postes ont été détermines comme étant des postes
oi es employés doivent tre présentsau bureau temps plein?
Lors de notre évaluaton nial, seulement quelaues postes ot été
identifies comme étant desposte oi les employés dorvent etre présents
au bureau temps plein.

Quel pourcentage des postes ont été déterminés comme étant des posts
compatibles avec le travail hybride, oi les employés peuvent consacrer
une certaine parte de leur temps au éltraval ot dort travailer sur fs
lieux le reste du temps?
90% des postes ont dé dentifés hybrides

Quel pourcentage des postes ont été détermines comme étant des postes
compatibles au téétavail temps plein?
10% des postes ont été dentiiés comme compatibles avec le éiétravail
temps plein (mais is ne sont pas nécessalrement combiés de cette fagon)
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Quelles considérationsontété appliquéspourdéterminer un poste
entiérement éloigné (par exemple, embauchera Fextéieur du RCN,
pénuries de compétences, considérations relatives a iversité eta
inclusion, etc)

Accs des documents classifiés / GCS1
Soutien technique sur place
Accs de Véquipement sur place
Travail avec dossiers papier
Réseautage et réunions en personne

Nous reconnaissons que les employes occupant des postes compatibles au
tététravail& temps plein n'ont pos toujours [option de travail de cette
fagon.

En ce moment, est-ce que votre ministre effectue fa mise3 essai” 6m
ou de plusieurs modeles hybrides ou d'autres aspects3fappui de la mise
en ceuvre du travail hybride?
oui/ Non

Sivous avez répondu non, veuillez expliauer pourquoi?
Dans affirmative:
Sur quoi portelamise 3 essai de votre organisation?
Nous évaluons faménagementdes lieu (places non assignées, espaces
collaboratifs), lsoutilstechnologigues (que ce soit pour aciiter les
réunions hybrides ou réserver une place, ls fagons avoir des réunions
ybrides efficaces, dntégrer les nouveaux employes et de maintenir a
conésion d'équipe dans ce nouveau contexte.
Quel est le calendrier de a mise a Fesai?
Mars 2022 3 septembre 2022.

Quel pourcentage des employes partcipent?
100% participent maintenant depuis le 26 julet
La participation est-elle facultative ou obligatoire?
Participation obligatoire, peu importe le mode de travail (tout le monde
doit participer evaluation des outils, réunions hybrides, etc).

De quelle fagon les données sont-elles recueilies?
Wl peut Sagi, pa exemple, de sondagesauxemployes, de données
administrative et de données su les systemes des RH, de données sur les
systemes de T, etc.
*Sivous avez des données sur le ressenti des employés, veuillez partager
les résultats agréges.

Les données sont recusilles avec aide des sondages et au moyen d'un
outil de réservation
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Quelles mesures de résulats* votre organisation utlse-tele ?

Voices principaux ndicateurs
La moyenne/jour d‘employés quivisient un bureau
Le taux de fréquentation des employes au bureau
La distribution du taux dachalandage par jour dans a semaine
Le nombre et a nature des activitésou réunions organisés en personne.
Santé mentalect bien-étre
Groupes déquite

Les indicateurs des résultats désignent les aspects des résultats de la mise
a essai qui clireront es décisions futures. Dans le butdorenter nos
activités de mise essa du troval hybrid a échelle du gouvernement,
nous voulons en savoirdovantage au suet de ce quiest important pou es
organisations. n voici quelques exemples: a dversié et inclusion, lo
santé mentale, Io étention des talent, intégrotion a cohésion socal.

Etes-vous intéressé vous joindre  iniitive dexpérimentation ”Hybride
enbote "du BOPRH ? Dans cadre de cette initiative Féquipe de
recherche et dexpérimentation du BOPRH administrrait de fagon
centralisée ne évaluation des modeles hybrides que vous testez et vous
fournirat un résumé ministériel ainsi qu'une synthese des résultats des
autres organismes participants échelle du gouvernement du Canada

Oui/ Non/ Mon organisation est déja un partenaire

Dans Faffirmative, veuillez fournir le nom dunepersonne.ressource :
Alen Dufour

Viodales hybrides |Votre organisation estele passée3 un model de travail hybride?
Oui /Non/ Mis en ceuvre a venir bientot

Maintenant, combien de jours les employés travaillant entiérement a
distance durant a pandémie doiventifs venir travaller au bureau?Sivotre
organisation teste plusieurs models, indiquez-en autant que possible:

Une fos par mois ou moins
O'un ros ours par mois
Un jour par semaine
Deux jours par semaine
Trois jours par semaine
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Quatre jours par semaine
Cing jours par semaine (3 temps pein)
Ne s'applique pas : On n'a pas indiqué aux employés qu'ils devaient
travaille sur les ews de fagon régulibre.
Différentes exigences en fonction de emplacement des employés.
Autre : en fonction desbesoins opérationnels (modéleG de étude
Hybride en boite”)

Sivous avez sélectionné plusieurs modales hybrides ci-dessus, veuillez
inclure des informations supplémentaires sur les modeles que vous
testerezetsur la manidre dont ils 'appliquent a l'ensemble de votre
organisation

Comment choisit-on les jours oi Femployés doit travailler au bureau?
Les employs choisissent eux-mémes les jours ois ls veulent travaillersur
le lieu de travail
11y a des jours d'équipe ois tous les employs de équipe doivent travailler
au bureau.
Une combinaison des réponses a et b).
Autre : en fonction desbesoinsopérationnelset des activités (accueil,
formation, etc) ou réunions planifides
De quelle fagon votre organisation a-t-elle choisit les modeles hybrides?

Evaluations des profi des postes.
Emplacement des employes (es employes de Ia RCN travaillent au bureau)
Précédent établi par d'autresorganisations gouvernementales
Mobilisation des employes /Exercices de charte d'équipe
Autre : Toutes ces réponses

Votre organisation a-t-elle adopté une perspective de ACS lorsquelie a
choisi les modes de travail hybrides?

Oui nous utilisons une approche ACS+, y compris pour le développement
des outils de mesure (sondages)

Biens immobiliers et | Quelle est la configuration actuelle de votre milieu de travail?
technologie Postes de travaila a carte

Modele traditionnel de cubicules assignés.
Lieu de travail basés sur lactivité
Autre : Les bureaux ne sont pas assignés. Les employes doivent les
éserver par le bias d'une application.
Votre organisation a-t-elle envisage de créer davantage d'espaces de
travail collaboratifs et/ou de salles de conférence pour mieux facilter les
réunions hybrides ?
Oui/Non
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Envisagez-vous de réduire I'encombrement de votre bureau ?
Oui / Non

‘Avezvous investi dans des technologies pour vous adapteraun
environnement hybride ? Par exemple, a technologie des réunions dans
les salles de réunion, les systémes de réservation en ligne dulieu de
travail, ete.
Oui / Non
Si oui, veuillez énumérer
Integration des sales de réunion avec Microsoft 365
Développementd'un outil de réservation
Amélioration de Ia bande passante dans les bureaux
Achat de caméras 360 pour les rencontres hybrids.

Présence surle lieu de | Avez-vous un outil qui vous permet d'effectuer le sui du pourcentage des
travail employés de votre organisation qui travaillent sur le lieu de travail de.

fagon hebdomadaire?
Oui / Non
Dans affirmative :
Veuillez préciser le nom de Foutil:
Une application de réservation Outlook.

Veuillez préciser les dernidres données dont vous disposez sur
_1_% des employés qui travaillent au bureau a temps plein
Z65_ 5%des employésqui suivent un modele de travail hybride.
34_ 5%des employésqui font du télétravail a temps plein
périodea laquelle les données se réferent :
Aolit 2022

Défis ‘Quels sont vos trois principaux obstacles (p.ex., politiques du SCT, bureaux.
non assignés, le nombre d‘employés estplusgrand que les bureaux
disponibles, autre) affectant la transitionvers un ieu de travail hybride 7
Technologies en place et aménagements pas adaptés au mode hybride
Cots et approvisionnement des aménagements et outils technologiques.
Résistance des employés

Mobilisation ‘Avez-vous consulté vos employes au sujet de fa transition vers le travail
hybride? Dans Faffirmative, quels sont es principaux points a retenir?.

Oui nous avons consult les employes et les représentants syndicaux
régulierement par le biais de sondages, de rencontres d'équipes, de.
réunions bi-hebdos avec la président et quelques séances d'information
pourceux qui ont participé a nos pilotes.

La majorité des employés préferent travailler de la maison a temps plein
‘ou enmodehybride. Les cots assaciésauxdéplacements, a perte de
productivité et la peur de la Covid sont souvent mentionnés dans les freins.
au retour. Plusieurs disent ne pas voir la valeur ajoutée de venir au
bureau
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eux etcelles qui viement réguliérement apprécient les efforts qui ont
16 fats pour répondre a leurs préoccupations ou pour ameélorr les outils
technosleu disposition. lsapprécieraientvirplusdecolleguessur
place.

Avez-vous consulté des groupes d'équité en matiére d'emploi de votre
organisation?

oui
Avez-vous consulté vos agents négociateurs?
Ou. Lesreprésentants syndicaux fonpartedenotre comitéAvenir du
travail

Canada Energy Regulator
UNCLASSIFIED/ NON CLASSIFIE

Departmental Hybrid Profile: CanadaEnergy Regulator
Current Status [Please provide a brief overviewofyour department's hybrid plans for fall 2022] 1:
The Canada Energy Regulator (CER) is testing a principles-based hybrid workplace model through a six-month
pilotendingonOctober31, 2022. The model was approvedby the Chief Executive Officer (CEO) in consultation
with the Board, forts potential toenable the organization to build a more flexible, supportive, inclusive and
adaptive workplace during and post-pandemic
‘The pilot supports data gathering, while reducing risks, to determine whether we are going in the right general
direction, potentially with some tweaks or fan alternative mode should be attempted. The assessment is
structured around five ey topics explored througha variety of quantitative and qualitative data points — e.8.,
user data, corporate performance trends, internal surveys, benchmarking, management insightsand research
(see response toe section three “Exploration” below or detail).
1 We understand departmentsare in various stages of planning and implementation, an that plans continue to
evalve. I information is not available for some ofthe questions, please indicate and provide an estimate if
possible.
1.Name and Sze of Organization
Organization Name: Canada Energy Regulator
Number of Employees: 561
Doesyourorganization have regional offices? Yes, three regional offices
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« Eastern Regional Office (Montreal)
« Pacific Reglonal Office (Vancouver)
« Northern Regional Office (Yellowknife)
Are your regional offices GC co working spaces? No
2. Postion Assessments

Did your organization assess positions for compatibility with hybrid work? Yes
If yes, what percentage of positions were assessed as having full-time in-office requirements? Less than 2%
What percentage of positions were assessed to be compatible with hybrid work, where some time is spent
‘working remotely and some time is spent on-site? Approximately 715%
What percentage of positions were assessed as compatible with fully remote work / telework? Approximately
27%
What considerations were applied to determine a full remote position (e.g. hiring outside ofthe NCR, skils
shortages, Diversity and Inclusion considerations, etc.)
For the Pilot only, positions were determined to be “fully remote” by leaders when there are minimal and
infrequent operational requirements for “fixed or “as needed” attendance in the office or in-person (e.g, once
a quarter).
UNCLASSIFIED/ NON CLASSIFIE
“Fixed” attendance: Functions and activites that require in-person presence as directed by leaders
« Access to physical records (e.g, records, mailroom, letters of credit)
« Access to equipment and rooms (facilties management, site security,regular and planned maintenance)
«in-person service needs e.g, Service Desk, Reception)
« Otherreasonsas defined by leaders

“As needed attendance: Functions and activites that require in-person presence asdirectedby leaders
« On-site events (e.g, quarterly Board of Directors meetings, second language testing)
« Off-site activities with third-parties (e.g, hearings, engagement, inspections)
« Maintenance, emergencies (as required only, e.g, unplanned IT maintenance, physical EOC activation)
« Meetings, relationship building activites, and other interactions warranting in-person attendance
« Other reasons as defined by leaders

More broadly — prior to the pandemic and up to now, business cases to staff positionson a fully remote basis
include:
« Exceptional expertise
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« kil shortages

« Regional proximity — NCR and communities we serve
« Reconciliation commitments

« Employment Equity, Diversity and Inclusion considerations

We acknowledge thatpositions assessed for full timeremoteare not always offered this option
3. Experimentation

Is your department currently testing out one or more hybrid models or other aspects supporting the
implementation of hybrid work? Yes

1£n0, why? N/A
If yes: What s your organization experimenting with? A principles-based model (see current status)

What is the experimentation timeframe? March 24, 2022, to October 31, 2022
What percentage of employeesare participating? 100%

Is participation voluntary or mandatory? Mandatory.
How is data being collected? Some examples could include employee surveys, HR system/ administrative data,
IT system-based data etc. If you have employee pulse data, please share aggregate results What outcome
measures" is your organization using:

See table below. Please note that this summary is provided as ageneral reference only as we are completing the
Pilot and is assessment.
UNCLASSIFIED/ NON CLASSIFIE

“Outcome measures refer to aspects of experimentationoutcomes that wil inform future decision-making. We
are interested in learning more about what is important to organizations to help inform our government-wide
hybrid experimentation efforts. Some examples include diversity and inclusion, mentalhealth,talent retention,
‘onboarding, social cohesion.
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under this initiative, OCHRO's
Research and Experimentation team would centrally administer an evaluationofthe hybrid models you are
testing and provide you with a departmental summary and a GoC-wide roll-up ofthe results of other
participating organizations.
Yes

If yes, please provide a contact name: marc.drolet@cer-recgc.ca

4. Hybrid model(s)
Has your organization shifted toa hybrid work model(s)?

Yes,a principles-based model as partofa Pilot ending October31 (see current status)
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Other options contemplated through extensive research, internal consultation and a technical assessment
included: Status quo (i.e. return to pre-pandemic approach with “10% Teleworkers and ad hoc remote work
allowed) and a simplified hybrid model with two to three fixed or core days into the office per week.
How many days are staff who worked full-time remote during the pandemic now required to come into the
office? If your organization is testing multiple models, indicate as many as apply:
Most positions (73%) have some requirement to come into the office andor conduct face-to-face activities.

Based on job flexibility profile, the most common estimated number of days per month on in office and/or
face-to-face meetings are as follows:
+ 2:5 days per month (51%)
«2:3 days per month (25%)
« 1.dayor less per month (18%)
How are the on-site days chosen?

a. Employees individually decide which day(s) to come on-site
b. Thereare fixed “team days” where everyone in the team comeson-site:

A combinationofa) and b)
d. Other:a combination of operational requirements, a) and b)
How did your organization choose hybrid models? « Research, staff consultation, assessment ofpositionsfor
suitability and the establishment of key principles with one being flexibility.
Did your organization apply a GBA lens when choosing hybrid work models? « We undertook a GBA Plus
assessment of how remote work was affecting different groups which informed the approach to hybrid.
5. Real Property& Technology

How is your office space currently configured?
« Hoteling workstations
« Traditional assigned cubicles
« Traditional assigned offices.
« Activity Based Workplaces

Has your organization considered building more collaborative workspaces and/or boardrooms to better
facilitate hybrid meetings?
« Yes, most likely, dependingon Pilot outcome.
Are you planning to reduce your office footprint?
« Yes, most likely, dependingon Pilot outcome.
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Have you invested intechnologies to adapt toa hybrid environment? For example, boardroom meeting
technology, online workplace booking systems etc)
« Yes, examples include:
0M Teams integration to al meeting rooms
o Portable interactive white board and touchscreen
0 New Office Space Booking Application
Temporary office equipment rental to test collaboration zone ideas.

6. Onsite Presence
D0 you have a tool to track what percentage of employees in your organization are going into the office ona
daily or weekly basis?

oes
UNCLASSIFIED/ NON CLASSIFIE
If yes:Pleasespecify the name of the tool:
0 NSpace (desk/office/raom booking app), C-Sure 9000 (swipe card access security reports), and Sign-in sheets
at Buikding Security
Please specify the latest data/estimate you have on:
__% of employees in hybrid work
__% of employees fulltime teleworking
Time period the data refer to:
Based on data or the period of the pilot, ll employees are involved in the hybrid approach. Based on employee
visit to the Calgary office each month most are not full-time teleworking. Employee visits range from 1,852
visits by 326 people upto 2,405visitsby 401 people, therefore 58-71% of employees have in-officedaysand
Would not be considered full time teleworkers.
On average,93~120 visits/employeesperworkday.
7. Challenges
What are your top thee barriers e.g, TBS policy, unassigned seating, growth of employeesvs. allocated space,
other)affecting the transition to. hybrid workplace?
« Resolving identified Policy gaps (e.g, location ofwork and business travel entitlements,
« Acquiring sufficient data to support long-term decision making on key themes such as culture, inclusivity, and
productivity
« Uncertainty with pandemic and misalignment with Government of Canada wide

8. Engagement
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Have you consulted with yourstaffon the shift to hybrid work? If so what are some ofthe key takeaways? Have
you consulted with Employment Equity Groups within your organization? Have you consultedwith your
Bargaining Agents?
Extensive consultation was conducted withstaff (leaders and employees), equity-deservinggroups and the
Union as partof the selection of the model for the Pilot (see What We Heard report as an example).
Engagement with these groups was conducted through preparations and continues throughout the Pilor’s
implementation and assessment phases.
Key Takeaways (initial consultation):

+ Allgnmenton lexiilty: Overal, staff, EDGs and the Union demonstrated a high level of interest i exploring
workplace flexiilty. Few would prefer to return to our origina, pre-pandemic sate. Most employees
UNCLASSIFIED/ NON CLASSIFIE

and leaders (>81%) agreed that greater flexibility fosters productivity and see similar benefits associated to
remote and in-person work.
« Flexible Work Models: Overal staf, EDGs and the Union expressed preferencesfor adoption ofaprinciples-
based approach rather than a blanket policy with mandated fixed days (one-sizefits al to enable the
organization, teams,and individual to achieve the full potential of emte and hybrid options.
+ Supporting Diversity and Inclusion: GBA Plusfindings and consultation with EDGs supported adoption ofa
principles-based approach.
+ Women employees see significantly more value in having more flexible work hours to complete certain tasks
— greater shareof caregiving responsibities may beafactor.
« Indigenous employees place overall higher value on flexibly, and see t as a way to nurture their connections
to their communities, th land and caregiving responsibiltes.
« Employeeswithdisabilities see a high value in remote work options — consistent with research on barriers to
workforce participation (e.8, mobilty/commute challenges)
+ People Practices: While a majority (81%) of leaders feel equipped to manage and leadin a remote or hybrid
workplace, challenges remain. Atop of the lst: how to create a postive team culture and effectively onboard
new or returning employees Leaders see flexibility as the key to support and empower team members, and 2s a
way to attract top talent.
« Digital and Physical Workspaces: How to continue evolving our technology practices (e.g. online etiquette,
information management) and new collaboration tools was staff mind. Although employees were more divided
on the topic of shared workspaces, many relished the ideaof quiet zones and more welcoming collaboration
areas. EDGs and the Union expressed concerns about meeting accommodation needsof employees at the office
andin their remote work locations.

Canada Revenue Agency
Departmental Hybrid Profiles
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Current Status: Please providea brief overview of your department's hybridplansfor fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Current Status at the Canada Revenue Agency:
The Canada Revenue Agency (CRA) is implementing a national hybrid work mode that is based on, first and
foremost, the operational requirements of the Agency. The first iteration of the Agency's hybrid model will be
implemented through the various phasesof the Agency Transition Plan(see below). This robust plan allows fora
gradual increase of on-site presence based on business and operational needs. The CRA hybrid model allows
Some employees to work remotely on a full-time basis, some to work from the CRA's worksites on a full-time
basis, and others to work a combination of the two. This model is in alignment with the flexible frst work
arrangement model proposed by OCHRO in theircurrent Guidance on optimizinga hybrid workforce (September

2022)andreflects one the recommended models of the TBS Hybrid-in-a-Box framework which is non-
prescriptive in terms of both intensity and flexibility. tis importantto note that some CRA employees have been
working at CRA worksites full time right from the start and throughout the pandemic to deliver servicesto
Canadians.

Below, we have included a copy of our reporting dashboard which is used to measure readiness to move to the.
next phase of the transition plan. The Agency entered the preliminary phase on July 18, 2022 and Phase 1.on
Sept 12, 2022. Weanticipategoing to Phase 2 when the Public Health measures ofmasking and maintaining2m
distancing are relaxed.

Name and Size of This isk may be helpful: Size of organization
Organization

Organization Name:
Canada Revenue Agency

Number of Employees:
58,095 including term and studentsasat July 1, 2022.

Does your organization have regional offices?
ves

Are your regional offices GC co working spaces?
No

Position Assessments | Did your organization assess positions for compatiblity with hybrid work?
“TheAgencycreated a working groupto assess the compatibility of positions with hybrid
work. The working group found that ina lager, diverse organization as ours, the same
position could have different operational requirements depending on team roles and
responsibilities. Asa result the CRA applied a flexible first approach, where the.
requirement to be on-site i driven by the nature of the activities performed. This led to
the developmentof a framework of mandatory anddiscretionarycriteria for on-site
presence.
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Mandatory criteria describe the tasks performed by employees that must be done on-site.
Some of these activites are legislative requirements, and othersare current operational
requirements.
There are four categories of mandatory on-site criteria
Paper/payment based activities
Security and/or technological requirement
On-site support activities
Confidentiality

Discretionarycriteria describe the tasks that may also need to be done on-site depending
on the circumstance and based on the guidance thatwillbe inplaceat the national, branch,
program,and regional level,

There are two categories of discretionary on-site criteria
Training/learning: raining and onboarding
On-site collaboration: Meetings, planning, teambuilding, town halls
In order to maintain consistency across the agency, the application ofthese criteria are:
governed by guidance documents produced at the National level, and then at each branch,
program and regional level.
In addition, the CRA has decided to conducta pilot project for a segment of positions that
could be conducted fully remotely. Please refer to our response to question #3 for
additional details
What percentage of positions were assessed as having full-time in-office requirements?
Throughout the pandernic there have been CRA employees on-site full tim to deliver the
tax and benefits program. Based on the latest Virtual Work Agreement Arrangements, 9%
of CRA employees, which equates to approximately 5,000 employees, re working full-time
at a CRAsite. Theattached dashboardfor the week of September 8, 2022 identifies on-site:
presence of ust under 4,000.
What percentage of positions were assessed to be compatible with hybrid work, where

some time i spent workingremotely and some time i spent on-site?
Based on the latest Virtual Work Agreement Arrangements, 76%of CRA employees hold
positions that could be compatible with a combination of in-office and remote work.
What percentage of positions were assessed as compatible with full remote work/
telework?
Based on the latest Virtual Work Agreement Arrangements, 15%of CRA employees, which
equates to approximately 8,000 working fully remotely.
What considerations were applied to determine a fll remote position (e.g hiring outside
of the NCR, skills shortages,Diversity and Inclusion considerations, etc.
The mandatory and discretionary criteria as described above were used to determineif an
employee could work fully remotely in addition to considerations of being ableto hire from
remote communities (not within commuting distance to a CRA office). These criteria and
considerations help to promote diversity, inclusion, andhiring outside of the National
Capital Region (NCR).
‘The CRA has 69% of its workforce in the regions (asofAug 15t 2022), which is a contributing
factor to be able to hire where the talent is. Considering the competitive labour market,
where the vast majority of CRA employees could work in private industry (banks,
professional firms, insurance companies, high technology companies etc.) the CRA must be.
able to attract talent from anywhere in order to effectively deliver on its mandate.
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Ts your department currently testing out one of more hybrid modelso other aspects
supporting the implementation of hybrid work?
ves

fo, why?
tyes:

What i your organization experimenting with?
1.100% Remote - CRA has launched a plot project to determine the viability of having
specific positions 100% virtual on afulltime basi, toatractcandidatesfromareas that
usually don't qualify to applyto CRA jobs due to thephysica distance from a CRA office
(such as Indigenous communities, Northern communities, etc) This pilot project also helps
t0.advance the greening government priority of the Government of Canada.

2. Beyond Geographical Boundaries- Pilot on virtual reporting. Employees are able to
report virtually toan officewithin a specific region while maintaininga physica attachment
toanother office within that region (i. 100 km radius).

Whats the experimentation timeframe?
20222020
2021-2023

What percentage of employees re participating?
‘Approximately350employees (ess than 1%)
No specific data available at this time.

Is participation voluntary or mandatory?
Voluntary

How is data being collected?
Data is being collected through employee surveys and internal data sources such as
program performance results.
Data is being collected via surveys and internal data sources.

Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

No survey results currently available.

What outcome measures* is your organization using
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Wiessure 3nd compare indirect Ue; employee wellbeing, mental health, etc; staffing
‘metrics such as staff turnover, retention and attrition; program productivity objectives to
organization objectives
Employee satisfaction; management satisfaction; alent acquisition and level of earning
and knowledge gained.

“Outcome measures refer to aspects of experimentation outcomes that will informfuture
econming. We are interestedin learning more about whats mportrt 0
‘organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, tlen retention, onboarding, Sociol
cohesion.
ve you interested i ning OCHRO'sHybrid-a-B0x Experimentation nitiatie? Under
his ntiative, OCHRO's Research and Experimentation team would centrally administeran
‘evaluation of the hybrid models you are testing and provide you with a departmental
Summary an aGoCwide rollupofthe result of atheparticipating organizations.
No as thse pots are sil n progress

Fiybrid model) Fasyour organization shifted to 3 bri wok models)?
The CR is currently transitioningto  ybrid work model though the diferent phases of
the CRA transition plan (see attachment below). This plan enables us to adapt as
circumstances evolve and a we experiment and learn more about the hybrid work model
at the Agency.

How many daysar staff wha worked fulltime remote during the pandemic now required
10 comeinto the office? If your organization is testing multiple modes, indicate s many as
apply:
Once a month or less
One tothree daysamonth
One day week
Tuo days a week
Three days a week
Four days a week
Five days a week (full time)
Notapplicable: Staff have not been instructed o work on-site a a regular cadence
Different requirements based on employee locaton
Other: CRA staff have been on-site inc the startof the pandemic and thy are expected to
beonsite based onbusiness and operational needs to protect the information of taxpayers
and deliver services to Canadians.
you have selected mtpl hybrid models above, lease include additional information on
the models you will be testing and how they apply across your organization:

How are the on-site days chosen?
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Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
Acombination of a)and b)
Other: The tasks required to be done on-site are determined by the framework of
mandatory and discretionary criteria

Howdid yourorganization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: Business and operational requirements, proven track record of delivering
successfully since the start of the pandemic,balancing employeepreferences and
international research of organizations in the tax, financial and IT sectors.

Didyourorganization applya GBA lens when choosing hybrid work models?

The CRA is taking into consideration the various GBA+ factors and intends to monitor for
any unintended consequences that may arise from the hybrid model.

Real Property& How isyour office space currently configured?
Technology ‘The Agency's portfolio is comprised of space that is spread across 97 buildings (as of June.

2022). The bulk of which remain fit-up to the pre-WP 2.0 standard.

Hoteling workstations
Where appropriate during WP 2.0 modernizations, hoteling workstations were included in
the office design to augment potential seating capacity and accommodate some functions
within the Agency such as field work in Audit. These continue to be provided in
GCWorkplace fit-up.
Traditional assigned cubicles
“The bulkofthe Agency's portfolio remains configured as fit was going to be assigned
cubicles. During the pandemic the Agency took steps with employees to remove personal
items from the office space. Existing space can operate as unassigned workpoints but this
wouldbe an inefficient use of space given that we would still have lager traditional
cubicles in place.
Activity Based Workplaces
The Agency has ABW within the space occupied. The Agency will continue to incorporate
ABW as modernizations move forward.
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
‘The Agency has completed several tenant service projects with more underway or in
planning with the specific goals of:
rearranging existing furniture to better facilitate an unassigned work environment;
removing some cubicles infavour of introducing additional collaborative space;
introducing WiFi into al offices to support flexible use of office space; and

ooosz



UNCLASSIFIED / NON CLASSIFIE

converting boardrooms to support enhanced technology and provide new technology
where required.
Are you planningto reduce your office footprint?
Yes, the Agency has assessed its need for office space and plans on reducing ts footprint
asfullmodernizationofthe portfolioi achieved. Recently, the Agency has begun
releasing space, and has cancelled previously-planned expansion projects.

Have you invested in technologies to adapt to a hybrid environment?For example,
boardroom meeting technology, online workplace booking systems etc)
Yes, some boardrooms have had technology upgrades to support hybrid work and an
initiative is underway to cost the required investment for the entire office portfolio. In
addition,a nationalworkpoint and meeting point booking system (e-Concierge) was

introduced and is in use. Further improvements to the system are under development.
Ifyes, please list
e-Concierge, Wi-Fi, click-share, wall monitors, additional LAN drops, cameras, rally bars,
replacing old PC towers for laptops, adoption and roll-out ofMS Teams, and docking
stations.

Onsite Presence D0 you have a tool to track what percentage of employees inyour organizationare going
into the office on a daily or weekly basis?
ves
Ifyes:
Daly reports are generated from the booking system
Please specify the name of the tool:
e-Condierge
Please specify the latest data / estimate you have on:
*The following data is gathered from the system containing completed virtual work
arrangement agreements, not from thesite booking system.
9% of employees in office full time
76%of employees in hybrid work
15%of employees fulltime teleworking
Time period the data refer to: July 18 to August 31, 2022

Challenges Whatare your top three barriers (e.g., TBS policy, unassigned seating, growth of employees.
vs. allocated space, other) affecting the transition to a hybrid workplace?
Fulfilling responsibilities for the Building Emergency and Evacuation Team ( BEET)
structure. Challenges in ensuring presence of certain BEET member roles, such as the Lead
Senior Manager for EmergenciesandEvacuations (LSMIEE), thefirst ader and the OHS.
representative/committee at every floor with employee presence as they may notbe on-
site ona particular day in a hybrid model or they would be coming on-site solely to fulfil
BEET responsibilities
Limited access to secure systems for interacting virtually with external clients, such as MS.
Teams is not certified for interactions with external clients at Protected B evel,
Hiring beyond geographical boundariesandapplicable travel policy. Consistency in
applicationof the directive in thechanging environment, travel related to remote/virtually

reporting employees, travel between hubs and leters of offerforfull remote employees.
requiring assigned physical work location.

ooosta



UNCLASSIFIED / NON CLASSIFIE

Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Since May2020, CRA conducted 5 employee pulse surveys. Results were used to shape the.
on-site readiness for the Transition plan.
Highlights from the March 2022 CRA Employee Covid 19 Survey
“The March 2022 survey results compared to the March 2021 results, show a higher
percentage of respondents reporteda preference to continue working from home,
regardless of COVID-19 restrictions. Those who reported a desire foramix of working from
home and at the CRA worksite would prefer going into the office on occasion, or once or
twice per week.
“The preference to work from home exclusivelyor only go intoaCRA worksite occasionally is

strong enough that many respondents would considerseeking another positionif they
were not provided with flexbilty.
Amajority of respondents who had joined the CRA during the pandemic were satisfied with
the onboarding process.
Well-being
An increase in the percent of respondents who indicated tha their well-being was very
‘good from March 2021 (24%) to March 2022 (40%).
845% adapted well to changes at work
745% have a healthy worklife balance.

New employees
925% of new employees were satisfied with the onboarding process

Workload
There was a slight increase in the number that reported being ableto complete their
workload during their regular hours (70% to 73%)

Preferred Work Arrangement
67% want to work from home only
24% would like to worka mix of at home and at a CRA site
4% preferred on-site presence
53% preferred a 1-2 daysaweek on-site presence

Future of Work
45% of respondents indicated they will seek out another positon if they cannot work at
their preferred location.
75% of respondents are supportiveof the CRA adopting a hybrid model of working.

Communication
745%of employeesfetconnected with colleagues compared to 57% in March 2021.

Executives, Managers & Supervisors
89% reported their team was productive working from home
87% want the ability to offer flexibility in work arrangements to attract the right employees
87% are comfortable virtually managing employees who work from home.

ooosta



UNCLASSIFIED / NON CLASSIFIE

Have you consulted with Employment Equity Groups withinyour organization?

Yes Consultation continues withthe Employment Equity, Diversity and Inclusion Team for
various designated groups such as the Persons with Disability Network (PWDN), the
Indigenous Employee Network, as well as Visible Minorities network in developing the CRA
hybrid vision.

Have you consulted with your Barganing Agents?
Yes. Consultations continue with all Unions andto date the National Unions have been
highly supportive of the engagement, consultation and approach to hybrid being employed
atthe Agency.

Canadian Dairy Commission
Current Status lease providea brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various sages of planning and implementation, an tha plans continue to evolve. If
information i not availabe for some of the questions, please indicate andprovide an estimate if posible.

Nameand Size of This nk maybe helpful: Sizeof organization
Organization

Organization Name: Canadian Dairy Commission

Number of Employees: 77
Does your organization have regional offices?

No
Are your regional offices GC co working spaces?

N/A

Position Assessments. Did your organization assess positions for compatibility with hybrid work?
Yes
ifyes,

What percentage of positions were assessed s having fulltime in-office requirements?
1%
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What percentage of positions were assessed to be compatible with hybrid work, where
some timeisspent working remotely and some time is spent on-site?
1%

What percentage of positions were assessed as compatible with fully remote work /
telework?
sas

What considerations were applied to determine a full remote position (e.g. hiring
outsideof the NCR, skis shortages, Diversity and Inclusion considerations, etc.
Mostly operational requirements, including the need tohaveat east one of the 5 EX on
site at all times in case of emergencies at the building

Ts your department currently testing out one or more hybrid modelso other aspects
supportingthe implementation of hybrid work?

No

no, why?
We agreed on a model which startedin June 202. t will remain unless it proves.
unpractical orunless public health measures require adjustments.
yes:
What is your organization experimenting with?

What is the experimentation timeframe?

What percentage of employees are participating?

1s participation voluntary or mandatory?

How s data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share agaregate resus

What outcome measures* is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes that will inform ture
decision-making. We are interested in learning more about wh is important to
organizations to help inform our governmentwide hybrid experimentation efforts. Some
examples include diversity and inclusion, mental health talent retention, onboording,
social cohesion.

Are you interested in joining OCHRO's Hybridin-a-8ox Experimentation initiative?
Under this initiative, OCHRO's Research and Experimentation team would centrally
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administer an evaluationof the hybrid models you are testing and provide you witha
departmental summary and a GoC-wide roll-upof the results of other participating.
organizations.
No.

If yes, please provide a contact name:

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes

How many days arestaffwho worked full-time remote during the pandemic now.
required to come into the office? If your organization i testing multiple models,
indicate as many as apply:

Other: Different requirements based on operational requirements for each position

If you have selected multiple hybrid models above, please include additional
information on the models you will be testing and how they apply across your
organization:

How are the on-site days chosen?

Employees individually decide which day(s) to come on-site

How did your organization choose hybrid models?

Position profile assessments
Other: Employee preference

Didyourorganization apply a GBA lens when choosing hybrid work models?
No

Real Property & How is your office space currently configured?
Technology Hoteling workstations for employees who come to the office occasionally for meetings

ete.
Traditional assigned cubicles for employees coming regularly to the office
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
No, our boardroom already allows for hybrid meetings.
Are you planning to reduce your office footprint?
Not for now

Haveyou invested in technologiestoadapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
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No. Once all employees were equipped to work from home, they were also equipped fora
hybrid environment.
Ifyes, please lst

Do you have a tool to track what percentage of employees in your organization are
going into the office on a daily or weekly basis?
No
tyes:
Please specify the nameof the tool:

Please specify the latest data/ estimate you have on:
3% of employees in office ful time
5% of employees in hybrid work
3% of employees full time teleworking

Time period the data refer to:

What are your top three barriers (e.g. TBS policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to a hybrid workplace?
1. Slow access to internet at the office for Teams meetings
2
3

Have you consulted with your staff on the shift to hybrid work? fso, what are some of
the key takeaways?
Employees appreciate having the choice to continue to work remotely if their position
allows.
‘They emphasized the need to make sure that the risks of contamination at the office were:
minimized.

Have you consulted with Employment Equity Groups within your organization?
No

Have you consulted with your Bargaining Agents?
No
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Canadian Grain Commission
Departmental Hybrid Profiles
Current Status: lease providea brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planing and implementation, and that plans continue to evolve. If
information i not availabe for some of the questions, please indicate and provide an estimate if possible.

Name and size of | Ths ink maybe helpful: Szeoforganization
Organization Organization Name: Canadian Grain Comission

Number of Employees:

4s of August 29, 2022, thre are 458 employees inthe CGC
268n headauarters in Winnipeg, Manitoba
76 in eastern region
114 in western region

Does your organization have regional offices?
Yes
Ave your regional offices GC coworkingspaces?

no

Position 01dyour organization assess positions for compatibility with hybrid work?
Assessments resifyes,

What percentage of positions were assessed as having fll time in-office requirements?
5%
What percentage of positions were assessed o be compatible with hybrid work where
some time is spent working remotelyand some time is spent on-site?
S45
What percentage of positions were assessed as compatible with ful remote work/
telework?
1% (or less). Eachfully remote/telework situation is being assessed on a casebycase basis

What considerations were applied to determine a fully remote position (e.5, hiring
outside of the NCR, skills shortages, Diversity and Inclusion considerations, etc.)
We havehiredoutside ourHQ and regional offices due to labour market shortages and we
have assessed compatibility withfullyremote work for employees with occesiilty needs
We acknowledge that positon assessed for full ime remote ore not aoys offered this
option
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Experimentation | 1syour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

Note: Any CGC employee may workfull time onsiteif tha s their preference

Ifno, why?
ifyes:
Whats your organization experimenting with?
The CGC s experimenting with the hybrid model. Some examples are:
testing thehybrid model to see what tasks are better completedonsite
varying the days of the week andfrequency that taf are coming nto the office
“participating in hybrid meetings, where somestaff are onsiteand some are offsite-
conducting training (such as courses, ross trainingof staf)
participating in staffing (such as on boarding new staff, staffbuilding tours)
getting ITsupport
“meeting withexterna stake holders

There is no pilot group; the experiment includesallemployees, from Headquarters and the
regions, who worked remote during the pandemic. Managers and staffare having virtual
work arrangement conversations and are working together to determine the best hybrid
work option.
The CGC also experimenting with activity-based workspaces at its Winnipeg
Headquarters. Headquartersstaffhave access to the bile app and can book a space to
workin the office environment.
What is the experimentation timeframe?
Ongoing to March 2023, management will be reviewing all the virtual work agreements.
and making adjustments as needed.
What percentage of employees are participating?
54%
Is participation voluntary or mandatory?
Mandatory ~ ll employees and managers wil finish the virtual work conversation process
and complete the appropriate documentation,if a hybrid option is require.

How is data being collected?
Data sources will include employee surveys, HR system/administrative data, IT system
based data etc. For example:

Employees willl out a Virtual Work Request, askingfor either a fully remoteorhybrid
work option. Once the requests are completed, the CGC will be able to report the number
of staffworking fully remote andhybrid.
The billie app can track whois coming on site at the national headquarters located in
Winnipeg, Manitoba, what work spaces are bing usedandfor how long, and whatspaces
are empty.
Employee surveys fromOctober 2020 and June 2021 were conducted with an over 70%
participation. n the summer of 2021, Focus Groupswereformedto follow-up on the
survey feedback and to better understandsurvey responses
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What outcome measures* is your organization using:

Performance -PSPM ratings —productivity has not been negatively impacted with staff
working virtual. Infact, there has been an increase in succeededplus ratingsand a
decrease in thenumberof employees not meeting performance goals. Vituol work will
again be measured during the 2022-2023 PSPMperformance reviews.
Mental hath andwellness ~ nthe employee surveys, staff wereasked how they were
doing if working virtually and thi will be asked again in thenextsurvey. New questions-
Ist too disruptive going into the ofice? Oris it harder staying at home?
Accessibilty~ Is working virtually a benefit to those with accessiilty issues?
Recruitment and retention ~TheExit Survey has been updated to include a question about
how ther virtual work arrangement affected their decision.
“Outcome measures refer to aspects of experimentation outcomes thatwill form future
decision-making. We are interestedin earning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.
Ave you interested in ining OCHRO's Hybrid-n-a-Box Experimentation initiative? Under
thisiniiative, OCHRO's Research and Experimentation team would centrally administer an
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upof the results ofotherparticipating organizations.
Yes/ No / My organization s alreadya partner

Yes ~ the CGC would like more information about the ntitive.

1fyes, please providea contact name:

Philp nsisienmay
(heim)
Reintegration/Future of Work Team Lead
Canadian Grain Commission/Government of Canada
Ship nsisienma,@arainscanada oc.ca ITel 204-298-9320/TTY. 1-866-317-4269
Chefge réquipe chargée de la éintégration et de Favenir du travail
Commission canadienne des grains! Gouvernement du Canada
oli nsisienmay@arainscanada coca / Tl.:204-208-9320TTY.: 1-866-317-4289

Hybrid model(s) Has your organization sifted to hybrid work model(s)?

Yes

How many days arestaffwho worked fultime remote during the pandemic are now
required to come nto the office?
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The CGC is not requiringstaffwho worked fulltime remote during the pandemic, whether
at Headquarters or one of our regional offices, to come into the office for a set number of
days.

Ifyourorganization is testing multiple models, indicate as manyasapply:

Once amonth or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days aweek (full time)
Not applicable
Different requirements based on employee location
Other:
Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

CGC management is experimentingwith options A through E. Hybrid workis
one of several possible work arrangements that managers andsupervisors can use, where:
operationally feasible, to increase productivity and enhance employee wellness to meet
both organizational and employee objectives
The choice of which model to use depends on multiple factors such as the tasks to be.
performed, employee performance, the employees virtual work location and
nterdependencies with the restofthe organization. Employees discuss the details of the
agreement with their manager, who then recommend it for approval by the divisional
director. All offsite work locations, whether long term of temporary, mustbeapproved
by the manager.

All employees, whether they are at Headquarters or in regional office, have access to
the same hybrid work opportunites.

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
‘There are fixed “team days” where everyone in the team comes on-site
Acombination ofa) and b)
Other: in addition to A and8, management can determine which days the employee is
required to work onsite based on operational needs.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
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ther: The CGC developed its approach bosed on the following
* quidance provided by other government organizations
* analysisof employee tasks, interdependencies andoperational needs
* employee surveys, feedback, focus groups

Didyourorganization applyaGBA lens when choosing hybrid work models?

No, the GBA ens was not applied when choosing a hybrid work model.

How i your office space currently configured?
Hoteling workstations
Traditional assigned cubicles
Activity Based Workplaces
Other: The CGC sin transition ight now. The CGC has a combination of traditional os well
as a new ABWenvironment and are encouraging stafo clean up theiold spaces and
transition to working from theABW environment only. We are going to the ABW to

convert floorspace and to support ourendstate ofa hybrid environment.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes we have and are currently working on that. We have identifiedan ABWproject,
done asimplefitup and purchased the technologytofacilitate hybrid meetings in 6
locations. Otherboardroomsarecurrentlyunderconsideration for updating.
Are you planning to reduce your office footprint?
Yes - It will depend on the needs assessment the CGC willbe conducting but anticipates.
being abl to reduce when our leases allow it.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes
Ifyes, please ist
billie app (online workplacebookingsystem)
televisions forcollaboration/meeting spaces
softwareforhybridteams meetings (Microsoft Teams)
Note onefloor in our Winnipeg 303 Main Street building has been refitted and new
furniture was purchasedfor the variousworkpointspaces
Laptoppackages and mobile devices were suppliedtostaff that were working virtually

Onsite Presence 100 you have a tool to track what percentage of employees in your organization are going
into the office on a daily or weekly basis?
Ves, but at this time only at our Winnipeg Headquarters location
ifyes:
Please specify the name of the tool:
billie app
Please specify the latest data estimate you have on:
employees are onsite fultime 45%
hybrid-545
working virtually = 1% or less)
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ut of the 458 stafa the CGC, 208 are on ste ful time asspecial purpose space (SPS)
users. This leaves a possible 250 employees that will be able to be consideredfor hybrid,
Jull time virtual workersor in theofficeful time.
45% of employees in offic fulltime (using Special Purpose Space (sPS))
Zsa% of employees in hybrid work
19% or less) of employees full time teleworking
Time period the data refer to: __ August 29, 2022.

Challenges What are your top three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
1. Change management
2. Funds/supply chain to acquirenecessary furniture/technology
3. Challenge torapidlyrespond to a changing work environment and to adapt to @ hybrid
work environment without having central agencies at the same stage of the processes

Engagement Have you consulted with your staff on the shift to hybrid work? If so, what are some of
the key takeaways?

“We conducted two alstaffsurveys,the firs in October 2020 and thesecond in June:
2021. -We additionallyconductedfocus groups in July and August 2021 to better.
understandthe survey results with respect to returning to the office.
We gathered information in thefollowing thematicareas: Health and Wellness,
Equipment and Tools, Communication and Return to Work.
Employees indicated they wanted to return to theworksiteon afexible schedule
depending on the season and workload.
~Employeesalso voiced thei desire to meet in-person when possibleforreasons of
connection and collaboration with colleagues, onboarding and learning.
We did a needs assessmentof employees who were using new GC workplace and took
theirrequirements into consideration.
“We are also in the midstof a needs assessment to determine the best useofthe rest of
our space. Key takeaways from this are still anticipated.

Have you consulted with Employment Equity Groups within yourorganization?

Wedid not consult with our National EmploymentEquityandDiversity Group directly
but did engage all employees with the survey andfocus groups to ensureall employees
perspectives were captured.
Have you consulted with your Bargaining Agents?
Yes, CGCunion representatives were invited to a focus group meeting to review the CGC.
suiteofVirtual WorkStrategy documents (such as the Virtual Work Policy, conversation
quides and the Virtual Work Agreement) and providefeedback. Updates have been
provided at ongoing Union/Management meetings.
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Canadian Food Inspection Agency
Departments Hybrid rofes
Current Status: lease providea brief overviewofyour department's hybrid plans for fall 2022. We understand
departments ar in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not availabe fo some of the questions, please indicate and provide an estimate if possible.

Name and size of “This link may be helpful: Size of organization
Organization

& ‘Organization Name:
Canadian Food Inspection Agency

Number of Employees:
6539

Doesyour organization have regional offices?
ves

Ave your regional office GC co working spaces?
No, but we il be participating inGCco working. We have our own regionaloffices a5.
wel

Position Assessments | Did your organization ass positions for compatiity with hybrid work?
Yes

tyes,
What percentage of positionswereassessed as having full-time in-office requirements?
Unknowna this time. We have completed the Position Suitably Assessments (PSAs) as
afirst sep. Three branches participatedincluding Operations Branch, Corporate
Management Branch and Human Resources Branch making up about 75% ofthe
organization.

With the introductionofthe MyWorkarrangements (MWA) tool which will be launched
a the CFIA September 12, we wil have insight into the number of positions identified as
full time onsite, remote or hybrid. These numbers willbe based on completion rate.

What percentage of positionswere assessed to be compatible with hybrid work, where
some time spent working remotely and some time is spent on-site?
Unknown at tis time. The CFIA has completed the PSA for ranches who participated.
All ranches have completed their branch plans. Once the MWA tool is lunched, this
data willbe captured in the tool. More information shouldbe availabe after September
30,22
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What considerations were applied to determine a fully remote position (e.g., hiring

‘equipment and/or systems that are only accessible on-site?

‘service interactions with clients, stakeholders, or colleagues that cannot be delivered by

maintenance (e.g, assets, facilities, IT equipment, etc.)
Team needs: Are key activities positively impacted by in-person collaboration with the

Access to “secret” documents: Do key activities require access to protected/ classified
documents beyond protected B (Secret, Top Secret or Classified) or the storage of
documents beyond protected A?

be completed on-site (e.g., lab samples, inspection activities, mailroom, access to
supplies, etc.)?

telework are considered exceptions and must be approved by Level 3 (DG/ED)

Condition of hiring (We have made a commitment to this employee);
‘Specialized position (the natureofthe work for this employee is not in the geographic
‘area where the organizational unit is located (i.e.: remote inspection)
Technical Skill Gaps (For employees with hard to locate skills (i.e.: cloud architecture or
technical subject matter expertise)

‘The incumbent attends to a specific element of the D&I plan. For example: Indigenous:

(example: temporary care for family after surgery, immunocompromised people)

We acknowledge that positions assessedforfull time remote are not always offered this
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Yes

1£no, why?
Ifyes:
What is your organization experimenting with?
A) Early Adopters — CFIA began re-entry in limited cases in June.
8) Phased Reintegration — EX's will tart re-integration September 6 with employeesto
follow based on their Position Flexibility Profile (PFP), Branch Plans, and employee
needs.
C) Branch plans-Each Branch has developed their own Branch Plan to identify their
intended objectives in developinga hybrid work model.

What is the experimentation timeframe?
Experimentationtook place from June to September.

What percentage of employees are participating?
“This is an Agency-wide initiative.

Is participation voluntary or mandatory?
Initial phases of experimentationwerevoluntary. i.e. Early Adopters. Employee's unique
needs and circumstances are reviewed and considered as required.

How is data being collected?
The CFIA has leveraged multiple avenues for collecting data. Some examples include
‘employee surveys, HR system/administrative data, IT system-based data etc.

What outcome measures is your organization using:

“Outcome measures

Each Branch has developed their own BranchPlan and identified their outcome
measures. An Agency Plan i currently being drafted but not available at this time. To
provide an example, please see theoutcome measures provided by the Human
Resources Branch below:
“A hybrid model of remote and on-site work that meets the unique needsofour staff
‘and operational activities. This approach will enhance our opportunity and support for:

Continuous learning and coaching.
Collaboration, relationship-building and teamwork.
Mental heath, overallwellness and work-life balance.
Askilled, diverse and inclusive workforce.
‘Overall productivity and employee satisfaction.”

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative?
Yes, the FutureofWork team and HRB Future of Work team attheCFIA have met with
the TBS’ RET team and would like to participate in the 2° phase of OCHRO's Hybrid-in-a-
Box in October.
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Under this initiative, OCHRO's Research and Experimentation team would centrally
administeran evaluationof the hybrid models you are testing and provide you with a
departmental summary andaGoCwide rollup ofthe results of other participating
organizations.

1fyes, please provide a contact name:
Tammy Jeffery, tammy.jeffery@inspection.ge.ca

Hybrid model(s) Has your organization shifted to hybrid work models)?
Yes.

How many days are staff who worked full-time remote during the pandemic now
required to come into th office?If yourorganizationis testing multiple models, indicate
as many as apply:

Once a month or less
One tothree days a month
One daya week
Two days a week
Three days a week
Four days a week
Five days a week (ul time)
Not applicable: Staff have not been instructed to work on-site at a regular cadence.
Different requirements based on employee location
Other:

How are the on-site days chosen?

Employees individually decide which day(s) to come onsite
Thereare fixed “team days” where everyone i the team comes on-site
A combination of a) and b)
Other:

How did your organization choose hybrid models?

Positon profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations.
Employee engagement/Team charter exercises
Other: All theabove

Did your organization applyaGBA lenswhen choosing hybrid work models?
Yes. We are currently working with TBS to delve further nto this aspect to ensure this
lens s applied.
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Real Property & How is your office space currently configured?
Technology Our office space across the Agency is a combination of legacy fit-ups, Workplace 2.0 and

Activity Based GC Workplaces.

Has your organization considered building more collaborative workspaces and/or
boardrooms tobetterfacilitate hybrid meetings?
Yes. The need for additional collaborative space is currently under review.

Are you planning to reduce your office footprint?
Yes. Following the creation of the work agreements, the Accommodations Division will
assess the space requirementsforeach CFIA office and modify ts long-term
accommodation plan to reflect the new space requirements.

Have you invested in technologies to adaptto a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes. The CFIA enabled MS Teams in 82 boardrooms at the national level and is working
on adding collaboration space with MS Teams capacity. The Agency is alsoworking on
the implementation of the Archibus software as a reservation tool for GC Workplace fit
ups. Currently,weare working on implementing the software in 7 projects that are in
progress.

Onsite Presence D0 you have a t0ol to track what percentage of employees in your organization are.
going into the office ona daily or weekly basis?
Yes.

If yes:
Please specify the nameof the tool
(CFIA had been leveragingan application in certain locations where employees would
sign up when planning to go into the office. This app has recently been retired as we.
transition to more comprehensive tracking tools.

‘The CFIAi also an early adopterof the myWorkArrangements (MWA) tool through the
TB Portal (TAP) and will be able to access MWA in mid-September. It will be used to
facilitateteleworkarrangements or staff. Roll out activities will commence immediately
upon launch, encouraging managers to completeMWASbySeptember 30°, 2022,
‘where possible. Managers are also being asked to have the MWA conversations as part
of delivering employees their mid-year PMP’s.

Please specify the latest data /estimate you have on:
9% of employees in office fulltime
9% of employees in hybrid work
9% of employees full time teleworking

Time period the data refers to:

Unknown at this time. Further details will beavailable upon the launchof the
myWorkArrangements (MWA) tool.
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Challenges What are your top three barriers (eg, T65 policy, unassigned seating, growth of
‘employees vs. allocated space, other) affecting the transition to a hybrid workplace?

1. Varied Audiences: It has proven dificult to provide accurate information and solutions
with such dynamic workforce. The CFIA haemployees nationwide, and in many
instances, thre is no one-size it al solution when reviewing the needs of NHQ and
regional offices.
2.17 Equipment and Building Readiness: Backogsand supply chain sues have caused
delays in acquiring equipment and adequately preparing office fo a Hybrid Work
Model.
3. Consistent Approach to Enablement: Determininga suitable approach to effectively
accommodate employees in multiple work points has proven difficult. This dificult is.
exacerbated by supply chain delays an the implications of having unassigned seating in
the office. Considerations include; DTA, unassigned seating, employee needs,
operational requirements etc.

Engagement Have you consulted with your staff on the shift to hybrid work? If so, what are some of
the key takeaways?
Ves. We have held Townhalls and Information Sessions for managersand employeesto
increaseawareness and collect feedback. Each session has helped the CFIA further
develop its approach and guidance based on employee experience. A a results, we
have drafted extensive guidance materials for CFIA stff Le. communication products,
manager's guides, Q/A’s, and an enhanced intranet presence.

Have you consulted with Employment Equity Groups within your organization?
We ar in the process of consulting our employment equity deserving groupsonour
Work ArrangementsPolicy and Hybrid Work Model.

Have you consulted with your Bargaining Agents?
Ves, several times. We have regularly scheduled Union Management Consultation
Committee meetings that ae specifically focused on the Future of Work and the Hybrid
Work Model and scheduled hoc meetings as required toconton all aspects of the
reintegration and Hybrid Work Model and take thei feedback and suggestions nto
consideration.

Canadian Heritage
Departmental Hybrid Profiles
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Current Status: Please providea brief overview of your department's hybrid plans for fall 202. We understand
departments are in various stages of planning and implementation, and tha plans continue to evolve. If
information is not available for some ofthe questions, lease indicate and provide an estimateifpossible.

Name and size of | This ink maybe helpful: Sizeoforganization
Organization Organization Name: Canadian Heritage

NumberofEmployees: As of March 2022: 2,266 employees including temporary workers,
individuals on long-term leave, secondment or interchange.

Does your organization have regional offices?

Yes/No YES

Ave your regional offices GC co working spaces?
Yes/No NO

Position 0id your organization assess positions for compatibility with hybrid work?
Assessments Toe vas

What percentage of positions were assessed as having full-time in-office requirements?
2562s per a census conducted with managers and employees in March and May 2022

What percentage of postions were assessed to be compatible with hybrid work, where
some time is spent working remotelyand some time s spent on-site?
53%
What percentage of positions were assessed as compatible with fully remote work/
telework?
38%
What considerations were applied to determinea fully emote position e.g. hiring
outside ofthe NCR, skills shortages, Diversity, and Inclusion considerations, etc)
PCH has applied common criteria based on OCHRO's framework to assess positon for
«compatibility with hybrid work/telework (full-time or part-time): work requirements,
team requirements, service delivery. Based on their mandate and organizational needs,
each sector or branch may haveadded other assessment criteria

We acknowledge tha positions assessedforful time remote arenot hays offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or ther aspects
supporting the implementation of hybrid work?

ves
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What fs your organizationexperimentingwith?
During the period ofApril ath to August 31st, 2022, numerous pilots were completed at
Canadian Heritageoffices across the country to test hybrid working models more fully in
preparation for implementationof ur hybrid model. Experimentation allowed us to
gather as much informationas possible on the systems,procedures and equipment
needed tooptimize hybridwork and to inform theestablishment of work arrangements
on an ongoing basis.
The following case studies represent the range of pilots undertakenbytype, employee
function (from corporate services to technical experts, to programdeliveryand policy,
locations (regional, HQ) and sector.

Type A: Voluntary depersonalization
Case study 1: Official Languages Branch
Case Study 2: th Floor, Community and Identity Sector
Type B: Management Presence
Case Study 3: Arts Policy Branch
Case Study 4: Praires& Northern Region, and Atlantic Region
Type C: Scheduled on site dys
Case Study 5: Parlamentaryand Cabinet Affairs
Case Study 5: CommunicationsBranch
Case study7: MinisterialOffices&Governance
Type D: LTOLC Renovated Floor
Case study 8: Sport Canada
Type E: Evolution of Cohort 1
Case Study 9: Canadian Conservation Insitute& Canadian Heritage Information Network
TypeF Pre-pandemic controlled experiment
Case Study 10: Canadian Audio Visual Certification Office (CAVCO)
Return to the Workplace (Disability Case Study
This case study i being held from September 26 to December 16,2022. Results will be
available in December 2022
For the team perspective, the Accessibilty Office will upport the participating team and
look at how employees were abl to getal their accommodationsto return to the
workplace andhow all employees fel throughout the process. The lessons learned could
lead to recommendations.
For individual participants, theAdvisoryCommittee on (DisJAbilty ill look at issues and
resolutions, and impacts, as well as measure how the individual employee perceived ther
return to work prior to the experimentation and at the endofthe project.
Whats the experimentation timeframe?
April th to August 311, 2022 (5 months)

What percentage of employees ae participating?
Individual participation rate was not tracked since the cases studies were based on
Voluntary~team participation.

Is participation voluntary or mandatory?
Voluntary

Howis data being collected?
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The Input received from the different case studies wll be translated ntoa final port
allowing for the evaluation of the quality of the experiences experienced within the
department.

Resultswill be measured by:
Impact on systems
Employee wellbeing
Issues identified and resolved
% ofpre- pandemic workforce onsite

What outcome messures* is your organization using:
PCH has tested various variationsof hybrid work (over the courseof the summer) and
case studies witha view to inform infrastructure needs, necessary support tools for
managersaswell as various interest groups. Our goal was towardsour first step to
implementing formally our PCH hybrid model n fall 2022.

Approach anddiscussionsbetween managers and employees about balancing both
operational needs and employee needs while retaining best practices in terms of service

efficiencyand flexibilities in termsof work arrangements
Accessibiltyand accommodation needs

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin earning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
‘examples include diversityandinclusion, mental healt,talentretention, onboarding,
social cohesion.

Are you interested in joining OCHRO’sHybrid-in-a-Box Experimentation itiatve? Under
thisnitiative, OCHRO's Research and Experimentation team would centrally administer an
evaluation of the hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-upof the results ofther participating organizations.
Yes No PCHis alreadya partner

1fyes, please providea contact name:
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Hybrid modells) | Hos your organization shifted to a hybrid work modells)?
Yes/No/ PCH is officially transitioning to hybrid work environment asofSeptember 26,
2022
How many days arestaf who workedful time remote duringthepandemic now required
to come into the office?Ifyour organization is testing multiple models, indicate as many
as apy:
Once a month or less
One to three days a month
One day a week (os a minimum, except fo thosewhose job functions ar such tht ful
time on-site presence is required to perform the duties)
Two days a week
Three days o week
Fourdays a week
Five days a week (full time)
Not applicable:Staff have not been instructed to work on-site at a regular cadence
Differentrequirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please includeadditionalinformation
on the models you willbe testing and how they apply across your organization:
Howare the on-site doys chosen?
Employees individual decide which day(s) to come onsite
Therearefixed “team days" where everyone in the team comes on-site
A combinationof a) and b)
Otter:

How id your organization choosehybridmodes? Corinaton of 0.) nd)

position profile assessments
Employee location (NCR employees come into the office)
Precedence set byother government organizations
Employee engagement, Team charter exercises
Other:

Did your organization applya GBA lens when choosing hybridworkmodels?
Yes, the GBA lens has been applied in shaping and determining PCHs hybrid work model
and the accompanying moder workspace.
An Inclusion,diversity, equity, and accessibiity (DEA) ens have alsobeen applied. Based
on five main principles: Prioritize the physical, psychological and emational health of all
employees; Encourage employees to show compassion, empathy and flexibilityatal
levels Remain flexible i order to adapt to the constantly changing environment and
communicate al elevant information in timely manner; Make decisions related to the
hybrid model based on evidence and data, and communicate them transparently; Target,

preventand eliminate theobstacles tha the new hybrid work model could create whe
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eliminating the inequities of the past
Over the past few months, and ongoing: we have exchanged with the various groups and
committeesofthe Department, including the Committee on Employment Equity, Diversity
and Inclusion, and we are committed to continuing these discussions inorder to ensure:

that the points viewof al are well represented.

Real Property & How is your office space currently configured?
Technology Hoteling workstations

aonese
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er=o
Has your organization considered building more collaborative workspaces and/orSrnuEyzre—,RRs
Yes/No VESa2—_——mam,aCeiTEEETi
Yes / No YES,: —_— mmSCeen
Please specify the latest data / estimate you have on:
‘Spring/Summer 2022: the majority of your employees are working in a hybrid mode, herennCLaas,mmmmror

Challenges What are your top three barriers (e.g., T8S policy, unassigned seating, growth of
‘employeesvs.allocated space, other) affecting the transitionto a hybrid workplace?ETLoIearnsarrTy

CL +asiard
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CHT has conducted a survey, census and hed DHS Viual town hall meshing o anover
employees’ questions about the department new work model andvision as well as to
provide them vith the opportunity to share thir views on th future of work at PCH. n
order to better understand the needs from various vantage points, we have sso
leveraged our exiting internal forums (Directors and Managers’ Forum, I0EA Advisory
Committe, Ambassadors of Change Network) as wel as individuals meetings with each
DG/RDG to better understand the needs, as consultation mechanism on Future of Work
Roadmap and other tools and products associated vith hybrid work motel.

Key takeaways fom consultation with can be summed up to th followin: sccessfl shift
10 hybrid work relies on department's ailty to ensure health and safety Inthe workplace,
physical workplace readiness transparent approach and timely messaging, support to
managers inimplementation 3s wel as flexibility,accessiiity and inclusiveness.

Have you consulted with Employment Equity Groups withinyourorganization?
‘The principles of inclusion, diversity, equity and accessibility (IDEA) have been at the
forefront of our approach to ensure accessibility and inclusiveness or all. PCH has
establishedan Advisory Board called Hybrid by Design whose membership includes a
versity of perspective nthe development of PCH’ approach to the Future of Work /
Hybrid Work Model in particular equity deserving communities, accessibility
consideration, regionalrealities and various levels of management and employees. PCHs
IDEA Advisory Comittee has also been consulted on ur Future of Work Roadmap and
Hybrid by Design objectives

Have you consulted with your Bargaining Agents?
Bargaining agents have been consulted and informed and discussions took lace during
regular meetings of the Human Resources Labour Mangement Consultation Committee
and the National Labour. Management Consultation Commitee with an ad-hoc NUMCC on
September 6, 2022. BargainingAgentssupport the PCH Hybrid model (minimum of 1daya
week in-office work) and appreciate the communication strategy and the roscmap
designed by Communications and HRan expec tht the employer will remain flexible
with accommodation requests.

Canadian Human Rights Commission
Departmental Hybrid rofes
Current Status: lease providea bref overview ofyour department's hybrid plans for fal 2022. We understand
departmentsar in various sages ofplanning and implementation, and tha plans continue to evolve. I
information is not available for some ofthe questions, please indicate and provide a estimateifpossible.

woos



UNCLASSIFIED / NON CLASSIFIE

Name and size of | This ink maybe helpful: Sizeof organization
Organization Organization Name: Canadian Human Rights Commission

Number of Employees: 300

Does your organization have regional offices?

ves

Are your regional offices GC co working spaces?

No

Position idyour organization assess positions for compatibility with hybrid work?
ASTOSTIONIS No (this exercise will commence in September 2022).

ifyes,
What percentage of positions were assessed as having full-time in-office requirements?

What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent workingremotely and some time is spent on-site?

What percentage of positions were assessed as compatible with fully remote work/
telework?

What considerations were applied to determine a fully remote position (e.g. hiring
outside of the NCR, skills shortages, Diversity and Inclusion considerations, etc.

We acknowledge that positions assessed for ful time remote are not aways offered this
option

Experimentation | Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
No

no, why? The CHRC sin the process of planning its reoccupancy. Due to the recent
addition of new mandates to the organization and the resulting growth of the.
organization, the Commission must move from an assigned seating workplace, oan
unassigned/shared seating workplace. Weare therefore i the process of completinga
depersonalization exercise as well as a paper clean-up exercise. Once the exercise is
complete, re-occupancy will take place using a hybrid model. In the meantime, the
organization is still in a primarily remote working situation, with a few exceptions.
yes:
Whatis your organization experimenting with?

Whatis the experimentation timeframe?
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What percentage of employees ae participating?
Is participation voluntary or mandatory?

Hows data being collected?
Some examples could include employee surveys, HR system administrative dats, 7
system-based data ec.
“if you have employee pulse data, please share aggregate results

What outcome measures® s your organization using:

“Outcome measures refer to aspectsof experimentation outcomes that will informfuture
decision-making. We oe interested in learning more aboutwhatsimportant to
‘organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityondinclusion, mental health, alentretention, onbording,
socil cohesion.
Ave you intersted in joining OCHRO's Hybrid-n-a-Box Experimentation ntiative? Under
this nitaive, OCHRO's Research and Experimentation team would centrally admiristeran
evaluation of the hybrid models you are esting and provide you with departmental
summary and a GoC-wide roll-up of the results of otherparticipating organizations.
No. Based on the fact that we are not actualy testing models, we do not believe tha this
would be make sensea this time.
yes, please providea contact name:

Hybrid model(s) | Fasyour organization shifted to a hybrid work models)?
S00n to implement as tated above, the Commission workingon transforming the
workplace o permita hybrid model. At this tm, the Commission has not made anydecison regarding mandated number of workdays nthe office for employees who
worked remotely.

How many days arestafwho worked fulltime remote during the pandemic now required
to come into the office? If your organization i testing multiple modes, indicate as many
asap:

Once a month or less
One to thee daysa month
One day 3 week
Two daysa week
Three days a week
Four days a week
Five days a week (full time)
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Wot applicable: Staff have not been instructed 1 work on-st ata regular cadence
Different requirements based on employee location
other:
you hav selected multiple hybrid models above, please include additonal information
on the madels you vil be testing and how they apply across your organization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There ar fixed “team days" where everyone nthe team comes on-site
Acombination ofa) and b
Other:

How id your organization choose hybrid models?
Position profile assessments
Employeelocation (NCR employees come ito th office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
other:

Didyour organization applya GBA lens when choosing hybrid work models?
As stated above, the organization i stil in the process of defining what ts future hybrid
model will be, buts very much ware of the postive impact tht emote working has had

for ome communities including persons with dsabity and women. As such we fully
intend to continue to consider how our future model can be inclusive and flexible and
ensure thatt does not create barriers toemployment.

Real Property & |Howis your office space currently configured?
Hotelingworkstations: les than 5% ofworkstations

Technology Traditional assigned cubicles: remaining workstations a well as closed offices for
executives and legal counsel
Actity Based Workplaces none
other:
Was your organization considered building more collaborative workspaces and/or
boardrooms to bette faciltate hybrid meetings?
Not building collaborate spaces, but changing the setup to alow for mre collaborative
workspace
Are you planning to rece your office footprint?
No not at ths time
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking ystems etc)
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No,aside from investing to improve remote connectivity, the Commission has not yet
invested in other types of technologies but this i being considered in the contextofour
reaccupancy planning.
Ifyes, please list

Onsite Presence 00 you have a tool to track what percentage of employees in your organization are going
nto the office on adail or weekly basis?
No. We do nothave a tool to track the %of employees. Ouron-site presence is quite:

small (Between 5 and 10%) and weareable to track these by email and in excel.
Ifyes:
Please specify the name of the tool:

Please specify the latest data / estimate you have on:
Less than 5%of employees in office full time (security, facilities, mailroom, compensation,
members of the senior management team)

3% of employees in hybrid work
approximately 953% of employees full time teleworking, with a few coming in sporadically
based on various operational needs
“Time period the data refer to: From beginning of the pandemic until now.

Challenges What are your top three barriers (e.g. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to.a hybrid workplace?
Transition from dedicated work stations to unassignedseating during a period of
significant organizational growth (the organization hasgrown andwecan no longer
support assigned seating)
IT considerations —it i sill unclear how many employees our current IT infrastructure can
support while onsite and using new tools such as TEAMS
Evolvingguidance and expectations from central agencies
Other competing organizational priorities (implementation of new mandates at the CHRC)

Engagement Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?

The CHRC initially consulted all staff in the earlier stagesofthe pandemic. We have also
done a teleworkexerciseassessment (where managers consulted with staff) and set upa
working group with members from across the organization and the unions to support our
re-occcupancy work.

Takeaways: most employees want the flexibility to work from home either on a fulltime:
or part time basis (e.g. approx. 45% on ful time and 45% on part time basis).

Have you consulted with Employment Equity Groups within your organization?

As our planning continues, we intend to consult with employee groups such as our DACC
committee which comprises indigenous and racialized employees.
Have you consulted with your Bargaining Agents?
“They are part of the Re-occupancy WG.
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Canadian Institute of Health Research
Departmental Hybrid Profies
Current Stats: lease providea bref overview of your departments hybrid plans for fal 2022. We understand
departments ar in variousstagesof planning and implementation, and tha plans continuet evolve. If
information is not avaliable fo some of the questions, please inlcate an provide an estimate if posse.

Name and size of | This link may be helpful: Size of organization
Organization© Organization Name: Canadian Institutes of Health Research (CIHR)

Number of Employees:
Indeterminates: 465
Terms: 99
Students: 37
In addition, there are currently additional positions:
Vacant 68
Leave or secondment : 35
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Doesyour organization have regional offces?: No
Are your regional offices GC coworking spaces?Not applicable

Position Oidyour organization assess positions for compatibiy with hybrid work?
Assessments ves

ifyes,
What percentage of positions were assessed a havin fllime in-office requirements?
What percentage of positions were assessed obe compatible with hybrid work, where

some time s spent working remotelyand some time is spent on-site?
What percentage of positions were assessed as compatible with fully remote work/
telework?
What considerations were applied to determine afully remote position (e.g., hiring
outsideof the NCR, ils shortages, Diversity and Inclusion considerations, ic.)

CIHR positon requirementsand employee preferences were discussed and documented
via multiple manager-employee meetings in 2021 and 2022 calendar years.
Guidelines and templates were used to support meetings and decision-making, including
subsequent calibration exercises toensure precision and accuracy of results.
“The majority of positions were assessed as compatible with a hybrid model whereby
employees could work les than three days at the office per week
The CIHR Work Agreements, which formalized the employee work arrangement inthe
office or a hybrid arrangement or telework), were completed in June 2022.
Of the 564 (indeterminate and terms) Work Agreements finalized, most positions were
identified as being compatible with a hybrid model with less than three days at the office
per week:
89%: <3 days at the office
4553+ days at the office
7%: Telework/fully remote (employees located outside the NCR)

To note these numbers exclude the Executive cadre who are expected to be in the office
atleast 3 days per week on average, on a planned schedule

Experimentation |Isyour department currently esting out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
ves.
110, why?
ifyes:
What i your organization experimenting with?
Since the start ofthe pandemic, CIHR employees have predominantly worked remotely in
compliance with public health and Government ofCanada guidelines.
With the pandemic experience providing an unprecedented opportunity to equip CH for
remote work, it became increasinglyclear that most employees wanted tsee a post-
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pandemicworkplace that would include flexibility and options regarding where and how
they worked.
With the lifting of public health measures, CIHR gradually reopened its 160 Elgin Street
offices on July 4, 2022, with some employees returning on-site based on a new flexible.
hybrid workplace model,
The CIHR hybrid workplace model is founded on three factors: operational requirements
and organizational priorities; the mental heath and well-being of its employees and
physical footprint requirements.
“The organization has moved to a hybrid model which demonstrates a commitment to on-
going collaborationand experimentation with CIHR staff.
CIHR's goal remains to ensure the hybrid model allows the organization to deliver on ts
mandate and strategic plan, government priorities, and build a strong workplace culture
for the future.
Another key factor considered is that CIHR will be moving to a new location in 2024, which
will have reduced square footage.
What s the experimentation timeframe?
Experimentationhascommenced and continues tobegradually rolled out. Key past and
future milestones include:

January 2022: CIHR Future Workplace Model published and shared with staff.

July 4, 2022: Gradual implementation of CIHR Future Workplace Model and re-opening of
160 elgin Street office

September 12, 2022: Full implementationofhybrid model with certain senior leadership
team members working in the office 3 days/week on average moving forward.

2024 (TBD): CIHR will be moving to its new office space sometime in 2024.

What percentage of employees are participating?
100%
Is participation voluntary or mandatory?
Mandatory.

How is data being collected?

Formal/informal manager-employee meetings
Allstaff and town hall sessions.
Smaller staff engagement sessions.
Employee Pulse Surveys (regular/multiple)
On-going engagement with key governance tables
Intranet site devoted to the CIHR Future Workplace Model
Approved Work Agreements
HR system/adminisrative data
Physical and digital security.
Passport Application

What outcome measures" is your organization using;
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Key performance indicators (o be developed in 2023)
Well-being of employees measured throughregular employee pulse surveys, exit
interviews, etc.
Feedback provided directly to managers by employees and rate of satisfaction with the
work arrangement
Staff tumover rates/talent retention ~ once in place for a year from now (excluding
retirements).
Adherence to the Work Agreements e.i. are employees asking for modifications to their
agreements in order to either work more or less from the home or office

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.

Ave you interested in ining OCHRO's Hybrid-n-a-Box Experimentation initiative? Under
thisiniiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upof the results ofotherparticipating organizations.
No

1fyes, please providea contact name: n/a

Hybrid model(s) See section #2 above, Experimentation and implementation of hybrid model has since
occurred.

Hasyour organization shifted to hybrid work models)?

Yes. Please see #2 above.

How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If yourorganization i testing multiple models, indicate as many
as apply.

Once a month or ess.
One to three daysa month
One daya week
Two daysa week - forall Executives
Three daysa week
Four days a week
ive daysa week (fulltime) -for some Employees based on operational requirements
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: fora ther Employees- As part of promoting “presence with a purpose” as a
driver ofits hybrid work model, time expected in the office is based on operational
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ecquirementsandany ad hoc work or meetings that can oly be conducted nthe office or
a the request of management. Those outside the NCR are not expected o work nthe
office. primary focus onmeeting the mandate.
you hav selected multiple hybrid models above, please include additonal information
on the models you will be testing and how they apply across your organization:
How ae the onsite days chosen?

Employees individually decide which day(s) to come on-site.
There are fixed “team days” where everyone i the team comes on-site.
A combination of a} and bl.
Other: Based NCRstaffwho are not required to be 100% nthe office, on-side days are
chosen based on operational requirements, manager request and/or employee
preference (in tha order). Executives ae asked 0 attend the workplace in planned
manner.

How id your organization choose hybrid models?

Position profile assessments.
Employee location (NCR employees come into the office).
Precedence set by other government organizations.
Employee engagement / Team charter exercises.
Other: engaged Gartner (consultant) and conductedextensiveconsultations with other
agencies and internally, inclucinga thorough reviews of the evolvingresearch and
subsequent literature.
Did yourorganization applya GBA lens when choosing hybrid work models?
Managers met with employees a number of times to discus ist the operational
equirements oftei jobs and second the individuals personal circumstances and
preferences that may require lexiiity and accommodation. Managers were provided
Evidance on how to have sensitive conversations about individual needs/crcumstances.
The individual personal needs and circumstances were considered nthe final decison on
the type of hybrid work arrangementfor each employee

Real Property & |Fowis your office space currently configured? Current offic space includes
Hoteling workstations unassigned cubicles and closed offices

Technology Collborative workspaces
Traditional asigned cubices
Traditional assigned closed offices
Quiet rooms
Shared business Centers and Kitchens
Boardroomsofdiferent size furniture layoutsan technology
Has your organization considered building mare collaborative workspaces and/or
boardrooms to better faciltate hybrid meetings?
Since we will be moving in 2024, it was prudent no to invest in any construction atthe
present location. However, inorderto faclitate hybrid meetings, CIHR decidedto invest
in enabling technology that can be malized in the new office space.
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‘Are you planning to reduce your office footprint?
Yes, CIHR's new lease in 2024 has a reduced footprint.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom mating technology, online workplace booking systems etc.)
ves.
IFyes, please ist
In order to facilitate hybrid meetings, the Poly Studio technology was implemented in 7
of our 16 boardrooms. Please note that this technology can be reused in the new office:
space when we move in 2024.
All 107 unassigned workstations and enclosed offices were equipped with dual monitors.
and universal docking stations allowing employees to simply plug in their laptop and be.
ready to work. Keyboard/mouse can be borrowed and returned at the end of the day to
be disinfected by the Service Desk using a UV disinfecting cabinet purchased for that
purpose. The Outlook 365 room booking feature was leveraged to implement room
booking process allowing hybrid workers to book an unassigned workstation when
coming to work inthe offic. Please note that employees who selected to work less
than3 days per week in the office s per thir newly signed work agreement are no
longer entitledto an assigned workstation and are expected to book unassigned
workstations when needed.
In order to support higher bandwidth requirement induced by increased usage of
videoconferencing in Teams hybrid meetings conducted from th office, mitigating
measures were implemented:
Split tunnelling was implemented for remote VPN users
A bandwidth cap was implemented for individualvideoconferencing sessions
Unused Internet circuit bandwidth was repurposed for videoconferencing exclusive usage.

Onsite Presence | D0 you have a ool to rack what percentage of employees n your organization are going
into the office ona daily or weekly basis?
ves
yes:
Please specify the name ofthe tool:
Historical, an OfficeEntry Passport Application was utilized. Recentl, tracking has been
based on the Digital and Security Services branch of Corporate Services. The number of
employees entering the office is tracked ona daly, weekly and monthly basis and
reported ona regular basis to senior management.
Please specify the latest dta / estimate you have on:
3% of employees in offic fulltime
90%ofemployees in hybrid work
75% of employees ful time teleworking
Time period the data refer to: data validat this time.

Challenges What are your op three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
1. Evolving and unpredictable health situation.
2. Clear and consistent direction from T8S/Centre.
3. Froma Real Property perspective- Appying a hybrid work model (based on  GCWorkplac ofce
sign which is Acthiy based workspace) i office space tha cant be ul converted iceweare
moving, 5 wel theincreased nee for new technologies and security guidance.
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EE |
Engagement ave you consulted with your staff on the sit to hybrid work? so, what are some of

the key takeaways?
Yes. The model has been extremely well received and supported by the vast majority of
employees. Employees value the on-going engagement, flexiblyand continuous
feedback mechanisms offered by the models construct, an ts emphasis on employee
productivity a5 well as mental health and wel-being.

Haveyou consulted with Employment Equity Groups withinyourorganization?

The process was applied equitably across the Agency with all employees being provided
the same parameters.
Have you consulted with your Bargaining Agents?
CIHR employees are unrepresented.

Canadian Intergovernmental Conference Secretariat
Departments Hybrid rofes
Current Status: lease providea brief overview of your department's hybrid plans for fal 2022. We understand
departments ar in variousstagesof planning and implementation, and that plans continue to evolve. If
information is not avalible fo some of the questions, please ndcate an provide an estimate f posse.

[Name and Size of [is ink maybe helpful Siz of organization
Organization

Organization Name: Canadian Intergovernmental Conference Secretariat

umber of Employees: 32
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[Does your organization have regional offices?

No

re your regional offices GC co working spaces?

INo

Position [Did your organization assess positions for compatibility with hybrid work?

Assessments es

Ifyes,
hat percentage of positionswereassessed as having full-time in-office

requirements?
0%

hat percentage of positions were assessed to be compatible with hybrid work,
here some time is spent working remotely and some time is spent on-site?

foos.

hat percentage of positions were assessed as compatible with fully remote work,
telework?

%
hat considerationswereapplied to determinea fully remote position (e.g, hiring

outsideofthe NCR, skill shortages, Diversity andInclusion considerations, etc.)
(One employee exceptionally who is closed to retirement. The CICS hasa special
interchange program with Provinces and Territories, and itwas deemedforcost
fective to not relocate those employees into the NCRfor the term of their

fnterchange.

[We acknowledgethat positions assessedforfulltime remote are not always offered|
thi option
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[Experimentation Js your department currently testing out one or more hybrid modelsor other
spects supporting the implementation of hybrid work?

no, why?
fryes:
hati your organization experimenting with?

[Employees come totheoffic at feast one day a week for the time being and
planning on moving to unless required for operational requirements) twice a week
ItheFall. An exception was made for employeeswhoare requiredtotravel as par
bf their functions. To note thata few employees are already coming 3 to 4 time per
eek voluntarily.
hats the experimentation timeframe?

summerand Fall 2022
hat percentageofemployeesare participating? All

Is participation voluntary or mandatory? Mandatory

How i data being collected?
fSome examples could include employee surveys, HR system) administrative data, IT
bystem-based data etc.
[1you have employee pulse data,pleaseshare aggregate results

hat outcome measures* i your organization using:
[Mainly onboarding and social cohesion

[*Outcome measures refer to aspectsofexperimentation outcomes that will inform
Juturedecision making. We are interested in learningmore about whatis important]
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fo organizations to help inform our government-wide hybrid experimentation
Sorts. Some examples include diversity and inclusion, mental healt, talent
tention, onboarding, socialcohesion.

re you interested i joining OCHRO's Hybric-in-a-Box Experimentation
initiative? Under ths initiative, OCHRO's Research and Experimentation team

ould centrally administeran evaluation of the hybrid models you are testing and
fprovide youwith a departmental summary and a GoC-wide roll-upof the results of
other participating organizations.
No

If yes, lease provide a contact name:

IHybrid model(s) [Has your organization shifted to a hybrid work models)? Yes — we are currently
ransitioning to a hybrid model with employees coming into the office a least 1 day

b week

[How many days are staff who worked full-time remote during the pandemic now
Fequired to come into the office?Ifyour organization i testing multiple models,
indicate as many as apply:

Once a month or less
One to three days a month
One day a week
wo days a week
hree days a week

[Four days a week
Five daysa week (fll time)
INot applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirementsbasedon employee location
Other:
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If you have selected multiple hybrid models above, please include additional
information on the modelsyou willbe testing and how they apply across your
organization:

[How are the onsite days chosen?

lEmployees individually decide which day(s) to come on-site

here are fixed “team days” where everyone in the team comes on-site
A combinationofa) and b)
Other:

[How did your organization choose hybrid models?

[Position profil assessments

[Employee location (NCR employees come into the office)

[Precedence set by other government organizations.
lEmployee engagement / Team charter exercises
Other:

Ibidyourorganization apply a GBA lens when choosing hybrid work models?
es,we always do our bestto be as respectful and cognisant of individual needs

[Real Property & [How is your office space currently configured?
‘echnology [Hoteling workstations

raditional assigned cubicles

ctivity Based Workplaces
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other:
as your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?

fe do not see the immediate need to redesign office space considering the
particularnatureofour work. Currentconfiguration shouldfaciitateandefficient
nd effective hybrid work model
ve you planning to reduce your office footprint?

ho
Have you invested in technologies to adapt toa hybrid environment? For example,
boardroommeeting technology, online workplace booking systems etc)
ho
byes, please list

Onsite Presence [D0 you have a ool to track what percentage of employees in your organization are
oing into th offce on a dailyorweekly basis?
es

byes: We have onethat could be used fortracking, but ts notbeinguse atthe
foment.
Please specify the name ofthe tool: Reservation Service:

please specify the latest data /estimate you have on
0_3% of employees in office full time
01% of employees in hybrid work
0.3% of employees full time teleworking
ime period the data refer to: uy to August 2022

hallenges at re your top three barriers (¢5, TBS policy, unassigned seating. growth of
mployeesvs. allocated space, other) affecting the transitionto a hybrid
orkplace?

J. Many employeesare requiredtotravelforseting up conferencesaspart of thir
junctions; therefore, the telework agreement will eed to be fleibl for this
ituation
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Supporting SmpIojess Whe we Transiion to 3 etum to he workplace. Wow
mployeesre not “sokd” on th dea of returning nto the office.

[Engagement Five you consulted with your staffan the shift to hybrid work? 170, what are
bomeof th key takeaways?
he COVID-19 pandemic is not over and employees who need o tak the
rain bus 0 come to work are at higher iskofcatching COVID-19 virus and
Hherefore more hesitant to come o the office. Netw employees are more
bntersted to come to work to have in person meetings. as it is certainly casicr

make connections with thei new colleagues and or their onboarding
raining.

Have you consulted with Employment EquityGroupswithinyour organization?

Have you consulted with your Bargaining Agents?

Canadian Northern Economic Development Agency
Departmental Hybrid Profies
Current Stats: lease providea bref overviewofyour departments hybrid plans for fal 2022. We understand
departments are in various sagesof planning and implementation, and that plans continue to evolve. If
informationis not avalible fo some of the questions, please ndcate an provide an estimate if posse.

Name and size of | Ths ink may be helpful Sze oforganization
Organization© Organization Name: Canadian Northern Economic Development Agency

Number of Employees: 138
Does your organization have regional offices?
Yeo
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Are your regional offices GC co working spaces?
Yes/No

Position id your organization assess positions for compatibility with hybrid work?
Yes/tio, Nothing official was completed at anorganizational level although we completed

Assessments an individual assessment at the timeof consideration for telework.

Connectivity in the northern offices, particularly in Nunavut, was a major factor in
determining whether people could work remotely.

yes,
What percentage of positions were assessed as having full-time in-office requirements?

What percentage of positions were assessed tobe compatible with hybrid work, where
some time is spent workingremotely and some time i spent on-site?

What percentage of positions were assessed as compatible with full remote work/
telework?

What considerations were applied to determine a full remote positon (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)

We acknowledge that positions assessedfor full time remote are not always offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

no, why?
yes:
Whatis your organization experimenting with?
Various options havebeenexperimented withover the course of the summer. The
majority of staff have chosen to workin the office, or foun it necessary for connectivity
purposes, in our Northern Regions with some ad hoc flexibility to work at home up to 2
days per week. In ourOttawa officea1+1 model seems to be the most popular whereby
one day is fixedbythe team and then another day chosenbychoice dependingon the
type of work to be completed.
What is the experimentation timeframe?
We shouldbeina position to implement a formal hybrid model by the endofSeptember.
What percentage of employees are participating? 100%
Is participation voluntary or mandatory?
Mandatory

How is data being collected?
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Someexamples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share aggregate results

Our organization is very small and informationis collected anecdotally from participants
and managers.

What outcome measures" is your organization using:
Health& Safety, cohesion, mental health, onboarding, operational needs, maintenance of
cultural connections

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help informour government-wide hybrid experimentation efforts. Some
examples include diversityand inclusion, mental health, talent retention, onboarding,
Social cohesion.

‘Are you interested in joining OCHRO' Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes/No/ My organization s alreadya partner
Many of the models contemplated were also part the our experimentation and we're
close to being complete.

Ifyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/ No / Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? If ourorganization is testing multiple models, indicate as many
as apply:

Once amonth or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days aweek (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you will be testing and how they apply across your organization:
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How ae the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed "team days” where everyone inthe team comes on-site
A combination ofa) and b)
Other: Most employees in Norther locations work nthe office

How id your organization choose hybrid models?
Position profile assessments
Employeelocation (NCR employees come ito th office)
precedence set by ther government organizations
employee engagement / Team charter exercises
Other: connect
Didyour organization applya GBA fens when choosing hybrid work models?
Was discussed during our implementation phase; however, more work to be done.

Real Property & | How is your office space currently configured?
Hoteing workstations

Technology Traditional assigned cubices
ctiity Based Workplaces
other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better faciltate hybrid meetings?
Marificationsto an office i planned for etter interaction
Pods being contemplated for quiet space
Are you planning to reduce your office footprint?
Yes/No
Have you invested in technologies to adapt 0. hybrid environment? Forexample,
boardroom meeting technology, online workplace booking systems etc)
Yes/ No
ifyes, please lst
Conversionto universal docking stations at 0 Sparks i in progres.
Universal docking stations on order for boardrooms nthe Northern offices.
Change in boardroom cameras iso planned.

Onsite Presence | DO you have a tool to ack what percentage of employees n your organization ae ong
into the ofice onadaily or weekly bass?
Yes No We do plan on implementing something in the near future
tyes:
Please spect the name of th tool:
Please specify the ates data / estimate you have on:
78% of employees in offic full time
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20_5 of employees in hybrid work
2%of employees fulltime teleworking
Time period the data refer to: _Last 3 months_

Challenges What are your top thee barriers (e.g, 765 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
1. Ensuring ongoing occupational Health and Safety in the Workplace (fir drils,
evacuations, working alone). Processes need to be developed to ensure those in the office
workin a safe environment.
2. Lack of equity across departments. The abilty for employees to negotiate better
arrangements with other departments posesa threat to atiracting andretaining qualified
staff,
3. Lackof Connectivityforthoseworking at home. Thisis an exceptionalproblem for
offices North of 60

Engagement Have you consulted with your staff on the shift to hybrid work? Iso, what are someof
the key takeaways?
Key themes are around safety of employees and thefair and equitableapplication of the
hybrid model

Have you consulted with Employment Equity Groups withinyour organization?
Flexible work arrangements are discussedwith Inuit employees aspartoftheir
onboarding process.
Have you consulted with your BargainingAgents?
Yes, this is an ongoing standing itemfordiscussions with our National Labour
Management Consultation Committee.
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Canadian Nuclear Safety Commission

Departmental Hybrid Profiles
Current Status: Please provide bref overview ofyour department's hybrid plans for fll 2022. We understand
departments ae in various stages of planning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.

“his lnk may be helpful: Szeoforganization
1.Name and Size of Organization Name:Canadian Nuclear Safety Commission (CNSC)

Organization Number of Employees: “900
Does your organization have regional offices?
YES- Regional and Site offices
Are your regional offices GC co working spaces?
No
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Didyour organization assess positions for compatibility with hybrid work?
2. Position Not formally, no.

Assessments, yes,
What percentage of positions were assessed as having full-time in-office
requirements?
What percentage of positions were assessed to be compatible with hybrid work,
where some time is spent working remotely and some time is spent on-site?
What percentage of positions were assessed as compatible with fully remote work
/telework?

What considerations were applied to determine a fully remote position (e.g, hiring
outsideofthe NCR, skill shortages, Diversity and Inclusion considerations, etc.)
We acknowledge that positions assessed for fulltime remote are not always offered.
thi option
Isyourdepartment currently testingout one or more hybrid models or other aspects
supporting the implementation of hybrid work?

3. Experimentation
No
Ifo, why?We are not testing o experimenting. Management has made a decision
that obtask/duties will drive the amount of flexibility an employee can exercise in
where they complete their work. CNSC's employees, dependenton their position,
duties and tasks, will have the option to work fully in office, work some time in office
and some time from a telework location or fully from a telework location.
We have committed to learning and adjusting as we go.
yes

Whatis your organization experimenting with?
Whatis the experimentation timeframe?

What percentage of employees are participating?
Is participation voluntary or mandatory?
How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc
“Ifyou have employee pulse data, please share aggregate results
What outcome measures?* is your organization using
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“Outcome measuresrefer to aspects of experimentationoutcomes that will inform
future decision-making, We are interested in learning more about what is important
to organizations to help inform our government-wide hybrid experimentation
effort. Some examples include diversity and inclusion, mental health talent
retention, onboarding, social cohesion.
See end of document the business and workforce outcomes from CNSC Reimagine:
work. The CNSC has not yet established an evaluation framework.
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative?
Under this initiative, OCHRO's Research and Experimentation team would centrally

administer an evaluation of the hybrid models you are testing and provide you with
adepartmental summaryand a GoC-wide roll-up of th results ofother participating
organizations
Yes No/ My organization isalready a partner?YES=we would be interested in an
evaluation approach. We are not currentlya partner.
Ifyes, please providea contact name:

4. Hybrid model(s) Hasyour organization shifted to a hybrid work model(s)?

Yes and soon to implement further
How many days are staff who worked full-time remote during the pandemic now
required to come into the office? If yourorganization i testing multiple models,
indicate as many as apply:

2.0nce a month or less
b. One to three days a month
One day a week
d. Two days a week
e. Three days a week
1. Four daysa week

Five daysaweek (ful time)
h. Not applicable: Staff have not been instructed to work on-site at a regular cadence
i. Different requirements based on employee location
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i Other: We have not expressed any requirement for employees to come to the
office. Management will work with their employees to determine the right mix for
their business unit based on the outcomes they need to achieve.

Ifyou have selected multiple hybrid models above, please include additional
information on the models you will betesting and how they apply across your
organization:
How are the onsite days chosen?

a. Employees individually decide which day(s) to come on-site
b. There are fixed “team days” where everyone in the team comes on-site

. A combination ofa) and b) and it will be business unit specific
d. Other:

Howdidyour organization choose hybrid models?

a. Position profile assessments
b. Employee location (NCR employees come into the office)

Precedence set by other governmentorganizations
d. Employeeengagement/Team charterexercises.

e. Other: Pulse surveys, Town Hall pols, Re- Imagine the workplace working group.
that included the union

Did your organization apply a GBA lens when choosing hybrid work models?

“The CNSC conducted a GBA+ survey specifically around returningto the office early in
the pandemic. Much of the data from that surveyhas also informed direction around
the hybrid model and any areasofconcern were addressed in pandemic related
employee programs.

We have not done a GBA review of the newly approved policy. The policy will
undergo more frequent review to ensure we incorporate adjustments from what we
learn and of course changes to work conditions.
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How is your office space currently configured?
5. Real Property & _ Moteing workstations
Technology Traditional assigned cubicles

Activity Based Workplaces
Other: We have a mix of traditional assigned cubicles and activy-based workspaces.
Our HQi currently undergoing PSPC’ rapid modernization to fully convert HO to
activity-based workspaces. All employees have tablets, no mater where theyare
located.
Has your organization considered building more collaborative workspaces and/or
boardroomsto better facilitate hybrid meetings?
Yes —in progress
Ave you planning to reduce your office footprint?
Yes - we have already released floors in our HQ. The CNSC i also ooking to
participate in GC Co work ite pilots that ould further our ably to reduce regional
office footprint.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)

Yes, we have increased building network capacity to manage increased participation
in virtual meetings. Inaddition,we are implementingan interim solution (Prexip) that
allows current boardroom technology to connect to MS Teams and are making
additional investments in more modern and inclusive boardroom technology (specific
technology T8D) as partof ur Rapid Modernization project. Asa requirement of the
Rabid Modernization project we will also be introducing a basic workstation
reservation capability.
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0 you have a tool to track what percentage of employees in your organizationare
going into the office on a daily or weekly basis?

6. Onsite Presence ves

Please specify the name of the tool:
Weusethe security employee ID card reader systemto assess howmany employees.
are coming to the office daily at HQ.

Please specify the latest data / estimate you have on:
We do not track that level of detail. Unable to provide this information currently.

3% of employees in office full time
__5% of employees in hybrid work

3% of employees full time teleworking
“Time period the data refer to:

Whatare your top three barriers (e.g. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transitionto a hybrid workplace?

7. Challenges& 1. Teleworkingi no longer an “employee accommodation” but rathera wayofdoing
business. Policies and collective agreements need to better reflect the mutual benefit
that hybrid and full time telework situations provide to both the employer and the
employee where the nature of the job or work permits.
2. Current systemsdo not provide a fully equitable experience in person vs in office.
Availabilty of modern technology network offerings (Wi-Fi 6e/7) to facilitate more
flexible workspaces (current wi-fi offering is insufficient for expect level of usage,
requiring wired connections to workstations)
3. Lack of secure network above Protected Bto be able to work with classified
materials
4. Travel Policy needs to be updated to current reality and experience. Should allow
some flexibility to Departments to make decisions based on the hybrid model chosen.

Have you consulted with your staff on the shift to hybrid work? If so, what are some
of the key takeaways?

8. Engagement828 Yes, via surveys, Town Hallpolling and focus group engagements. In majority staff
feel more productive working from home and many do not see a need to come back
to the office
Have you consulted with Employment Equity Groups within your organization?
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Yes
Have you consulted with your Bargaining Agents?
Yes. Union was involved inthe development of the vision and principles for CNSC's
Hybrid work model, and they have been consulted on thefirstversion ofthe policy
established in accordance with the current collective agreement and terms and
conditions.

Primaryconcernsrelatetothe collective agreement, health and safety, respecting
Hours of work and ensuring consistent application ofthe options. I addition, policy
and practicesneedto eflct the true mutual benefit to both the employer and
employees. tems raised related o telework expenses~primarily internet costs and
questions around travel expenses

Canadian Radio-television and Telecommunications Commission
Departments Hybrid rofes
Current Status: lease providea brief overview of your department's hybrid plans for fal 2022. We understand
departments ar in various stagesof planning and implementation, and that plans continue to evolve. If
information i not available fo some of the questions, please indicate and provide an estimate if possible.

Name and size of | Ths ink maybe helpful: Sz¢oforganization
Organization

& Organization Name: Canadian Radio-television and Telecommunications Commission
(CRTC)
Number of Employees:

487 active employeesa ofAugust 3, 2022

Does your organization have regional offices?
Yes
re your regional offices GC coworking spaces?
No. Although the CRIC ipart of the GC co-workin pio, aso has small presence and
offices ina number of regions; supporting the regional commissioners.

Position Didyour organization assess positions for compatibility with hybrid work?
Assessments ves

Ifyes,
What percentage of positions were assessed as havinfull ime in-office requirements?
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0
What percentage of positions were assessed tobe compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
1%
What percentage of positions were assessed as compatible with full remote work/
telework?
85%
Note: 1% unaccounted for due to pending changes to certain positons/functions.
What considerations were applied to determine a fll remote position (e.g. hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc)
For the intial reviewof positions, each CRTC sectorwas asked to assess their operational
requirements and what, where, when and how thework for each of theirpositionscould
bedone. Sectors were asked to focus on the position functions and not the current
incumbent and to consider not only current but also long-term requirements. The specific
criteria applied were whether the positon had requirements fo:
Providing frontline externalor internal in-person service:
Providing dutyofcare for clients or public (.8. accommodations to attend public
hearings)
Access to equipment or physical documents available oly at the designated worksite
Access to secure networks for regularduties that cannotbeaccessed remotely
Access to materials, equipment, physical documentsor persons available only a the
locations where certain situations or events are located or are taking place
Other criteria specific to the sector's operations
Arequirementhasalso been added to assign a telework profile in the creation of any new
positions. The current positon telework profiles will be reviewed on a periodic basis to
ensuretheir continued relevance in viewof changing organizational needs.
“The possibility of using fulltime telework outside of the NCR as a positive hiring strategy
to eliminate ski shortages, advancingDiversity and Inclusion considerations, etc. has
been discussed with senior managers as possibilty worth exploring. However, it has not
Yet been put into common practice due to questions such as the requirement for an
official designated workplace, payment of travel costs to CRTC headquarters, etc. as the
services avilable at our regional offices are extremely limited. At present the CRTC is
cautious i ts approach — while hiring outside the NCR ona full-ime telework basis
possible, it must be approved bya senior manager and is the exception.

Additional guidance from TBS following the current collective bargaining process is
awaited as to the flexibilities availabe i this regard, to help advance our diversity goals
by providing more opportunities or telework n either remote or large urban locations
where some EE or minority candidates are located. E.. Indigenous persons in remote.
locations, black and racialized groups in large urban centres such as Toronto and
Vancouver, French speaking engineerso other specialists in Québec, etc. where we have
iteo no local presence.
We acknowledge that positions assessedfo ull time remote are not aways offered this
option

supporting the implementation of hybrid work?

ves
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Fro, why?
ifyes:
Whats your organization experimenting with?
“The exiting telework profile of positions were communicated andal staff asked to
discuss their preferences for telework or onsite work, including possibleschedules and
accommodation measures,with their managers. Al staff requesting to telework ona full
time or part-time basi according to thei positon profiles were required to complete a
telework agreement signed by them and their managerbyApril 30, 2022.
What is the experimentation timeframe?
No specific timeframe (i. dates) has been set as timing wil be affected by impending
construction work which will result in the CRTC headguarters being shut down during
renovation and approximately 50% of workstations being moved to an alternate location
forthe duration of the construction. During the construction period, not enough
workstationswould be availablefor the entire staff to work from the office full-time,
necessitating some telework to continue even if a general return to th office were
directed from the center. However,as per TBS guidance, all telework agreements wil
require review at east once annually.
What percentage of employees are participating?
100%- ether by electing to telework fll or parttime, or to opt out and work onsite.
These options were also proposed to the Commission's GIC appointees.
The large majorityof the organizationhaschosen to remain on full-time telework, with
only ad hoe onsite presence. Muchof the onsite visits have been in preparationfothe
impending construction and move - depersonalizing all workstations, reducing or
identifying paper recordsfo retention and storage in preparation for the impending.
construction and move.
Is participation voluntary or mandatory?
Voluntary

How is dota being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results
One al staff meeting during the pandemic included a pol of employeesconcerning their
wishes/intentions to continue teleworking and at what frequency following the
announcementof a general return to work. The key take-aways from that pol were:
553% preferred to continue teleworking full-time.
51% preferred to work part-time (or hybrid)
75% preferred to work occasionally or if needed in an office environment
19% preferred to return to the office fullime
The CRTC’ internal survey, Introspect, was used in summer 2021 gathered information as
to employees’ views on telework, the work environmentof thefuture, and employee
mental health and well-being. Approximately 625%of the CRTC workforceresponded,the
highest response ratein thehistoryof the survey. A fewofthe key results elated to
telework included that just over haf of employees (525%) indicated that they would prefer
1 telework fulltime, and n total, 25 stated they would iketo work from home 60% of
the time or more. The main reasons employees preferred working from home included
lack of comme, feibilty of hours, and betterwortclife balance, among others. White
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there are some areas for improvement in terms of workload management, overall
employees elt that theywereable to manage their meeting volumes, take necessary.
breaks, answer emails and complete their assigned work.

Another edition of Introspect is planned for October 2022 with many of the same
questions to be repeated in order to confirm stability, changes ortrends from the 2021
baseline. Other questions willbe added to provide additional detail or identify emerging

trendsor concerns regarding the hybrid workplace.

Data on the numberof approved telework agreements has been recorded in CRTC
administrative systems. As of August 3, 2022 report, 78.5% of employees had full-time
and 3.25% had part-time telework agreements on record. 18.3%of employees had no.
agreements on records; 5% of whom have chosen to work onsite while others are new.
employees orotherswhose new agreements are not yet in automated records.

What outcome measures" is your organization using:
Ourinternal survey,aswell as the upcoming PSES, will measure employee mental health
and well-being in the hybrid work context (primarily full-time telework for CRTC) to
determine its continued impacts. The impacts of the hybrid workplace model on talent

retention and recruitment, especially in termsofdiversity,will also be examined through
analysis of population data year over year and exit interviews. A reviewofour onboarding
practices is already planned tobetter adapt to the current workplace, with results to be:
evaluated periodically.

In addition, means to evaluate the impact of the hybrid workplace combined with efforts
to prevent, eliminate or mitigate harassment, racism and discrimination will be explored.
The data gathered as a result will be included as part of the required 2023-2024 update of
the organization'sworkplace assessment to identify hazards and risks related to
harassment and violence.

“The CRTC plans to further explore the possibilty of promoting full-time telework outside
the NCR as a means to close gaps in EE representationand certain specialized skills
profiles buts awaiting the atest guidance (ononsite work or flexibilities) from TBS prior
toimplementingit asacommon practice. Should the strategybe put in place, the.
progress made toward closing representation gaps will be compared against previous data
and trends to evaluate its success.

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion,mental health, talent retention, onboording,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid modelsyou are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
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W
yes plese provide contact ame:

Viybrid modells) | Resvaur ogamiation sified to brid work mode?
ves
How many dase stff ho worked ful time remote during th pandemic nowecuiredLo come to the ofce? yourorganization ig mule moh indicate 5 manysami:
once a month ortessoneto ree cays monthOnedaya weekTwo dysa week
Tee dova weekFour days week
Five days a week (full time)Notplehav nt been instructed to work n-tt relrcadence
Oiferent events bse on employee locatonter: brawn chon:
you hve selected mule rd mds above, plesecc atonal formation
oh moet fou wil be eg nd he heypycrs yourorgan:
Wore special: Th majorityof saffoccpy positon denied assed for limeeerand hae ced ome telework ementsecon, ome workingte an sn ccasora ad ho hes. Those tf postions designated sequin ome
one presence hove nd telework agreements ounhe frequency and sched sthich they se required onsite, bse an thei pec wor ctionRote in previous span, eric management hs concloed that, sven theimping conduction work, emp1 et ferent model hile preparing or 3lam move in becmber of 022 would b contrproduce
Howare the n-te days chosen?
Enploess individual decide which dif) to come on-site
Thre are fed eam days” wher verjone heea comes ove
A combination of 2) and b)
Other: Thofgtafin positions designated as requiring some site presence have signedielework scents ouinin he frequeny and schedule at uch hey ar rednite bass on the speci work anton Other employes hve nial decid,VA hl manager appro, aie a) work one
How did your crganizaton chose yi model?
positon profil assessments
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Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: orgaizational need

Didyourorganization applyaGBA lens when choosing hybrid work models?

Yes, in sofa a flexibility was built in to the model to best meet the needsof urvarious
employees, e.g. child or other caretaking, accommodation, availabilty of flexible work
schedules where possible, allowing for teleworkasameans or better work-Ife balance.

Real Property & How is your offce space currently configured?
Technology Traditional assigned cubicles with some Hoteling workstations. During the upcomming Les

Terraces de a Chaudiére modernization project scheduled to begin in December 2022
employees will work out ofa PSPC swing space that offersnoassigned seating. Only
Senior Executives and Legal will be assigned offices
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes.
Are youplanningto reduceyouroffice footprint?
ves.
Have you invested in technologies 0 adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
ves
If yes, please lst
Over 50% of our existing boardrooms have been reconfigured to better accommodate
hybrid meetings. The CRTC currently working closely with PSPC to ensure that
boardrooms equipped with similar technology will be made available at the temporary
location assigned to the CRTC during the Modernization project. CRTC will sume
investment and fully equip all boardrooms once the Modernization project is completed
and once we receive confirmation from PSPC ofthe floors we will come back to.
We invested in computer equipment such as headsets with boom microphones to
support the transition to virtual meetings. This technology is important in. hybrid
environment and ensures that the CRTC meets the mandatory requirements set by the
Translation Bureau tha requires anyone participating i a virtual meeting with
interpretation services to use that specific technology.
“The CRTC fully transitioned to M365in line with the Government strategy, and reduced
‘Teams bandwidth to ensure a smooth experience for onsite users. This transition
allowed our employees to batter collaborate virtually and ensured that employees have
the tool they need to work from anywhere and at any time.
We als invested in our infrastructure and networkby increasing bandwidth and adding
remote connection capacities to support the hybridscenarios applicable to the CRTC
environment.
An online workplace booking system has not been instituted, however:
“he Building Access Request System (BARS) system putin place in response to the 2021,
vaccination requirement will continue to ensure that occupancy limits are respected.
An evergreen ist of unassigned workstations has been posted on the CRTC intranet. It
lists the availabilty of workstations for either Surface tablet or Laptop connection.
These workspaces are available to employees requiring an onsite presence but who did
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ot have workspacespre-existingthe pandemic remote work period; e. hired during
pandemic. All other workspaces have been depersonalized pending the upcoming move
and construction period however are stil available to thei assigned occupants whether
working onsite, on full or part-time telework

Onsite Presence | D0 you have a ool to rack what percentage of employees in your organization ae going
into the office on adaily or weekly basis?
Yes
ifyes:
Please specify the name ofthe took:
Building Access Request System (BARS)

Pleasespecify the latest data / estimate you have on:
5% of employees in office ful time.
3.2% of employees in hybrid work parttime telework)*
78.5% of employees ful time teleworking"
“total does not add up to 100% as not allagreements are yet in automated records;
e.g. newemployees and others pending verification.
Time period the data refer to: based on August 3, 2022 HR report data of telework
agreements on record since April 2022, with percentage ofemployees i office fulltime
based on BARS system data.

Challenges What are your tp three barriers (e 8, T6S policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to a hybrid workplace?
1. Upcoming Building Modernization projec; i. reduction of allocated space during
construction
2. Projected growthof employee population related to increased mandate combined
with #1 above
3. 78S policyregardingdesignatedworksite limitedresources available to support
employees in small number of regional sites

Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Yes, the CRTC Chairperson led a number of all staff discussions during the pandemic to
discuss the situation and a number of these addressed senior management intentions to
continue the practice of telework or those interested. In addition, one all staff meeting
included a poll of employees concerning theirwishes/intentions to continue teleworking
and at what frequency followingthe announcement of a general return to work. The key
take-aways from that poll were:
78.5% wished to continueteleworkingfulltime.
those wishing to continue teleworking part-time wanted to do so a the following
frequency:
The CRTC internal survey, Introspect in summer 2021 concluded that just over half of

employees 525%) indicated tha they would prefer to telework full-time, and in tota, 82%
stated they would like to work from home 60% of the time or more. The main reasons
employees preferred working from home included lack of commate, flexibility of hours,
and better work-Ife balance, among others. While there are some areas orimprovement
in'terms of workload management, overall employees felt tht they were able to manage.
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her meeting volumes, take necessary breaks, answer emai and complete their assigned
work.
Have you consulted with Employment Equity Groups withinyour organization?

No
Have you consulted with your Bargaining Agents?

Yes, the subject of the hybrid workplace was discussed.

Canadian Space Agency
Profils hybrides des ministéres

Situation actuelle: Veuillez fournir un bref apersu des plans hybridesdevotre mise pour Fautorne 2022.
Nous comprenons quelesministers en sont 3diverse étapes de lanification et de mise en ceuvre,et que es
plans continuentdévoluer. Si information 'et pas disponible pour certines des questions, veule indiquer
‘et fournir une estimation si possible.

om et tile de Voici un len qu peut vous gtr ute: Taille d= Forganisation
organisation

Nom de organisation: Agence spatiale canadienne.
Nombre demployés 744

Votreorganisation -telle des bureaux régionaux?
Oui/ Non Note: Le siége social est a Longueuil, Qc. Nous avons également

un bureau3 Ottawa et una Gatineau.
Vos bureau régionaux sont des espaces de coworking GC?
Oui/ Non

Evaluations des postes | Est-ce que votre organisation a évalué la compatibilité des postes avec le
travail hybride?
Oui/ Non
Uorganistionidentifi ris types de postes PASC par apport a a
nécessié de présence su les leur de travail Sot: tempsple au bureau,
certains journdes au bureau et en éétavail (mode hybride) et
tlétravil temps plein. De fagon générale, a plupart des postes
permettaien le travail de fagon hybride, vore Ie télétravai 3 temps plein.
Dans Faffimative,
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Quel pourcentage des postes ont été détermins comme étant des postes.
oii les employés doivent étre présentsau bureau3 temps plein?
Les postes qui nécessitent une présence a temps plein sur les lieux de
travail représentent environ 10%. Il 'agit de tous lespostes des employés
qui devaient tre présents pendant la pandérie (ex. personnel
dentrepdt, de laboratoires, des opérations spatiales, etc).

Quel pourcentage des postes ont été déterminés comme étant des postes.
compatiblesavec le travail hybride, oi les employés peuvent consacrer
une certaine partie de leurtempsau télétravail et doivent travaillr sur les
lieux le reste du temps?
L'ASC n'a pas d'information précise par rapport au pourcentagede postes
qui doivent absolumentavoirune présence minimale au bureau.
Toutefois, nouspouvans indiquerqu’ agit d'une trés faible proportion.
Quel pourcentage des postes ont été déterminés comme étant des postes.
compatibles au télétravaila temps plein?
La majorité des postes de travail de FASC sont compatibles avec du
télétravail a temps plein. Par contre, la mise en cere et a réalité des
employés, des équipes et de la gestion peut influencer le niveau de
présence sur les lieu de travail

Quelles considerations ont été appliquées pour déterminer un poste
entiérement éloigné (par exemple, embauchera lextérieur du RCN,
pénuries de compétences, considerations relatives la iversité et &
Tinclusion, etc.)
Au cours des deuxdernidres années, PASC a embauché quelques.
personnes dans un posteentiérement éloigné (3 Fextérieur de la RCN et
dela région de Montréal). Les principaux aspects pris en considération
étaient le domaine d'expertise et une pénurie de personnes qualfides
dans les régions rapprochées.

Nous reconnaissonsque les employés occupant des postes compatibles au
télétravail& temps plein n'ont pas toujours option de travaillr de cette
Jagon.

En ce moment, est-ce que votre ministére effectue fa mise3 essai” d'un
ou de plusieurs modeles hybrides ou d'autres aspects3 app de la mise:
en ceuvre du travail hybride?
ui / Non

Sivous avez répondu non, veullez expliquer pourquoi?
Dans affirmative:
Surquoi portelamise a essai de votre organisation?
La mise 3 Fessai état particuliérement axée sur le fait de reconnecter avec
les milieux de travail, utilisation des systémes/salles de vidéoconférence
en mode hybride, les mesures sanitaires en place ainsi que la réservation
depostesde travail flexibles pour les personnes concernées.
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Quel este calendrier de a mise a essai?
Au cours des derniers mois (depuis le mai 2022 plus précisément), FASC
encourage augmentation de a présence sur les lieux de travail de ses
employes. Le 16 juin 2022, Forganisation a annoncé ses employes a fin
dutravail distance obligatoire, et par le fat méme la mise en couvre des
ententesde télétravil endate du 6 septembre 2022. UASC s'est donné
jusau'a la in mars 2023 pour évaluer approche choise.

Quel pourcentage des employes partcipent?
Comme a participation cette mise a essai 'étatpas obligatoire, mas
plutot selon a volonté des employes, lest difficile 'obtenir un
pourcentage précis. Du maiau septembre 2022, une moyenne
avoisinant les 200 employes quotidiennement était présente sur les eux
de travail soit 27%
La participation est-elle facultative ou obligatoire?
La participation cette mise a essa était facultative mais est devenue
obligatoire partir du 6 septembre 2022.
De quelle fagon les données sont-elie recueilies?
1 peut agi, pa exemple, de sondages aux employés, de données
administrative et de données sur les systémes des RH, de données sur les
Systemes de Ti, etc.

Si vous avez des données su le ressenti des employés, veuillez partager
les résultats agréges.
En plus d'une méthode « in sit », ol nous recueillons les commentaires
des employésvia une bofte de courril, MS Teams aux responsables de
Vavenir du travail, oudansles corridors, PASC a mené un sondage auprés
des employes dans lesdeux premieres semaines suivant le mai 2022.

Quelles mesures de résultats votre organisation utise-t-elle ?
Avec lessondages utilises, ASC a évaluéentreautres a claté des
instructions aux employes, le sentiment de sécurité des employés, les
problémes rencontrés ors de venuesdansles lieu de travail
organisation continuera Févaluation de ses résultats au cours des
prochain mois et pourra également révsersesindicateursau il de ceux-

Les indicateurs des résultats désignent es aspects des résultats de la mise
essa qui éclireront ls décisions futures. Dans le but d'orienter nos

activités de mise a essai du travail hybride a échelle du gouvernement,
nous voulons ensavoirdavantage au sujet de ce qui est importantpour les
organisations. En voici quelques exemples:lo diversité et inclusion, la
santé mentale, Io rétention des talents Fintégration, fa ohésion sociale.

Etes-vous intéressé & vous joindre & initiative d'expérimentation * Hybride
en boite "du BOPRH ? Dans le cadre de cette initiative, 'équipe de
recherche et dexpérimentation du BOPRH administrerait de fagon
centralisée une évaluation des modes hybrides que vous tetez et vous
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Tournirait un résumé ministérel ainsi qu'une synthese des résultats des
autres organismes participantsa échelle du gouvernement du Canada.

0ui/ Non / Mon organisation est déja un partenaire

Dans affirmative, veuillez fourni le nom d'une personne-ressource :
Emilie Chayer, Chef d'équipe, Gestion de projets des services interes
emilie chayer@asc-csa.geca

Modeles hybrides Votre organisation stelle passée3 un modele de travail bride?

Oui/ Non/ ASCa mis en ceuvre son modélede travail hybride depuis le
6 septembre 2022

Maintenant, combiende jours les employestravallant entierement a
distance durant la pandémie doivent. venir travailerau bureau?Sivotre
organisation teste plusieurs modeles, indiquez-en autant que possible :

Une fois par mois ou moins.
Dun a trois jours par mois
Un jour par semaine
Deuxjours par semaine
Trois jours par semaine
Quatre jours par semaine
Cin jours par semaine (a temps plein)
Ne applique pas : Le modele hybride préconisé par IASC ne cible pas un
nombre dejoursdetravail minimal au bureau. La latitudea été donnée
aux gestionnaires pour défnir ce qui convenait le mieux leurs employes
etleurs équipes en fonction des postes au'ls occupent. Certains employés
doivent étre présentsa temps plein, autres quelques jours par semaine:
etlamajorité a la possiilté de choisi de concert avec sa gestion le
nombre de jours de télétravail
Différentes exigencesen fonction de emplacement des employés
Autre:

Sivous avez slectionné plusieurs moles hybrides ci-dessus, veullez
inclure des informations supplémentaires sur les modéles que vous
testerezet sur la maniere dont is sappliquent a ensemble de votre
organisation

Comment choisit-on ls jours ois Femployés doit travailler au bureau?
Les employés choisissenteuxmémes esjours os ls veulent travaille sur
le lieu de travail
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ily a des jours d'équipe or tous les employés de Féquipe doivent travailler
au bureau.
Une combinaison des réponses a et b).
Autre:
De quelle fagon votre organisation a-t-lle choisit les modeles hybrides?

Evaluations des profil des postes (Mode hybride s'applique 3 la majorité
des postes de forganisation)
Emplacement des employes les employes de la RCN travaillent au bureau)
Précédent établi par d'autresorganisations gouvernementales
Mobilisationdes employés /Exercicesdechartre d'équipe
Autre : Attra et rétention de personnel qualfié, consultations 3 IASC (ex
gestion,réseauxvariés, syndicats, etc.

Votre organisation a-t-elle adopté une perspective de IACS+ lorsqu'elle a
choisi les models de travail hybrides?

L/ASC tient compte de inclusion et de la diversité dans a mise en place de.
son mode hybride. Par exemple, afin de favoriser Faccessibiité
physique, des tables hauteur ajustables ont été installées dans plusieurs
postes de travail nonassignés et continueront d'etre déployésau cours
des prochains mois. La détermination de emplacement despostes de
travail nonassignés ainsi que leur disposition visent 3 tenir compte de.
Vaccessibilité, Vinclusion et a diversité.

Biensimmobilierset | Quelle est la configuration actuelle de votre milieudetravail?
technologie Postes de travaila la carte

Model traditionnel de cubicules assignés.
Liew de travail basés sur lactivité
Autre: En juillet 2021, FASCa adopté une approche mixte de
configuration de son milieu de travail. Ainsi les employes qui
travailleraient sur place 22.5h et plus par semaine conserveraient un
postedetravail assign. Les employesquiquantaeuxferaient du
télétravail 22.5 het plus par semaine, devraient utiliser un poste de travail
non assigné (flexible).
Votre organisation a-t-elle envisage de créer davantage d'espaces de
travail collaboratifs et/ou de salles de conférence pour mieux facilter les
réunions hybrides ?
Oui/Non
Envisagez-vous de réduire I'encombrement de votre bureau ?
Oui / Non

‘Avez-vous investi dans des technologies pour vous adapteraun
environnement hybride ? Par exemple, Ia technologie des réunions dans
lls alles de réunion, les systémes de réservation en ligne du ie de
travail, ete.
Oui / Non
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Si oui, veuillez énumérer
ASCa investi dans achat d'équipements pourfacilter Ia tenue de
rencontres hybrides dans ses locaux (ex. Pexip CVI,Logitech Group, etc.).
Afin d’améliorer 'expérience des utiisateurs de son siége social, des.
investissements sont également en cours pour augmenter la bande
passante et améliorer le réseau WIFI.
Pour la réservation en ligne de bureau, des investissements sont prévus
afin d'utilserlesystéme Archibusde SPAC. Une solution temporaire
‘maison a été développée pour répondre auxbesoins immdiats de
réservation de postes de travail.

Présence sure lieu de | Avez-vous un outil qui vous permet d'effectuer le sui du pourcentage des
travail employés de votre organisation qui travaillent sur le lieu de travail de

fagon hebdomadaire?
Oui / Non
Dans affirmative :
Veuillez préciser le nom de Foutil Nos données sont trées du systéme
de cartes d'acces EB de I'édifice pour ce qui est de 'achalandage au
Centre spatial John H. Chapman. Pour le Laboratoire David Florida, un
fichier est généré a chaque jour par les commissionnaires. Toutes ces
données sont mises en commun dans notre systéme de demande acces
aux batiments.
Voutil électronique que PASC a développé pour consigner les ententes
de télétravail permet, entre autres, d'obtenir des statistiques sur
Vutilisation des bureaux, le pourcentage de temps en télétravail selon le
type de poste occupé et plus encore.
Vout de réservation de postes de travail flexibles quia été développé
permet une certaine mesure du taux d'utilisation de ceux-ci
Veuillez préciser les derniéres données dont vous disposez sur
_9_ 9% des employés qui travaillent au bureau 3 temps plein
Z61_%des employés qui suivent un modele de travail hybride
30_5%des employés qui font du télétraval 3 temps plein
Périodea laquelle les données se réferent : Données extraites en date du
31200202

‘Quels sont vos trois principaux obstacles (p.ex., politiques du SCT, bureaux.
non assignés, le nombres d’employés est plus grand que les bureaux

disponibles,autre) affectant Ia transition vers un lieu de travail hybride ?
1. Gestion du changement en général aupres de la gestion et des
employés
2. Les ressources disponibles (financiéres et humaines) pour mettre en
place un milieu de travail axé sur lesactivités afin ‘optimiser le modele
hybride. De plus, des changements importants a nos lieu de travail
nécessiteraient une collaboration étroite avec SPAC. Lesprocessusactuels
sont passablement lourdset de longue haleine.
3. Reception en temps opportun de nouvelles directives ouautres des.
agences centrales.
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Avez-vous consulté vos employés au sujet de la transition vers le travail
hybride? Dans Faffirmative, quels sont les principaux points a retenir?
ASC tenu des consultations auprés deses employesau cours de été
2021sur iver suis en lien av Faverir du travail dot a
véinégraton dsmieux de ravall to modle de travail bride.
Pointsaretenir
Les employés apprécient la flexibilité que permet le télétravail,
particuliérement par rapport au transport et a I'équilibre vie
personnelle/vie au boulot.
Certain employés avaient exprimé des craintes pr rapport eur
gestion du temps ou par rapportaFobigation potentille une
présence sures ews de travail
importance avoir un systeme de réseration de posts de travail
Aves-vousconst des groupes quit en matiae empldvotre
organisation?
Enjanver 2021, FASCaorganisé une séance de travail ave es
eprésentants des iférents groupes 'ntéréts de organisation. Parmi
coun on etrouvlt entre autre a réseau des minoriés visible, lo
réseau administratif (eprésentaton majoritarement émirine), comité
des femmes en sciences, technologies geston, communauté des
gesionnaies. Lors de ct change es représentants de chacun des
Sroupes ont partagé Finformationrecuelie auprés de leurs membres.
Plusieurs membres de ces groupes ont également participé aux
consulatons de été 2021.
Avez-vous consulé vos agents égaciateurs?
En fever 2021 lors d'une rencontre patronle syndicale nationale, es
synicts ant é¢ formes que PASC cré uncomité dntégration fin de
discter de aveni du rval, attire et mantent en post es ges 3
agence. sont également 1 nformes ors de cette rencontre que les
iscusions sur le postes non assignés et Faveir du éetravail3 FASC ant
aéburées.
Les sujet de PAveir du raval/retou sures ew de travail furent portés
Torre du jour des rencontres patronales-syndicalsdepuis Le retour

sures ews de travail été discuté lors de rencontre de consultation
yndicle patronale du 11 avril 2022 fs ne approche gradu de etour
au vavall 3 compter du mai 2022.0 4€présentée amiseen cere
des entenes de étaval prévue a fn de été 2022. t€ nonce
Le sujet du mode de travail hybride sera ajouté a la rencontre du 6
octobre 2022.

Canadian Transportation Agency
Departmental Hybrid Profs
Current Status: Please provide. bref overview of your department's hybrid plan orall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information isnot available for some f the questions, lease indicate an provide an estimate if possible
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Name and size of | This ink may be helpful Size of organization
Organization at . .Organization Name: Canadian Transportation Agency

Number of Employees: 312

Does your organization have regional offices?

Yes/No

Ave your regional offices GC co working spaces?
Yes/No

Position Did your organization assess positions or compatibility with hybrid work?
Assessments Yes/No

ifyes,
What percentage of postions were assessed a having fulltime in-office requirements?
5% of our positions were identified with a low potential for telework. Our approach was

thatal positons have a small potential for telework arrangement even if positions are
critical to the operations.
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
90% of our positions were identified has having high or medium potential
What percentage of positions were assessed as compatible with fully remote work/
telework?
5% (only people who were hired outside of NCR with a position in the NCR and
requesting fll time teleworkarrangement. Its important to not that a 10% mit has
been se for this type of situation in ou organisation because of policy constraints on
work location, costs of relocation, bilingualism, etc)

What considerations were applied to determine a fully remote position (e.g. hiring
outside of the NCR, skils shortages, Diversity an Inclusion considerations, etc
Hiring outsideofthe NCR, kil shortages, languages considerations, diversity and
inclusion considerations, performanceof the employees.

We acknowledge that positions assessedfo full time remote are not always offered this
option

Experimentation | Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

1600, why?
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yes:
Whatis your organization experimenting with?
Hybrid =
Every employees will have a telework arrangement based on the operational
requirements of their jobs. For the majority of employees, a mandatory one day a month
is required. There has been clear communications that they have to be able to come to
the office for operational needs. For managers and team leaders, mandatory one
day/month plusa clear expectationsto organise teams meetings and provide onboarding
and training in persons.
Forexecutives and equivalent, mandatory2 days/week with expectationsto organise
teams meetings once month and provide onboarding in persons.
For employees located outside of NCR with a postion in the NCR, a 10% imi has been set

for this typeofsituation in our organisation becauseofpolicy constraints on work
location, costs of relocation, bilingualism, etc. When they have requested full time

teleworkarrangement, the agreement s tha they willbe required to come to the office
twice a year.
Whatis the experimentation timeframe?
Re-evaluation every 6 months
What percentage of employees are participating?
100%
Is participation voluntary or mandatory?
Mandatory

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc
*If you have employee pulse data, please share aggregate results

Pulse surveys, poll questions, consultations, telework agreements, facilites system based
data

What outcome measures" is your organization using:

Satisfactionof employees in balancing work-life balance, overall performanceof the:
organisation in meeting its mandate and performanceofindividual employees, usage of
office spaces/work points, increase in collaboration/ cohesion within the groups.

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversity and inclusion, mental health, talent retention, onboording,
social cohesion.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO' Research and Experimentation team would centrally administer an
evaluation of the hybridmodels you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes No/ My organization s already a partner
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Ifyes, please provideacontact name: Nadine Brisson, Nadine brisson@otc-cta.sc.ca and
Karen Jacob, Karen acob@otc-cta ge.ca

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/No/Soon to implement,
As we are moving to a new building, we are expecting to implement in November.

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? If ourorganization is testing multiple models, indicate as many
as apply:

Once amonth or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days a week (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
because we were moving during this period.
Different requirements based on employee location
Other: Staff have not been instructed to work on-site ata regular cadence since we were
moving toadifferent building during the pandemic. Only critical staff have been
instructed to work on-site based on operational requirements.

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
‘There are fixed “team days” where everyone in the team comes on-site
A combination of 2) and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

id your organization apply a GBA+ lens when choosing hybrid work models?
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Ce
Technology Traditional assigned cubicles

Has your organization considered building more collaborative workspaces and/or

Yes/No

Yes/No

Yes/No

Please specify the name of the tool: Archibus (facilities systems). However, the tool is not
intended to verify people presence onsite but rather the use of the diverse rooms and

Please specify the latest data / estimate you have on:

employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
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interactions (réseautage, better collaboration, having personal interactions) and mental
health

Have you consulted with Employment Equity Groups withinyour organization?

Yes, the strategy has been sharedfortheir comments.
Have you consulted with your Bargaining Agents?
Yes, the strategy has been shared with the Bargaining Agents for their comments,

Civilian Review and Complaints Commission for the RCMP
Departmental Hybrid Profiles
Current Status: Please provide bref overview ofyour department's hybrid plansfo fll 2022. We understand
departments ae in variousstagesofplanning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.

“Tis link may be helpful: Size of organization
1. Name and Size of Organization Name: Civilian Review and Complaints Commission for the RCMP

Organization Number of Employees: 90
Does your organization have regional offices?
Yes -one smal office in Vancouver BC
Are your regional offices GC co working spaces?

No
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Did your organization assess positions for compatibility with hybrid work?

2. Position Yes. The CRCC has determined that ts positons are compatible with hybrid work.
Assessments Understandably, some will require more in-office presence than others depending on

operational requirements.
The CRCC adopted a Hybrid Workforce Implementation Plan in the Winter of 2021-22
that outlines thekey activities fo the CRC to successfully transition to a hybrid model.
Pursuant to tis plan, and in accordance with TBS’ April 2022 Guidance on Optimizinga
Hybrid Workforce, the CRCC developed a new Hybrid Workforce Policy and a Hybrid

Workforce and Telework Directive that came into effect on August 1, 2022. These key
documents set out the criteria and operational requirements for postion flexibility
assessments, as well as a new template for teleworking agreements. Managersare
presently assessing positions under this new framework with a view to concluding
telework agreements using the new template by the end of September 2022
ifyes,
‘What percentage of positions were assessed as having fulltime in-office
requirements?
The CRCC's work is well suitedfor the hybrid work model; one of is postions must be
in the office ful time.
What percentage of positions were assessed to be compatible with hybrid work, where
some timeis spent working remotely and some time is spent on-site?
All of the CRCC' positions are compatible with hybrid work. Indeed, a number of ts
employees had teleworking arrangements prior to the pandemic. Under the hybrid
model, telework arrangements will balance feibilty with the requirement for most
positions to work on-site for operational reasons (e.g. mail processing, server
maintenance) or team collaboration. .

What percentage of positions were assessed as compatible with fully remote work/
telework?
About 90% of the CRCC's positions are compatible with fully remote work/telework. For
instance, the work related to the intake, processing and review of complaints can be
done by accessing our IT system remotely. Tha sid, some in-person days willbe
required
‘What considerations were applied to determine a fully remote position (e.g., hiring.
‘outsideof the NCR, skills shortages, Diversity and Inclusion considerations, etc.)

While positions may be compatible with fll remote work/telework, none are yet
designated a full remote. When determining the compatiblityof the position for fully
remote work, criteria based on the nature of work performed were used: the need to
use/access classified information, the needfor specialised equipment, the need to
deliverin-person technical support,or the need to use paper-based processes and
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records. Furthermore, full remote positions outside of the NCRwill facilitate the
Commission’efforts to recruit and retain under-represented groups, such as Indigenous.
investigators.

We acknowledge that positions assessedfor full time remote are not always offered this
option

1s your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

3. Experimentation

1 no, why?
tyes:

‘Whats your organization experimenting with?
As previously mentioned, employeesand managers havebegundiscussing hybrid work
agreements under the new policy and directive. Managers are also consulting their staff
to establish Team Charters.

Several directorates are holding in person meetings to collaborate on important
initiatives. In-person staff meetings are also scheduled regularly to foster cohesion.
‘Whats the experimentation timeframe?

“The effectivenessof the hybrid workforce will be assessed and reported quarterly.
enabling Senior Management to addressissuesand direct changes as necessary.
‘What percentage of employees are participating?

“The entire Commission i transitioning to the hybrid workforce model outlined in the
CRCC's Hybrid Workforce Implementation Plan and the new policy and directive that
came into effect on August 1, 2022. Is participation voluntaryor mandatory?

“The CRCC's hybrid workforce model, as defined in its plan, policy and directive, applies to
all CRC employees, includingcasuals and students. As stated in the directive,
“Participating in a telework arrangement is voluntary. Employees shal not be required to
telework without mutual agreement, and the arrangement canbeterminatedat any.
time with reasonable notice, by either the employe or their manager.”

How is data being collected?
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Some examples could include employee surveys, HR system administrative data, IT
system-based data etc.
#If you have employee pulse data, please share aggregate results

Data wascollected via an employee survey that was undertaken in the spring. Managers
and senior executives continue to discussworkingarrangementswith Commission staff.
‘What outcome measures* is your organization using:

Retention, diversity and inclusion, productivity (based upon long standing statistics and
service standards requiredbylegislation)

*Outcome measuresrefer toaspectsofexperimentation outcomes that will inform
future decision-making. We are interested in learning more about what is importantto
‘organizations to help inform our government-wide hybrid experimentation efforts.
‘Some examples include diversity and inclusion, mental health, talent retention,
‘onboarding, social cohesion.

Are you interestedin joining OCHRO's Hybrid-in-a-Box Experimentation initiative?
Under this initiative, OCHRO's Research and Experimentation team would centrally
administer an evaluation of the hybrid models you are testing and provide you with a
departmental summary and a GoC-wide roll-up of the results of other participating
organizations.
Yes, CRC s interested in learning more about the initiative.

If yes, please provide a contact name:
Natacha Gour

Asst Director, Human Resources
613.619.4028

Natacha. gour@crec-ccetp.ge.ca
teffery Loder
Sr PM, Strategic Transition Project

613-301.9279
Jeffery loder@crec-ccetp.ge.ca
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Has your organization shifted to a hybrid work model(s)?
4. Hybrid model(s) Yes/No / Soon to implement

How many days are staff who worked full-time remote during the pandemic now
required to come into the office? If your organization s testing multiple models,
indicate as many as apply:

a.0nce a month or ess
b. One to three days a month
c.One day a week
d. Two days a week
e. Three days a week
1. Fourdaysaweek
&. Fivedaysa week(ful time)
h. Not applicable:
i. Different requirements based on employee location

J. Others The number of days that an employee is requiredto be inthe office is
dependant upon the type of work that they do, as well as the requirements for in-
person collaboration.
1f you have selected multiple hybrid models above, please include additional
information on the models you will be testing and how they apply across your
organization:
How are the on-site days chosen?
a. Employees individually decide which day(s) to come on-site:
b. There are fixed “team days” where everyoneinthe team comes on-site
. A combination of a) and b)
d. Other
How did your organization choose hybrid models?
a. Position profil assessments
b. Employee location (NCR employees come into th office)
Precedence set by other governmentorganizations

d. Employee engagement/ Team charter exercises
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e. Other: pre-pandemic, some positions regularly worked remotely
Did yourorganization apply a GBA+ lens when choosing hybrid work models?

A GBA assessmentofthe hybrid work procedures is ongoing.

How is your office space currently configured?

5. Real Property &  Hoteling workstations
Technology Traditional assigned cubicles- Staff approved for hybridworkare asked to lear their

workspaces to enable the commencement of hot-desking, CRCC is investigatingoptions.
to support desk hoteling. Hoteling will be used when appropriate tools are in place.
Activity Based Workplaces

Other:
Has your organization considered building more collaborative workspaces and/or
boardroomsto better facilitate hybrid meetings?
Yes, itis being examined, in particular improving internet bandwidth and wi-fi access to
support multiple users in the same space,aswell as converting someworkstations into
collaborative workspaces.

Are you planningto reduce your office footprint?
No, the CRCC is planning on expansion of mandate and staff in the next few years,
instead of reducing the office footprint, the plan will be to maintain the existing footprint
and still support the growth in staff. Of note, the Commission's lease in its current
location will end in February 2026 and the Commission has been advised by PSPC that it
will be moved intoa muchsmaller footprint in another location, along with several other
small agencies also locatedat60 Queen Street.

Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)

As mentioned above CRCC s examining first and foremost improvedbandwidth and wi-fi
to support multiple users on premises for day to day work including hybrid meetings.

CRCC is moving towards Microsoft Office 365 including Teams to improve hybrid
collaboration.
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Doyou have a tool to track what percentage of employeesinyour organization are:
} going nto the office on a daily or weekly basis?

6. Onsite Presence
No,however the CRC offices arecontrolled access spaces that require individuals to
scana pass to enter. This activity is logged. While it does not take into account
individuals who do not scan when entering as a group, it can provide historical evidence
and trends or office access
yes:
Please specify the nameof the tool:
Please specify the latest data/estimate you have on:
sof employees in office fulltime

__%of employees in hybrid work
Sof employees full ime teleworking
Time period the datareferto:
What are your top three barriers (e.g., TBS policy, unassigned seating, growth of
‘employees vs. allocated space, other) affecting the transition to a hybrid workplace?

7. Challenges
1. Resourcing for tols/workplace changes to better support hybrid work
2.785 policy requiring designated workplace
3. Cultural change management

Have you consulted with your staf on the shift to hybrid work? If so, what are some of
the key takeaways?

8. Engagement
Staff was surveyed in March/April of 2022 to garner an understanding of views,
expectationsand issues. Key takeaways from the survey were
Majority sought hybrid work 95%, with 6% desiring full time telework
@ Most (95%) felt supported by CRCC during Remote Work
285% elt more productive during Remote Work, with same number (85%) feelin they
had defined metrics to succeed
Most (683) had the ITtools to ensure success in work with 28% wanting improved
tools and 4% requiring office access.
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2100% of managers felt teams were a productive teleworking when compared to in
offic work. Thi view is supportedby long standing statistic that have been gathered at
the Comission, a prt of annua reporting requirements.

Have you consulted with Employment Equity Groups within yourorganization?
No
Have you consulted with your Bargaining Agents?
Ves, a part of theLabour.Management Consultation Committe.

Communication Security Establishment
Departmental Hybrid Profies
Current Status: lease providea bref overview of your departments hybrid plans for al 2022. We understand
departments ar in various sages of planning and implementation, and tha plans continve to evolve. I
informationis not availble for someof the questions, lease inicate an provide an estimate if possible.

Name and size of | Ths ink maybe helpf Size oforganization
Organization© Organization Name: Communication Security Estabshment (CSE)

Number of Employees: 2974
Does your organization have regional offices?
No
Ave your regional offices GCco working spaces?
NA

(Position| Did yourorganization assess positions or compatibity with hybrid work?
SEs traditionallya high security organization which required a TS clearance and a high-

Assessments security work environment for all staff, including for a large portion of staff during the
pandemic. In recent years, remote and hybrid work has become a possibility for some:
staf houghthe norm remains on-site igh security work fora substantial portionofthe
organization.
Each manager inthe organization did their own analysis based on thei teas operational
requirements given the nature of the work and required access to th classified network.
This assessment was conducted based an framework of guidanceand questionnaires

const
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provided to managers, and the results were validated at the ADM level, with overall
results reviewed by the executive committee.

“This assessment was doneduring the period when public health restrictionsallowed for
nearly full occupation ofCSE'sfacilty, but in the context of approved telework
arrangements with a maximum year duration. CSE's intention is toreview the results of
this one-year pilot in March 2023 to make determinations around longer term
arrangements.

Ifyes,
What percentage of positions were assessed a havingfullime in-office requirements?
Approximately ofemployees.
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotelyand some time s spent on-site?

ofstaff can spend atleast one day per week working offsite.
What percentage of positions were assessed as compatible with fully remote work/
telework?

What considerations were applied to determinea fully emote position e.g. hiring
outside of the NCR, skis shortages, Diversity, and Inclusion considerations, etc)
Duty to accommodate; security level associated with the fll range of duties and need to
be on-site ina TS facility. Cultural considerations and the need to collaborate with partner
teams, including those who work fulltime or nearly fulltime on site was alo taken ino
consideration.

We acknowledge that positions assessed for full ime remote are not aways offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or ther aspects
supporting the implementation of hybrid work?
Yes~the above is being done withina one-year pilot telework arrangement

£10, why?
ifyes:
What i your organization experimenting with?
Telework arrangements, as above.
What is the experimentation timeframe?
On year pilot exercise until March 31, 2023. While the exercise began in ate fall 2021, the
tise of the Omicron variant delayed the forma start of the plot until April 1, 2022.
What percentage of employees are participating?
Approximately! ofthe organization, are on approved telework
arrangements (not working full time in the office)
Is participation voluntary or mandatory?
Voluntary

How is data being collected?
Via the Telework Agreement Application—an IT system developed internally for
employees to submit and track their requests which g0 to the appropriate delegated
authori
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What outcome measures* is your organization using:

Diversity and inclusion, Duty to Accommodate, Retention, Recruitment, Productivity.
Formal evaluation criteria willbe defined and evaluated by ExCom during the pilot and,
will ely involve surveys or qualitative assessments rom managers/staf on impacts to
productivity, culture, andworkplace/workforce experience.

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.

Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
thisinitiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of otherparticipating organizations,
Yes/ No. My organizations already a partner: Yes

1fyes, please providea contact name

Hybrid model(s) Has your organization shifted to hybrid work models)?

ves

How many days arestaffwho worked fulltime remote during the pandemic now required
to come ntothe office? fyourorganization i testing multiple models, indicate as many
asapply:

Once a month or less
One to three daysa month
One daya week
Two days. week
Three daysa week
Four days a week
Five daysaweek (full ime)

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you wil be testing and how they apply acrossyour organization:

Employees have requesteda variety ofarrangements; approval has been based upon the
rangeof duties and related need toaccess TS facilites and networks. Through the in-
house IT application, employees can select which daysofthe week they wish to work off-
site andseekapproval from theif management.

How are the onsite days chosen?
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Through the in-house IT application, employees can select which days of the week they
wish to work off-site andseek approval from their management.
Howdid your organization choose hybrid models?

Other:on a case-by-case basis depending on certain variables such astherequirement to
workin an unclassified/P8 environment versus aTSSA environment. Employees made
their individual requests via an online portal and the decision was made by varying levels
withing the organization depending on the numberof days the employee was requesting
to work remotely
0-20%- Supervisor approval
21.- 40% - Manager approval
41-60%- Director approval
61.- 100%- Deputy Chief approval

Didyourorganization applya GBA lens when choosing hybrid work models?

No.

Real Property & How s your office space currently configured?
Technology combinationofasignecdesksand sci ase workpaces nn open concept

Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
‘The organization is currently looking at more collaborative workspaces throughout the
buildings which includes meeting PODS as well as other ideas are that currently being
actively worked on.

Are you planning to reduce your office footprint?
No, most employees stil require regular access to classifiedfacilities and CSE's projected
‘growth profile will likely stress our existing office capacity in the next 5years
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes. We are currently in the process of having. forreservingworkspaces. We
presently use Outlookforall bookings, but this is a temporary solution while awaiting
approvals and installationofthe new system. Boardrooms in the classified faciity are

Onsite Presence Do you have a tool to track what percentage of employees in your organization are gOIng
into the office on a daily or weekly basis?
Yes
Ifyes:
Please specify the name of the tool:
Building swipes and metrics on approved telework agreements
Please specify the latest data / estimate you have on:
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of employees n office full ime
% of employees in hybrid work
of employees full ime teleworking

“Time period the data referto: telework agreement between March 2022 and March 2023

Challenges What are your top three barriers (e.g, 65 policy, unassigned seating, growth of
employees vs. allocated space, ther) affecting the transition toa hybrid workplace?
1. Top secretnetwork and duties
2. Culture:
3. Technology and scheduling

Engagement Wave you consulted with your staf onthe shit to hybrid work? Ifso, what are some of
the key takeaways?

Yes, staff have been consulted. Generally, taff are very appreciative of the new flexibility.
We regularly hear concerns e. potential inequity and retention— e.g. that some staff
who can work remotely due to the classification ofthir work and perform the same
duties as those working in classified flies may cause retention pressures in areas that
cannot provide that flexibility and offer no additional compensation/etc. Given the one-
year pilot for experimentation,staff have expressed an interested in a permanent decision
(likely to extend the current arrangements indefinteh).

Have you consulted with Employment Equity Groups within your organization?

We have consulted the Employment Equity Groups forthe telework policy.

Have you consulted with your Bargaining Agents?
Yes

Copyright Board of Canada
Departmental Hybrid Profiles
Current Status: Please provide brief overviewofyourdepartment's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provideanestimate if possible.

Name and size of | This link maybe helpful: Sizeof organization
Organization

oe Organization Name: Copyright Board of Canada
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NumberofEmployees: 20

Does your organization have regional offices? io

Ave your regional offices GC co working spaces? N/A

Position 01d your organization assess positions for compatibility with hybrid work?
Assessments

ifyes,
What percentage of positions were assessed as having fulltime in-office requirements?
o%
What percentage of positions were assessed 0 be compatible with hybrid work where
some time is spent working remotelyand some time is spent on-site?
80%
What percentage of positions were assessed as compatible with ful remote work/
telework?
Upto 20%
What considerations were applied to determine a fully remote position (e.g, hiring
outsideof the NCR, ils shortages, Diversity and Inclusion considerations, ic.)
Skill shortages leading to hiring outside the NCR;Diversity and inclusion considerations,
temporary vs permanent appointment.

We acknowledge that positions assessedfor full ime remote re not aways offered this
option

Experimentation | Isyour department currently esting out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
ves! No
1600, why?
Tfyes:
What is your organization experimenting with?
Hybrid work with set amountof ime (ss 3 minimum) expected in physica offic for all but
emote positions; new open assignment of office with booking app to schedule and help
monitor in-office attendance.
Whats the experimentation timeframe?
September to December 2022
What percentage of employees are participating?
100%
Is participation voluntary or mandatory?
mandatory
Hows data being collected?
Some examples could include employee surveys, HA system administrative data, IT
system-based data ee.
“you have employee pulse data, please share aggregate results
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Monitoring in-office presence through managers, tough booking application, and/or
“signin” sheet at the office.
Regular staff check-ins by management table:
Pulse checkin once a month
Planned alltaffmeetingat end of November to discuss experiment and solicit feedback;
collaborate on solutions etc

What outcome measures is your organization using:

Impact on productivity /focus and other organisational goals
Solutions to logstcaltechnical challenges
Respect for occupational health & safety obligations, insurance (pending guidance from
ToS)
Overall appreciation by employees, by managers and senior management with respect to
Board vision
Need forchanges/modifications to the framework

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some.
examples include diversityand inclusion, mentalhealth, talent retention, onboarding,
social cohesion.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up ofthe results of other participating organizations.
Not feasiblegiven organization's sie.

Ifyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes

How many days are staffwho worked full-time remote during the pandemic now required
to come into the office? Ifyour organization is testing multiple models, indicate as many
as apply:

Once a month or less
One tothree daysa month
One day a week
Two days a week
Three days a week
Four daysa week
Five days aweek (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
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XOther: one assigned dayperweek, and one additionaldayeverytwo weeks, generally
flexible to employees needs. Total of about 6 days minimum 4 weeks. May be other
requirementsforspecificevents(e.g. ora hearings, new employee orientation, alstaff
meetings, etc)

Ifyou have selected multiple hybrid models above, lease include additional information
on the models you wil be testing and how they apply acrossyour organization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
Acombination of a) and b)
XOther: combinationofa)and b,withaddition of specific bligationsin caseofspecial
events (e.g. oral hearings, new employee orientation,allstaff meetings, etc.)

How didyourorganization choose hybrid models?

XPositon profile assessments
Employeelocation (NCR employees come into the office)
Precedence set by other government organizations
X Employee engagement/Team charter exercises
Other:

Didyourorganization apply a GBA+ lens when choosing hybrid work models?
We did not specifically applyaGBS+ lens; however, oth positon profiles and
engagement on employee preferences were done i collaborationwith employeesand
management, and have been tailored to promote individual employeeneedswhere
possible

Real Property & How s your office space currently configured?
Hoteling workstations

Technology Traditional asigned cubicles
Activity Based Workplaces
X Other: collaborative spaces; meetingroomswith facies for hybrid meetings; closed
offices with ergo work stations that can be tailored to individual needs; open assignment
of office space, booked throughonline application lockers for employee belongings
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
We have already putin place spaces and toolsto facilitate hybridcollaboration and
meetings. We are consideringfurtherchanges to workspace over time, and depending
on experimentation results
Are youplanningto reduce your office footprint?
We have already given up one floor ~ approx.. of original workspace.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
ves
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iFyes, please lst
Meeting room technology for hybrid meetings
Workplace booking system
Ergonomic workspaces that can be modified (e.2. it stand desks, etc)

Onsite Presence | Do you have a ool o track what percentage of employees in your organization are going
into the office onadaily or weekly basis?
ves
ifyes
Please specify the name of the tool:
Buro application (will also use “sign-in” sheet for experiment phase)
Please specify the latest data / estimate you have on:
0%of employees in office fulltime
90% of employees in hybrid work
10% of employees full ime teleworking
Time period the data refer to: August

Challenges What areyour top three barriers (e.¢, 785 policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to a hybrid workplace?
1. Mentalshift incoming back tothe office—especially since productivitywas notmuch
affected by full-time remote work.
2.hift to de-personaized space
3. Challenge of including employees doing fulltime remote work (may feel disadvantaged
now by distance/ not being in-person)

Engagement Have you consulted with your staf on the shift to hybrid work? Ifso, what are some of
the key takeaways?

Yes —Consulted via 2 employeesurveysduring the pandemic, focused on productivity,
health and wellness. We learned that 100%ofemployees prefer hybrid work to fullime
office work; generally good feedback regarding productivity and support during period of
fulltime remote work; some expressed excitement at seeing colleagues face-to-face more.
regularly and having informal time with colleagues.

Have you consulted with Employment Equity Groups withinyourorganization?

Not specifically, given the very smal sizeofthe organization. Instead, we consulted all
employees individually, aswell a in teams, and via anonymous questionnaires. We also
engaged the employee.led Wellness Comittee that plays a role in supporting mental
health of organization.
Have you consulted with your Bargaining Agents?
No,
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Correctional Service Canada
Departmental Hybrid Profiles
Current Status: lease provide a brief overview of your department’ hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not avilable for someof the questions, please indicate and provide an estimate if possible.

Name and Size of | This inkmaybe helpful: Sizeof organization
Organization Organization Name: Correctional Service Canada (CSC)

Number of Employees:
*18,642 Active Employees
+20,827 Grand Total (includes those on leave of absence and leave with pay)

“Data source: CSC's Human Resources Business Intelligence (HRBI) Tool asofSeptember
62022

Doesyourorganizationhaveregionaloffices?
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Yes/No

SC has regions! headquarters (RHQ) and Correctional Learning and Development Centers
inal five regions, in addition to institutions, and district and community offices

Ave your regional offices GC co working spaces?
Yes/No

RHQs are currently configure a versions of GCworkplace accommodated to support
100% assigned seating. The goal s for these working spaces to transition t unassigned
seating

Position Did your organization assess positions or compatibiity with hybrid work?
Assessments Yoyo

ifyes,
What percentage of positions were assess a havin fllime in-office requirements?
Approximately 6%. Du to the unique operational requirementsof CSC, certain positions,
particulary frontine employees responsible for duty of care of offenders i congregate.
living settings and in the community, are required tobe fulltime onsite.
What percentage of positions were assess 0 be compatible with hybrid work, where
some time is spent working remotely and some time s spent on-site?
Approximately 44%. The majority of positions identified for hybrid work are those in
administrative workplace settings.
What percentage of positions were assessed as compatible with fully remote work/
telework?
0% of CSC positions were assessed and subsequently identified for fulltime telework
What considerations were applied to determine a fully remote position (e.g, hiring
outside ofthe NCR, sil shortages, Diversity an Inclusion considerations, etc)
A

We acknowledge that position assessedforfll ime remote re not aways offered this
option

Experimentation |Isyour department currently esting out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

no, why?
ifyes:
What is your organization experimenting with?
Hybrid Work Model
Whats the experimentation timeframe?
Summer 2022
What percentage of employees are participating?
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‘All employees who were working remotely were required to participate in the
experimentation phase of the hybrid work model. Managers held the responsibilty of
ensuring their employees were participating by coming into the workplace for purposeful
work and collaborative meetings. Town halls were held with management prior to the.
launch of the experimentation phase, to inform senior managersofthei responsibilities
and to encourage them to hold similar meetings with their teams. The experimentation
phasehasallowed for preliminary reviews and subsequent recommendations towards full
implementationofthe hybrid modelat CSC in October 2022.

Is participation voluntary or mandatory?
Mandatory for employees who were working remotely.

Notall CSC employees have been working remotely - many employees, mainly those:
responsible for duty of care of offenders in congregate living settings and in the
community have continued working fulltime onsite throughout the pandemic.

How s data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share agsregate results

Data wasnot collected on the experimentation phase; however, data on assessment
results has been captured through manual data entry via a Microsoft Excel response
template.

What outcome measures" is your organization using:

CSCmanagers areusing the experimentation feedback from their teams to enable:
preliminary reviews and subsequent recommendations towards telework agreements.

“The telework assessment outcomes have been captured via Microsoft Excel, and results
willbe reviewed by the Assistant Commissioner, Human Resource Managemen, and
discussed with the CSC executive committee, prior to the signing of telework agreements
and the implementationof the hybrid model.

Going forward, CSC wil tiize the Public Service Employee Survey (PSES) to measure
outcomes on the effectiveness of the hybrid model, and will work with Policy& Internal
audit to establish outcome measures against CSC corporatepriorities and correctional
outcomes that will inform future decision-making.

“Outcome measures refer to aspects of experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion,mental health, talent retention, onboarding,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
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evaluation of the hybrid models you ae testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of otherparticipating organizations.
Yes/ No/ My organization is already a partner

yes, please providea contact name:

Amy Jarette and Ghistan Sauve

Hybrid model(s) | Fasyour organization shifted to a hybrid work models)?
Yes/ No / Soon to implement

How many days arestaffwho worked full-time remote durin the pandemic now required
0 come into the office?If yourorganization i testing multiple models, indicate as many
asapply:

Once a month or less
One to three daysa month
One day a week:
Two days a week
Three daysa week
Four days a week
Five days a week (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Differentrequirementsbased on employee locaton
Other:
Ifyou have selected multiple hybrid models sbove, please include additonal information
on the models you will be testing and how they apply acrossyour organization:

To help guide decision-making, the Administrative Workplace Review Commitee, with
representatives from all sectors and regions as well labour partners, was put in place in
June 2021. Committee members adopted and applied the guiding principles such as
consistency, flexibly, inclusivity, transparency, accountability, equal opportunity and
faimess. inorder to establish the right balance between telework and onsite work,
operational requirements and organizational considerations for teams were prioritized,
whi individual concerns and needswere also be taken nto consideration.

The Committee decided that no set schedule be mandated to CSC employees Rather,
managers, uiizeda Telework Assessment Toolkit developedby the Committee, designed
10 provide them with the tols necessary to have consistent conversations with their
employees and to help determine where their employeesfit nto the hybrid workplace
model and determine hybridwork arrangements.

How are the on-site days chosen?
Employees individually decide which day(s) to come on-site
There are fixed “team days"whereeveryone in the team comes on-site
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Acombination ofa) and b)
Other:

Firstly operationalrequirementswere considered, followed by organizational, team and
individual considerations. Managers, following discussions and telework assessments with
each of their employees, finalized the specific hybridwork arrangements/schedules for
those in positions identified a suitable for hybrid work.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

“The Workplace Administrative Committee completeda benchmarkingof positions
exercise to determine which position types were suitable for fulltimeonsite, and those:
suitable for the hybrid model. Part of the processofthese assessments involved
employee consultations. In addition to applying the guiding principles previously
mentioned,several additional key principles were applied during the benchmarking
exercise including;
CSC's unique operational requirements and natureofwork remained at the forefront of
all decision making;
If staff are fulltime onsite, then a manager should also be full-time onsite; and,
Managersof employees who work onsite should consider flexibility for telework
arrangements for on-linetraining and projects that operationallycanbedone via
telework.

Didyour organization applyaGBA lens when choosing hybrid work models?

No

Real Property & How i your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
“The current configuration i traditional assigned cubicles.Anevolution towards hoteling.

workstationswill accelerateaswe implement the hybrid work model.
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better failtate hybrid meetings?
“This will be one considerationas CSC works to reconfigure our workspaces.
Are you planning to reduceyour office footprint?
Yes/No
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes/No
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Office reservation tool using the Archibus software is being implemented in collaboration
with Public Services and Procurement Canada (PSPC).

Onsite Presence | D0 you have a ool to rack what percentage of employees in your organization are going
into the office ona daily or weekly basis?
Yes/No
re
Please specify the name of the tool:
NA
Please speciy the latest dota / estimate you have on:
56% of employees in office full time.
44% of employees i hybrid work
0%ofemployees ful time teleworking
Time period the data refer to: resent time with quarterly reviews moving forward.

Challenges What are your top thee barriers (e.g, 65 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
1. Bandwidth issues
2. Buyin from employees
3. Variance in eligibility for hybrid model based on work functions for those in
administrative workplacesvsfront line staff in regional, institutionaland community
settings.

Engagement Have you consulted with your staf on the shift o hybrid work? Iso, what are some of
the key takeaways?

To help guide decision-making, the Administrative Workplace Review Committee, with
representatives from all sectors and regions as well labourpartners, was put in place in
2021. Several working groups were subsequently created fr theareas of Information
Technology, People Management andPhysical Workspaces.

SC adopteda gradual methodical approach tothe shift to a hybrid model. The telework
assessment results will help infor further discussions and decisions, and identify key.
takeaways as we plan for the future of work at CSC, and incorporate lessons learned from
implementinga hybrid work modelA pain points document hasbeen developed to
identify key issues/areas of concern, to ensure they addressed and relevant information is
subsequently shared with employees.

Have you consulted with Employment Equity Groups withinyourorganization?

The Administrative Workplace Review Committee includes an Employment Equity
representative, andconsalted with CSC's Persons with DisabiltiesNational Working
Group.
Have you consulted with your Bargaining Agents?
Yes, labour partners are included in the Administrative Workplace Review Committee and
sub-committee. They were consulted throughout the planning process forthe future of
work at CSC, including the benchmarking of positions exercise.
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Courts Administration Service
Departmental Hybrid Profies
Current Stats: lease providea brief overview of your departments hybrid plans for fall 2022. We understand
departments are in various sagesof planning and implementation, and that plans continue to evolve. I
information is not avaible fo some of the questions, please indicate an provide an estimate if possible.

Name and size of | Thislink may be helpful: Size of organization
Organization© Organization Name: Courts Administration Service (CAS)

Number of Employees: 75 FTEs
Does your organization have regional offices?
ves
Ave your regional offices GC co working spaces?
No

Position Oid yourorganization asess postions for compatibilty with hybrid work?
Yes Managers assessed the operational requirements of positionsto determine the

fssessmerts percentage of time required in the office, and work that could feasibly be done from
Home using three definitions:
Predominant Telework (20% o less time in office);
Flexible (30-80% of the time in office); and
Predominantly in Office (90% or more time in office).
ifyes,
Wha percentage of positions were asessed as havin flltime in-office requirements?
Approximately fifteen (15%) of positions were assessed as being required to work
predominately nthe offic (90% or mare time nth office.
What percentage of positions were assessed tobe compatible with hybrid work, where
some tim is spent working remotely an some time i spent on-site?
Approximately 65% of positions were asessed as Flexible (30-80% of th time in office).
Approximately 20% of positions were assessed as Predominantly Telework (20% or less
time in office).
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What percentage of positions were assessed as compatible with fully remote work/
telework?
N/A and determined on a case-by-case basis
What considerations were applied to determine a fully remote position (e.g. hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
NA

We acknowledge that positions assessed for ull time remote are not aways offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

ino, why?
yes
What is your organization experimenting with?
ince March 2020, CAS has been very successfully operating in hybrid mode with
employees across Canada required on-site in our CourtFacilties and Courtrooms to
provide support and services to membersofthe Court, ligants and the public to ensure
uninterrupted access to justice for Canadians. Accordingly, and since March 2020, we
have had employees on-site and working from home, based on operational requirements
and public health advice.

Our plot this fal is: continuationandbuds onourexperienceand best practices eared
over the last 2 years.

Our pilot has three main objectives:

Formalizing work arrangements inthe context of the telework policy framework
Working towards better defining and assessing the requirementsof our workplace of the
future and our workforce of the future
Whatis the experimentation timeframe?
September 2022 - March 2023
What percentage of employees are participating?
All employees are participating
Is participation voluntary or mandatory?
As mentioned above, CAS has been operating in a hybrid mode since March 2020.The
pilot period will representa transition to formalize arrangements and to assess the
sustainability of the arrangements in the contextof our workplace ofthefuture and
workforce of the future.

How is data being collected?

Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc
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“Ifyou have employee pulse data, lease share aggregate results

CAS is exploring the feasibility of systems to manage work arrangements, plans to use HR
system)administrative data as well as to conduct surveys

Whatoutcome measures? is your organization using:

CAS is considering outcome measures, which may include:

operational effectiveness and service excellence to the Courts and Canadians
Diversity and inclusion
Employee engagement and social cohesion
Talent recruitment and retention

We look forward toany guidance and best practices OCHRO and other departments may
share.

“Outcome measures refer to aspects of experimentation outcomes that will inform future
decision-making. We are interestedin earning more about what is important to
organizations to help informourgovernment-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental healt, talent retention, onboarding,
social cohesion.
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upof the results of therparticipating organizations.
Yes/ No / My organization is alreadya partner

No

Ifyes, please provideacontact name:

Hybrid model(s) Has your organization shifted to hybrid work models)?

Yes, asexplained above, CAS has beenverysuccessfully operating in a hybrid mode since
March 2020.

Our pilot representsa transition from an environment of imposed remote work to
discretionary telework and the applicable policy framework, with more structured
monitoring and assessmentofeffectiveness.

How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If yourorganization i testing multiple models, indicate as many
as apply:

Oncea month ores.
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Gre to three daysamonth
One daya week:
Two days a week
Three days a week
Four days a week
five days a week(fll time)
Not applicable: Staff have not been instructed o work on-site a a regular cadence
Oiferent requirements based on employee location
Other: Rotation
you hav selected multiple hybrid modes above, please include additional information
on the models you wil be testing and how they apply acrossyour organization:
AS is proceedingbasedonassessments of operational requirements of postions rather
than prescribinga minimum numberof days in the office. The number of days required in
the office varies by sector, workunitand positon. Schedules may be managed in diferent
ways (e.2, week, monthly, on rotation) based on what works best forthe team and its
operations.
How are the on-site days chosen?
Employees individually decide which day(s) to come on-site
There ar fixed “team days" where everyone nthe team comes on-site
A combination of a) and b)
Other: Based on operational requirements, which are mosty driven by court operations
and requirements to deliver service to Canadians.

How did your organization choose hybrid models?
Position profile assessments
Employee location (NCR employees come into the ofice)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:
Didyour organization applya GBA lens when choosing hybrid work models?

AS consulted with theChief Administrator's Anti-Racism Action and Advisory Committe.
More workis required tobe done with regards toaplyinga GBA ens

Real Property & |Howis your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubices
Activity Based Workplaces
Other: Judicial special purpose space
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facitate hybrid meetings?
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Ves, we are looking at ways to modernize failtie for collaboration and technology, and
planning targeted pilots of hotelng in modernized Activity Based Workplaces.
Are youplanningto reduce your office footprint?
Under assessment
Have you invested in technologies to adapt to hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes, we have invested in boardroom meeting technology. However, we are currently
looking at improving technology in meeting rooms, as ella booking systems for hteling
and managing telework agreements.
IFyes, please list:

Onsite Presence | 00 you have a ool to track what percentage of employees in your organization are going
into the office onadaily or weekly basis?
No. Weare currently assessing applications developed by other departments.
ifyes:
Please specify the name of the tool:
Please specify the latest data / estimate you have on:

Challenges What are your tp three barriers (e.g. T8S policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to hybrid workplace?
Recruitment and retention. Many aspects of theoperationsofthe Courts require
employees to be on-site, including front-line service to Canadians. This reduces CAS's
ability to recruit and retain talent, who are looking for opportunities for more fleiilty
elsewhere

Lack of optimized technology and physical space designed for hybrid work

Lack ofdirection/guidance/requirements from Central Agencies with respect to hybrid
work, including number of days employees mustwork on-site especialy those in common
functional groups (HR, Finance and Audit).

Engagement Have you consulted with your staff on the shit to hybrid work?Ifso, what are some of
the key takeaways?

Key takeaways include:

The needfortechnology to faiitate the hybrid model
The need formore modern, collaborative and welcoming workspaces.
There is a need to transform and adapt operational processes t0.a hybrid environment
Managers require ongoing support and tools to assist them in managingand navigating in
a hybrid model

Have you consulted with Employment Equity Groups withinyour organization?
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Ves. CAS has consulted with the Chief Administrator's Anti-Racism Action and Advisory
Committee, which examines questions ofdiscrimination, diversity and inclusion related to
race, ethnicity, religion, genderand sexual orientation.
Have you consulted with your Bargaining Agents?
Yes -CAShas had ongoing andregular consultations throughout.

Crown-Indigenous Relations and Northern Affairs Canada

Departmental Hybrid Profiles
Current status: Significant construction at Terrasses de la Chaudiére (TDLC) in Gatineau is currently
taking place and will continue over the next several years. Due to the complexities involved in the
renovations, al buildings within the complex will be temporarily vacated consecutively starting
in February of 2023, and spanning until, a least, 2026, affecting not only Crown-Indigenous Relations
and Northern Affairs Canada (CIRNAC), but also Indigenous Services Canada (ISC), Canadian
Heritage (PCH) and Canadian Radio-Television and Telecommunications Commission (CRTC)
Departments in various magnitudes.
Impacted Departments are currently working with Public Services and Procurement Canada (PSPC),
however the amountof displacement and lack of identified swing space to-datefor CIRNAC employees
greatly impacts our abilities to fully implement a return to the workplace strategy.
Name and size of | Organization Name: Relations Couronne: Autochtones et Affaires du Nord Canada /
Organization Crown-Indigenous Relations and Northern Affairs Canada

Number of Employees: As of August 31, 2022, te total# employees in CIRNAC: 2317
(data provided by HR Data Analytics)
Regions: 682 (322 in NT/NU/YK (North) and 360 inother regions (South)
NCR: 1635

Does your organization have regional offices?
Yes

Are your regional offices GC co working spaces?
No. Regional officesdo have a small number of hot spots’ set up toalow for hybrid work
for visitors and other government department employees.

Position idyour organization assess positions for compatibility with hybrid work?
Yes

Assessments Northern Regional Offices:
75%-100% of our Northern Regional employees are working ull ime in th office.
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Southern Regional Offices:
Itis presumed that the majorityof our Southern Regional employees work ful time at
ome. However this analysshas not yet been completed.

NCR Offices:
The following percentages are based on the NCR population.

Thefollowing CIRNAC positon assessment data s based on a preliminary results ofour
assessment exercise and ar still underreview. A fll analysis s till required.

16s, what percentageofpositions were assessedas having full-time in-office:
requirements?
1.4% of CIRNAC NCR Positions were assessed as having full-time in-office requirements.

What percentage of positions were assessed tobe compatible with hybrid work, where
some time is spent working remotely and some time is spent onsite?
8% of CIRNAC NCR Positions require to be inthe office less than 3 days a week and
therefore compatible with hybridwork

Additionally, 56% of CIRNAC NCR Positions were assessed to ony having occasional in
office requirements, and therefore would also be compatible for hybrid work settings.

What percentage of positions were assessed as compatible with full remote work/
telework?
353% ofCIRNAC NCR Population was assessed as compatible with full remote work.

What considerations were applied to determine fully remote position (e.g, hiring
outside of the NCR, skis shortages, Diversity and Inclusion considerations, etc) - We
acknowledge that positions assessed forful time remote are not aways offered this
option

Assessment of fully remote positions were determinedbyeach manager/sector during
the position assessment exercise and was based on a multitudeof factors, such a, but
not limited to, hiring outside of the NCR, skis shortages, Indigenous Community hiring,
diversity and inclusion considerations, etc.

Experimentation | 1syour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes
1fyes, Whats your organization experimenting with?
Due to CIRNAC' unique positon of extensive and ongoing construction i the NCR over
the next several years, (that will account for 475-95% of our NCR office space being
unavailable, the Department is currently reviewing several options for hybrid models.
Whatis the experimentation timeframe?
Over the Summer and Fall months, CIRNAC Employees were invited to try out our
workspaces on avoluntary bsis and re-fomiiarize themselves with the changes in their
workplace (as extensive construction was done throughout the pandemic). Delegated!

wosr2



UNCLASSIFIED / NON CLASSIFIE

managersare encouraged to facitate in-person team building and collaboration on the
days they are in the office and to use tis time to meet with partners and colleagues.

Currently, CIRNAC isexperimenting throughout the Fall with ournewworkspaces at TDLC.
Swing space determined to date can only accommodate 5%-40% of NCR employees. As a
result full return to theworkplacestrategycannot be putin place until more swing
space is provided by PSPC.
What percentage of employees are participating?
Percentage of CIRNAC employees who have physically accessed an office:
July 2022:9%
August 2022: 9%
September (asof sept. 9): 7%

Is participation voluntary or mandatory?
Participation is voluntary.

How is data being collected?
Some examples could include employee surveys, HR system/administrative data, IT
system-based data etc. “If ou have employee pulse dat, please share aggregate results

Data s being collected by:
The Office Booking System
Virtual Suggestion Box
Voluntary Telework Agreements via theonline platform (Asof August 30, 213employees
at CIRNAC had a telework agreement.)

AVirtual Suggestion Box has been launched on the Intranet to invite employees to submit
their feedback andor suggestions on their in-office experience this summer.

What outcome measures* is your organization using
“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversity and inclusion, mentalhealth, talent retention, onboarding,
social cohesion.

Due to CIRNACs unique circumstances surrounding the extensive ongoing construction in
the NCR, the current focus is determining if, when, andwherethere is enough space for
employees to work in-office or operational requirements.

Once that is determined, work will begin on outcome measures.

Both PCH, CRTC and ISC are in similar context and challenges when it comes to workspace.
Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
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evaluation of the hybrid models you ae testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of otherparticipating organizations.
ves
CIRNAC would welcomebein part of OCHRO's Hybric-in-a-Bor Experimentation ntative.
1fyes, please providea contact ame : Emi Diane. Tit@rcaanc-cimac acco

Hybrid model(s) | Fasyour organization shifted to a hybrid work models)?
No, again due to our nique situation surrounding the constuction and building closures

How many days arestaffwho worked full-time remote durin the pandemic now required
0 come into the office?If yourorganization i esting multiple models, indicate as many
asapply:

Once a month or less
One to three daysa month
One day a week:
Two days a week
Three daysa week
Four days a week
Five days a week (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence «but
are welcomed ona voluntary basis
Different requirements based on employee location
Other:
16you have selected multiple hybrid models above, lease include additonal information
on the madels you will be testing and how they apply acrossyour rganization:
In Northern regional CIRNAC offices, 75-100%ofour employees are working full time in
the offic,duetovarious factors, such a, but not imited to, connectivity, personal
preference, work with internal external stakeholder, remote communities.

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone in the team comes on-site
Acombination of 3) and b)
Other: Not determined

Howdid your organization choose hybrid models?
Position profile assessments
Employee location (NCR employees come into the office)
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Precedence set by other government organizations
Employee engagement/ Team charter exercises
Other: Again, due to CIRNAC's unique position, we have not yet chosen a hybrid model. All
options will be considered once appropriate space is determined to supporta hybrid
model.

Didyourorganization applya GBA lens when choosing hybrid work models?

CIRNAC's GBA champions and membersof the GBA Plus Centre of Expertise are currently
exploring how to incorporate GBA+ in CIRNAC'sapproach to a gradual and purposeful
return to the worksites.

Real Property & How is your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other:
CIRNAC Regions are largely operating on traditional assigned workspaces with hoteling
stations available for hybrid workers and visitors.
CIRNAC NCR : As of October 3°, 2022, all CIRNAC NCR work spaces will be unassigned and
depersonalized.

Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, and work is underway
Are you planningto reduceyouroffice footprint?
Yes, due to multiple building closures

Have you invested in technologies to adapt to a hybrid environment?For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes
Ifyes, please lst
A-Invested inIT equipment for cubicles to facilitate unassigned seating:
Monitors, docking stations, keyboards, mice, cables

8. Invested, and continue to invest, in the modernization and standardizationof
equipmentinour boardrooms,focusing on MS Teams as collaborative technology:

Purchased and installed Polycom Studios and “Owls” to setup small and medium
boardrooms that did not have videoconference capabilites.
Configured Cloud Video Interop (CVI) capabilities for boardrooms with Webex related
equipment to use MS Teams in boardrooms
procured mobile Audio-Visualand Videoconferences (MS Hubs, Rolling Stands) thatallows
flexibility in where VC can be used.

C. Invested in network upgrades to support the bandwidth requirements for new.
applications and services. We are also working with Shared Services Canada on
implementing WIFI connectivity in more offices across the country.
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EE I |
Onsite Presence | D0 you have a ool to rack what percentage of employees in your organization ar going

into the office on adaily or weekly basis?
Yes
ifyes:
Please speciy the name ofthe tool:
Office Booking System (0BS)

CIRNACis till operating in a fll remote work settingaswedetermine available office
space throughout the next several years during extensive construction.

Return to the office has been ona voluntary basis, unless operationally required.

Please specify the latest data / estimate you have on:
Percentage of CIRNAC employees who have physically accessed an office:
July 2022: 9%
August 2022: 9%
September as ofsept. 9: 7%

Challenges What are your tp three barriers (e.g, T85 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
TOL ongoing and extensive renovations that will leave 4736-95%ofour employees.
without office space over the next several years
The handiing of classified information and how policies and procedures will adapt

IT equipment and connectivity

Additional - Mental Health/Wellness : employees largely wishto maintainflexibly and
balance

Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?

ADeputy Minister message was sent toall employees on August 8, 2022 that outlined
that the Department is working towards a shift to hybrid work, and invited staff to test
ourworksites and use the virtual suggestion box or feedback on the office environment
and the shift to hybrid work.

Additionally, the Executive Champions of ‘Return to the Workplace’ meet monthly with al
CIRNAC Executive Team to consult on the move to a hybrid work environment.

Finally, the Departments working with all Business Management Units to move to
unassigned workstations.

The key takeaways from staffare:
Resistanceand lack of understandingas to why we need to make the shift to a hybrid
work environment
The need for more change management surrounding the move to unassigned
workstations and hybrid work
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Frustrations around 7 connectivity and equipment
The lack of office space over the next several years to supporta hybrid work setting

Have you consulted with Employment Equity Groups withinyourorganization?
The departmentintendsto formally consult with Employment Equity groups on the
‘overall workplace strategy and more concretely once the department has a better
understanding of its space complement which will inform the return to worksites plan.
Employment Equity groups are aso invited totes the worksites and providefeedback
by using the virtual suggestion bos.
Have you consulted with your Bargaining Agents?
Discussions have and continue to tak place:
NUMCC May
Messages-48 hours n advance
HRSub committee to come.
NUMCC planned in the Fall

Department of Finance Canada
Departments Hybrid rofes
Current Status: lease providea brief overview ofyour department's hybrid plans for fal 2022. We understand
departments ar in various stagesof planing and implementation, and that plans continue to evolve. If
information i not availabe fo some of the questions, please indicate and provide an estimate if posse.

Name and size of | Ths ink may be helpful: Sic of organization
Organization

& Organization Name: Department of Finance Canada

Number of Employees: 867

Doesyour organization have regional offices?
No
Ave your regional offices GC coworkingspaces?
Not applicable

Position 01dyour organization assess positions for compatibity with hybrid work?
Assessments te
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yes,
What percentage of positions were assessed as having full-time in-office requirements?
Not applicable

What percentage of positions were assessed to be compatible with hybrid work, where
sometime is spent workingremotely and some time is spent on-site?
Not applicable

What percentage of positions were assessed as compatible with fully remote work /
telework?
Not applicable
What considerations were applied to determine a fully remote position (e.8, hiring
outsideof the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
Not applicable

We acknowledge that positions assessedfor ull time remote are not always offered this
option

Experimentation 1s your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes, as of September 6, 2022.

Ino, why?
yes:
What is your organization experimenting with?
Finance Canada’s hybrid work approach is aiming, ina flexible way, to have employees
worka 50/50 splitbetweenon-site work and telework.

What s the experimentation timeframe?
‘The department started implementing its hybrid work approach September 6, 2022. The
department is planning fora gradual ramp-up throughout the fal, dependent on the
publichealth context. Over this period, employees and managers are encouraged to
maintain open communication about how the hybridworkarrangements are working and
provide feedback ona continuous basis. Also, employees will be surveyed in Octoberon
their hybrid experience. Thedepartmentwill take stock of responses, successes and
lessons, and will adjustitsapproach as necessary.
What percentage of employees are participating?
All employees are participating in the experimentation phase of Finance Canada’s hybrid
work approach. Since implementation approaches and plans willbe set by Assistant
Deputy Ministers at the branch level, the specific spit of in-person versus telework time.
will vary between and within branches; however, the department will aimforhorizontal
equity across the branches.

While Finance Canada's hybridwork approach aims tohave a 50/50 split between on-site
work and telework, additional on-site presence may be required for certain employees,
either temporarily or on an ongoing basis. Additional on-site presence can be necessitated
by, but not limited to, elements such as:
front line in-person service;
access required to equipment or physical documents available only at 90 Elgin;
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absence of reliable internet at home or other telework site;
absenceofaccessto a telework location that is conducive to concentration;
impacton related positions inwork unit and combined operational needs; and
access required to secure networks for regular duties that cannotbe accessed remotely.

Furthermore, certain exceptions to Finance Canada’s hybridwork approach allowing
employees to telework more than 50% of the time (up to full-time telework) will aso be.
consideredona case-by-case basis. The amount of telework that will be approved for
individual employees wil depend on several factors,such asoperational and
administrative requirementsand the proposed telework location(s). For example,
exceptions willbe considered tosupportduty to accommodate situations, to
accommodate challenges employees are facing due to COVID-19, to support employees
currently located outside the NCR, and to address staffing and retention needs for
employees with particularskill or in roles that are traditionally difficult to fil. These
exceptions will require Director General approval, following consultation with the.
Assistant Deputy Minister.

Regardless of their particular work arrangements, all departmental employees wil
completea hybrid/telework arrangement with their managerto identifywhether they will
be working from the office, from home,or a combination of both.
Is participation voluntary or mandatory?
Participation is mandatory; however, the department's approach i intended to be.
flexible. The department expects that some employees may seek approval for additional
flexibility beyond the 50% on-site requirement and will assess these requests on a case
by-case basis, based on the nature of the request, the proposed telework location(s), and
operational and administrative requirements.

Exceptions will be considered to support duty to accommodate situations, to
accommodatechallenges employees are facing due to COVID-19, to support employees
currently locatedoutsidethe NCR - includingnew hires that were not required to relocate:
during the pandemic - and to address staffing and retention needs for employees with
particular skills or in roles that are traditionally difficult to fil

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
Ifyou have employee pulse data, please share aggregate results

Over the experimentation period, the department will track the number of employees
thatare working on-site on a daily basis to monitor progress in achieving the
departmental objective ofa 50/50 split between on-site and remote work. Employee
hybrid/telework arrangements, which will be documented later this fal, will lso provide
insight into the specific work arrangements that have been approved by senior
management across and within each branch.

The department recognizes that its current hybrid work approach i a starting point that
will require adjustments over time. Employees and managers are encouraged to maintain
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open communications about how the hybridwork arrangements are working and provide
feedback on acontinuousbass including througha Ftureofwork-Lavenirdutravall
maior. The departmentwill aso conducta Pulse Survey ater this falto seek employee

impressionsand issues,includingthose related tothe department's hybrid work
approach, in order to clarify areas of focus for the department to help strengthen and
maintain a healthy work environment, Governancecommitteesand senior management
will regulary take stock of responses, successes and lessons, and willaust ts hybrid
work approach a necessary.
What outcome measures" s your organization using:
“Outcome measures refer to aspects of experimentation outcomes that will informfuture
decisionmaking. We ore interestedin earning more about wha is important to
‘organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityondinclusion, mental health, talent retention, onboarding,
socil cohesion.
While the department has not identified anyspecific atcome measures at this time,
flexibility transparencyand equity have been identified askeyaspects of ts hybrid work
approach. The department expects thaan approach buit on these key aspects wil foster
3 diverse, inclusive and productiveworkforce and support ts objective of atracting,
retaining and developinga talented and high-performing workforce that reflective of
diversity. Thesekey aspects also respond to employee feedback related to th return to
the office and hybrid work approach, and align withthe public service's guiding principles
for achieving an optimal hybrid workplace.
Ave you interested in joining OCHRO's Hybric-in-a-Bos Experimentation ntatve? Under
this nitaive, OCHRO's Research and Experimentation team would centrally admiristeran
evaluation of the hybrid models you are testing and provide you with departmental
summary and a GoC-wide roll-up of the results of otherparticipating organizations.
Yes / No/ My organization is already a partner

Ifyes, please providea contact name:

Not applicable.
Hybrid model(s) | Hasyour organization sified to a hybrid work models)?

Yes, as of September 6,202.

How many days arestafwho worked full-time remote during the pandemic now required
to come into the office?If your organization i esting multiple modes, indicate as many
asap
Once a month or less
One to thee daysa month
One day a week:
Two daysa week
Three days a week
Four days a week
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Five days a week (full ime)
Notapplicable: Staf have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: Different requirements set at the branch-level, based on operational and
administrative requirements.

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you will be testing and how they apply across your organization:
Finance Canada i taking a branch-by-branch approach to implementation ofits hybrid
work approach. Implementation wil be led by Assistant Deputy Ministers who are best
placed to determine the specific workarrangements that will orkfo their teams;
however, the department is aimingfo horizontal equity across the branches. The
department has identified a number offactors thatmaybe considered in requiring
additional on-site presence of in approving exceptions o the hybrid work approach that
would alow certain employees to telework more than 50% of the time (see response in
section 3 for more details).

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
Acombination of a) and b
Other:

Assistant Deputy Ministers and their management teams will lead the development of
branchvlevel implementation plans, including decisions about how on-site workdays will
be chosen. These decisions will depend on branch activites, related operational or
administrative requirements, and branch)team preferences.

Howdid your organization choose hybrid models?

positon profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/ Team charter exercises
Other:

1 April 2022, Finance Canada's Deputy Ministers hosted anAI-Staff Town Hall to
communicate ther intention to proceed with a hybrid work approach fo the department.
This approach sought to balance the benefis of bringing people together in the office:
with the meaningful opportunites and leibiltyof telework. The approach put forward
alo aligned with rests of an employee Pulse Survey conducted in April 2021, which
indicated that 73% ofrespondentsconsidered a hybrid work arrangement to be optimal
(as opposed to fullime at home or ful-time on-site).
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Following the Town Hal, the department refined its approach to embed the concept of
flexibility in is hybrid work approach, a need that was top of mind for employees who
responded to a June 2022Pulse Survey.

Throughout ths period, the department has continued to monitor and draw lessons from
central agency guidance as well as the approachesand practices of other organizations

within and outside the federalpublicservice.

Interms of implementation of the departmental hybrid model, the department s takinga
branch-by-branch approach. This approachrecognizesthat there is no one-size-its-all
hybrid approach, and that Assistant Deputy Ministers and their management teams are
best placed to determine the specific work arrangements that will work fo their teams.

Beyond the April 2022 Deputy Minister AllStaff Town Hall and the two Pulse Surveys
mentioned above (April 2021 and June 2022), each branch engaged with and consulted its
employees to develop and refine their draft implementation plans (e.g, branch town
halls, team charter exercises).

On September 1, 2022, the Deputy Ministers and the Corporate Services Branch held a
Managers’ Town Hall on the return to90 Elgin to provide managers with an opportunity
to aiseoutstanding questionson the return to theoffice and transition to the hybrid
work approach.

Didyourorganization applyaGBA lens when choosing hybrid work models?
Flexibility, transparency and equity are key aspects of Finance Canada’s hybrid work
approach. The department expects that an approach builtonthese key aspects will foster
adiverse, inclusive and productiveworkforce and support its objectiveofattracting,
retaining and developinga talented and high-performingworkforce that s reflective of
diversity.

In preparation for the transition to a hybrid work approach, Finance Canada developed
and shared guidance material and tools to help branch management teams choose and
refine their branch implementation plans to the departmental hybrid work approach. The
guidance material and tools aim to provide common guidance so that there will be
horizontalequity across the branches, despite the fact that implementationplans are
being developed by Assistant Deputy Ministers and their management teams on a branch.
by-branch basis. The common guidance material and tools emphasize the need to applya
GBA lens,with a particular focus on scenarios and situations related to accessibility, duty
to accommodate, employee languageofwork rights, disability, family status, sex, and
geographic location.

Managersareexpected to consider and evaluate any requests for accommodation for
additional telework to address an employees work-related needs on a case-by-case basis,
while taking into account accessibility and inclusivenessbyembracinga "yes" as a default
response, in consultation with Labour Relations.
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Real Property & | Hows your offic space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles Traditional assigned cubicles
Activity Based Workplaces
Other:
The office space is configured primary with traditional asigned cubicles but hasa smal
numberofhotling stations inspecificareas to address the individual demand/needs of
certain teams.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better faciltate hybrid meetings?
Every floor s equipped with at leas four meetin rooms and two quiet rooms. Plans for
additonal collaboration spaces willbe reviewed once groups have an opportunity to
assess thei needs i the new hybrid work environment. The department is ony starting
is reintegration to onsite work esting out 50/50 hybrid work model The department
will reassess ts needs periodically before determininga clear path forward for more
permanent changes towards further modernization ofthe workspace.
Ave you planning to reduce your office footprint?
No
Have you invested in technologies to adapt to a hybrid envionment? For example,
boardroom meeting technology, online workplace booking systems etc)
ves
yes, please lst

Finance Canada has invested in technologies o adapt t0 a hybrid environment. The
department purchased th following boardroommeetin technology to equip the
majority of ts boardrooms: nine Crestron Bar devices, eight Cisco Room Kit Min and SO
Owl Pro devices The department wil also purchase additonal equipment, such as
televisions,o equip more boardrooms. At the beginning of the pandemic, the
department purchased T equipment forall employees working at home (5, additonal
monitors keyboards and mouse). Thi equipment wil remaina home to support the
department's hybrid work approach.

Onsite Presence | D0 you have ool to track what percentage of employees in your organization are Going
into the office onadaily or weekly bass?
ves
ifyes:
Please specify the name of th tool:
Manual calculation using security badge access data

Please specify the latest data / estimate you have on
_not available_3% of employees in office ul time
“not avalble_3% of employees in hybrid work
“rot available_3% of employees full time teleworking
Between August 29 and September 2, 2022, 268 of 867 employees (315) accessed the
physical worksite at least on day. Thi data precedes the implementation of the
departments hybrid work approach and is expected to increase gradually overthe month
of September.
Time period the data refer to: __August 29 to September 2, 2022_
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Challenges What are your top three barriers (e.g. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to.a hybrid workplace?
1. Employees and managersare concerned that there is no commonapproach to hybrid
workplaces across government organizationsand that this will hinder employee retention
efforts, as other organizations appear to have more flexbilty.
2. Employee have expressed concerns related to public health context (COVID-specific,
seventh wave) and impacts of the hybrid work approach on their work-life balance,
mental health and wellbeing.
3. Office/workspace design and tools to support hybrid work

Engagement Have you consulted with your staff on the shift to hybrid work? If so, what are some of
the key takeaways?

Finance Canada has consulted withstaffon the shift to hybrid work through various
mechanisms, including two employee Pulse Surveys, an All-Staff Town Hall, branch-level
engagement activities and a Managers’ Town Hall

The employee Pulse Survey conducted in April 2021 indicated that 73% of respondents
considereda hybrid work arrangement to be optima (as opposed to full-time at home or
fulltime on-site).

Employees shared further thoughts on the return totheoffice and transition to a hybrid
work approach through a Pulse Survey conductedin June 2022. The three main takeaways
from this Pulse Survey related to the transition to hybrid work were the need for
flexibility, digital tools and guidance.

Over the course of the summer, branch management teams engaged with and consulted
their employees to develop and refine their draft implementation plans (e.g., branch town
halls, team charter exercises). OnSeptember 1, 2022, theDeputyMinisters and the
Corporate Services Branch held a Managers’ TownHall onthe return to 90Elginto
provide managers with an opportunity to raise outstanding questions on the return to the
office and transition to the hybrid work approach. The following are overarching
takeaways applicable at the departmental level:
‘Thereis a need for commonguidance and tools on the transition to a hybrid work

environment and employee exception requests (e., duty to accommodate, employee
preferences);
Aflexible and gradual implementation of the hybrid work approach willbekeyto its
success; and
Employees continue to have questions and concerns about occupational health and
safety, as well as employee wellness (work-life balance, mentalhealth and wellbeing).

As the department wil gradually implement ts hybridwork approach as of
September 6, 2022, it wil conducta Pulse Survey later this fal to seek employee

impressions and issues related to the department's hybrid work approach, in order to
clarifyareas of focusfor the department to helpstrengthen and maintain a healthy work
environment. Employees and managers are encouraged to maintain open
communications about how the hybrid work arrangements are working and to provide
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feedback on a continuousbasis, including througha Futureofwork-Lavenirdutraval
mailbox.

Have you consulted with Employment Equity Groups within your organization?

Not specifically.
Have you consulted with your Bargaining Agents?
Yes, the department shared its hybrid work approach, plan and guidance documents with
all relevant Bargaining Agents ., CAPE, PSAC, PIPSC and ACFO). The department's HR
team also met with al but one of the relevant Bargaining Agents .., ACFO) to discuss the
approach.

Department of Justice Canada
Departmental Hybrid Profiles
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Current Status: Please providea brief overview of your department's hybrid plans for fall 202. We understand
departments are in various stages of planning and implementation, and tha plans continue to evolve. If
information is not available for some of the questions, lease indicate and provide an estimate if possible.

Name and size of | This ink may be helpful: Siz of organization
Organization Organization Name:

Departmentof Justice Canada (US)

Number of Employees:
5,304.5 of September 6, 2022

Does your organization have regional offices?
ves

Ave your regional offices GC co working spaces?
no

Position 01dyourorganization assess positions for compatibility with hybrid work?
YES, howeverJUS assessed work types rather than individual positions consideringthe

Assessments ‘majorityof our workforce are on generic job descriptions. To create a common starting.
point for managers and employees to begin discussions on telework a itrelatesto awork
type/work function i. ation services, advisory, legislative drafting et. JUScreated
a "Decision Map for Work Arrangements” in March of 2022 (see attached). The decision
map creates a starting point as to work functions compatibility for hybrid work (i.e. some
functions/duties can be performed at a telework location) but that the frequency of the
capabilityto telework is further assessed based on operational requirements ofthe team,
branch, sector, tc. and the case-by-case nature of the employee's request to telework.

With this approach, JUS was able to begin the change management process with the
understanding that most positions at JUS have some compatisilty for hybrid work i.
some functions/dutiescan be performed at a telework location) which is not the
approach or vision the department held prior to the pandemic.

Decision tap ForWork Arangements
yes,

What percentage of postions were assessed s havingfullime in-office requirements?
Again, JUS reviewed compatibility for hybrid work based on worktypes and not specific
positions. Very few work types were deemed to have full-time in-office requirements.
What percentage of positions were assessed tobe compatible with hybrid work, where
some time i spent working remotely and some time is spent on-site?
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The majority of work types/positions at JUS were assessed to be compatible with hybrid
work,
What percentage of positions were assessed as compatible with fully remote work/
telework?
JUS s taking the approach that full-time telework willbe the exception.
What considerations were applied to determine a fully remote position (e.g, hiring
outsideof the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
JUS s taking the approach that full-time telework willbe the exception, however ona
case-by-case basis, the following may apply:

Aduty to accommodate
Where the department hired the person during the pandemic as the skills were required
and the person resides away from the designated physical office location where the
positions located

Experimentation Ts your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Ves, since March2022,JUShastested numerous hybrid models throughout the
organization. Someofthe pilots were conductedwithinthe Management Sector while
others within the legal client service portfolios
Ifyes:
Whatisyour organization experimenting with?
“The purposeof these pilots was to experiment with different hybrid work models in order
to:
Testavariety of flexible and ad-hoc hybrid arrangements (nospecified on-site schedule
except for established operational requirements);
Testa variety ofon-site presence ranging from 1 day per week per person up to days a
week;
Experiment with fully unassigned GC workplace office environment in the NCR and
assigned office environment in the Regions;
Test the collaborative work environment;
Assess the quality and functionality of the new technologiesand WIFI capabilities;
Developa new information management policy to support greener work methods,
increase efficiencies, liberate physical space in the office environment;
Test new communication products andservicesgeared to informing employees of new
hybrid model;

What s the experimentation timeframe?
March 2022 to August 2022, however some pilots will be continuing in the new year, to
March of 2023.
What percentage of employees are participating?
In some sectors, pilot projects targeted 100% participation rates while it varied in others.
Is participation voluntary or mandatory?
In order for the outcomes to be meaningful, participation was mandatory.

How is data being collected?
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The data was collected using employee surveys for those participating in the pilots.
Administrative services toolswerealso utilized to collect data and round table feedback
sessions were conducted with management.

Whatoutcome measures? is your organization using:

Given that Justice pilots were focused and were conducted overa period of only 6
months, and that full implementation of the departmental hybrid model is expected for
October 3, 2022, ts 00 early tomeasure outcomes
Are you interested in joining OCHRO’s Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upof the resus of other participating organizations,
No

Hybrid model(s) Has your organization shifted to hybrid work models)?

ves

How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If yourorganization i testing multiple models, indicate as many
as apply:

Oncea month or ess.
One to three daysamonth
One day a week
Two days a week
Three daysa week
Four days a week
Five days aweek (full ime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: See response below

Ifyou have selected multiple hybrid models above, please include additional information
on the models you will be testing and how they apply acrossyourorganization:

JUS's hybrid model requires that an employee work atleast one day per week on average
in the office based on the following 3 typesoftelework schedules JUS employees can
choose from:

Aregular/recuring fixed teleworkscheduleoccurs when an employee and their manager
agree to telework on specific days per week (e.g. Tuesday and Wednesday) on a recurring
weekly or bi-weekly bass.
Aregular/recuring flxibe telework scheduleoccurs when an employee and their
manager agree to the numberof daysperweek the employee wil telework, however, the
specificdaysare not fixed and fluctuate weekperweek depending on operational
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vequirements (such as but not imited to meetings, work commitments, etc). The number
ofdays to telework can be for a weekly or bi-weekly recurring basis.
An ad ho, onetime oroccasional, teleworkschedule occurswhen an employee works
primarily at the designated worksite but, on occasion and not with any regularity or fixed
schedule, will telework. To ensure that all partiesare aware of theiroles and
responsibilities, it is mandatory that both the employee and the supervisor / manager
engage in discussionsand use this JUS Telework Management Application to formalize the
ad hoc arrangement prior to the first instance occurring.
How are the on-site days chosen?

Employees individually decide which days) to come on-site:
‘There are fixed "team days" where everyone in the team comes on-site
A combination of a) and b)
Other:

In general, the employee individually decides which days to come on-site and
management is in agreement. However, the employee will be required to attend in-
person at the designated worksite fora number of reasons including but not limited to,
client requests for in-person meetings, accessing sensitive information,regular team
meetings, special committees, working groups, office or departmental activities, etc., and
the requirementto attend in-person may or may not fall on ascheduled telework day.
“The manager will provide reasonable notice when they request in-person attendance and
employees will make arrangements accordingly. Regardless ofa telework agreement in
place, should the employee wish to go to the designated worksite on one of their
telework days for any given reason, the employee will notify the manager in advance via
email.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

1US undertook extensive consultations. It began witha Pulse Survey in the Fall of 2020 to.
begin the process. Followed by multiple consultations with employee groups, manager
and executive communities to discuss what elements were needed in a departmental
approach to hybrid. The groups consulted were the following:
Employment Equity and Diversity Advisory Committee
GBA Unit
National Health & Safety Policy Committee, including bargaining agents
National Labour Management Consultation Committee
Strategic Emergency Management Committee
Departmental Recovery Committee
Directors of Business Management Committee
Heads of Legal Services Units
Regional Directors General
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Various employee roundtables in various regions,branches and sectors

nthe Fall 2021, once a departmental hybrid model was drafted, the draft plan was again
consulted with the various groups mentioned above. Furthermore, in the development
of theplan and the departmental tools required to implement the plan, the JUS Internal
Audit Branch was engaged to provide a readiness assessment for hybrid work that was.
presented to the Departmental Audit Committee in November 2021. Those comments
and feedbackwerealso incorporated into the approach andtoolsto support its
implementation.

The JUS hybrid approach was approved formally by the departmental Executive
Committee on March 18, 2022. A further Employee Pulse Survey was conducted in early
April 2022 to help refine communication products to announce the plan. The plan was
formally announced on June 22, 2022bythe Deputy Minister and Associate Deputy
Minister.

“The inital plan approved in March allowed for more full-time telework, however since
then, the Department's positionhas changed. Justice now requires an ongoing, recurring.
in-person presence. Asignificant portion of employees have expressed concerns with this
shift in approach, but the Department is managing this change through ongoing.
communication that speaks to the positive experience employees had during the pilots.

Didyourorganization applyaGBA lens when choosing hybrid work models?

YES~GBA+considerationswere incorporated asthe approach wasbeing developed.

Real Property & How is your office space currently configured?
Technology The majority of Justice facilities are configured with traditional assigned cubicles. There

are some small pockets where hoteling andor activity-based work points have been
configured, but to date theseare still the minority. We expect that this could change in
the coming months and years but tis too early in the stages of return to worksites to
describe with accuracy.
Justice alsohas a significant numberof closed offices given the nature of the work of legal
counsel. These spaces are being de-personalized and in some cases remodeled to support
the move to unassigned offices for teleworkers.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, our organization is considering building more collaborative workspaces in support
of an eventual transition from ‘traditional workstations’to activity-based work areas.
Creationof additional boardrooms would be considered at the time of renovations in
order to ensure the appropriate number/mix of meeting rooms vs. work points. The
transition to hybrid work models may require a light increase in the number of meeting
rooms needed, but this is yet to be determined. Overarching issue to achieving any of
the above is the lackofcentral funding to support this work.
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“The degree of changes to our workspaces will be based on a post-hybrid assessment of
user requirements regarding how those spaces wil be used. There will also be a need to
modernize some of the Video Conferencing equipment in boardrooms and collaborative
spaces to address the pandemic-adoption of tools ike MS Teams, Zoom, etc.;someof
this work s underway.
Are you planningto reduceyouroffice footprint?
Possibly. There hasbeenan increase in the demand for legal servicesover the course of
the last three years, in part due to the COVID 19 pandemic. This has resulted in a growth
in Justice. As such, Justice wil firs attempt toabsorb as much of its growth as possible
within ts existing footprint (as feasible). Any footprint reduction beyond that is yet to be
determined.
Itmust also be noted that Departments, including Justice, must have enough spaceto
accommodate peak space requirements, as opposed to average space requirementsas
seems to be the plan being developed by PSPC. This is essential to ensure the success ofa
hybrid environment~if employees do not have space available to them when they come
in, they will refuse to come in. It will take time to gain the necessary experience and data
to forecast peak space requirements accurately.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
Yes, someoftheseare in progress but further investment will be required in thefuture to
cover the costs of these technologies.
We have invested in universal docking stations and additional equipment/peripherals
such as monitors, mobile phones, etc. to support hybrid.
We continue to invest in Cloud-based technologies (expanding upon the pandemic
investments in MSTeams, Exchange Online, and related SSC-led Cloud initiatives) in order
to further enable the remote side of hybrid work.
We have a business request document (BRD) currently with Shared Services Canada to
expand GC Wi-Fi throughout more building locations.

Onsite Presence D0 you have a tool to track what percentage of employees in your organization are going
into the office on a daily or weekly basis?
Justice has developed a tool called the Telework Management App. This app managesall
telework agreements, and using it Justice can tabulate planned days in the office, but not
ona weekly or daily basis.
Please specify the name of the tool: Telework Management Application

Please specify the latestdata/estimate you have on: *
Of the 5,304 employeesatJustice, 3,066 telework agreements have been submitted, of
which 2,337are approved, representing 44.19%of employees with active telework
agreement
“The majority of employees have submitted a hybrid work telework agreement, while
others have requested an agreement for fulltimetelework.

These figures may be somewhat misleading, as we will not know the total number of
request until October 3°, 2022 (the due date for implementation of telework
agreements).
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“Time period the data refer to: a ofSeptember6, 2022

Challenges What are your top thee barriers (e.g, 65 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
Lackof clea direction on key TBS policies on how the impact ofa postion inone region
will mpact regionalsalarydifferentials, bilingual requirements/bonus, travel, etc. asthis
is impacting long-term planning capabilities;

Direction on how to balance potential strategic review initiatives and being stewards of
tax payer's dollars with the need to compete with the private sectoras an employer of
choicewith comparable office space or remote work flexibilities

Employee reluctance on returning to the designated worksitea they feel they were more:
productive working remotely witha reduced commutingtime and cost and flexibility to
deliverservices

Engagement Haveyou consulted with your staff on the shift to hybrid work? Iso, what are someof
the key takeaways?

Yes, a series of ound table discussions were held with managers throughout Justice over
the course of the summer.

Apulse survey was conducted in April of 2022.

Surveys of pilot project participants.

Takeawa
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Gar communication 3nd Guidance to managers and employees s keyto successor
reintegration nto the workplace;
‘The majority of employeeswant o telework a eas some ofthe time;
Employees want assurances that the workplace is safe and kept clean;
Employees would lke t see more clarity from Cental Agencies on expected number of
days required in the workplace:
One size fits all approach willnot work;
Additional collaboration workspaces and additional tools have improved the hybrid model
experience;
Management flexibly forth fis ix months of retumin to workplace i necessary to
easeconcerns and reduce stress.
There must be a real benefit to coming in to the office — being in the office just to attend
MS Teams meetings isa waste of tm and presents tle to no beret.
Its essential that technologybe avaiable and elsle to support hybrid meetings.
Furthermore, the Departmenthasseveral diferent equipment configurations in this

respect, and clea easy-to-use instructions must be avilable. Wearedeveloping several
Short videos that show how t use each set of equipment which employees wil beabe to
acces from their phones.

Have you consulted with Employment Equity Groups within yourorganization?
YES- see question above for details
Have you consulted with your Sarganing Agents?
YES — see question 4 above. Justice has consulted with the Bargaining Agents throughout
at both the National Policy OccupationalHeathand Safety Commitee s well asthe
National Labour Management Consultation Meeting and discussions were heldon a
regional level typically at Regional Labour Management Consultation Meetings.

Department of National Defense

Departmental Hybrid Profies
Current Status: lease providea bref overview of your departments hybrid plans for fall 2022. We understand
departments are in various sages of planning and implementation, an tha plans continue to evolve. If
information is not avalible for someof the questions, lease inicate an provide an estimate if possible.

Name and size of | Ths ink maybe helpf Size oforganization
Organization® Organization Name: Department of National Defence (OND)

Number of Employees: 29258 public servants
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Does your organization have regional offices?
Yes

Ave your regional offices GC co working spaces?
No.

Position Didyourorganization assess positions for compatibility with hybrid work?
roses No. Rather, guidance criteria has been developed that outlines whichtasksare suited for

telework, requireon-site attendance, or may benefit from on-site attendance. This criteria
seeks to provide direction for conversations between employeesand their
Supervisors/managers regarding telework Flexible Work Arrangements.

Itis important to note that approximately 50% of DND’s Public Service workforce has
been working on-site throughout the pandemic due to the natureoftheir roles (¢.., on-
site technicians,clientfacing representative, firefighters, ship repair, snowplow
operators) while remote work became an operational requirement for the balance of
DND’s Public Service employees during the pandemic. Many employees, particularly
those located inthe regionsand in those working in branches responsible for more of
‘operational/sensitive functions (e.g. IT and Security) have since adapted a hybrid model
prior to DND's Hybrid Work Directive being published. As a result, DND's hybrid posture
and guidance is primarily geared to those who haven'talready transitioned to. hybrid
workforce.

Ifyes,
What percentage of positions were assessed a having ullime in-office requirements?
a
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
n/a
What percentage of positions were assessed as compatible with fully remote work/
telework?
a
What considerations were applied to determineafully remote position e.g. hiring
outside of the NCR, skills shortages, Diversity and Inclusion considerations, etc.)
n/a = Guidance on full-time remote work is provided as part of DND's Hybrid Work
Directive:

“Continuedfulltime remote work will be assessed on a case-by-case basis ond will depend
onseveral fctors, such as workforce availabilty considerations, miltary spouse and
veteran employment, economicperspective, bilingualism, skilled labour availability,
operational requirements, job flexibly assessments, accommodation requirements, and
versity ond inclusion objectives.”

Furtherguidance and policy surrounding position suitabilty for fully remotepositions are
in development, including delegated level of authorityto approve such arrangements.

wosss



UNCLASSIFIED / NON CLASSIFIE

EE I |
Experimentation | Isyourdepartment currently testing out oneor more hybrid models or other aspects

supporting the implementation of hybrid work?

ves

1£n0, why?
ifyes:
What is your organization experimenting with?
DND-Wide Approach
On August 11° 2022, DND published the D1/CDS Initiating Directive on Transitioning to.2
Hybrid Workforce to Support Full Business Resumption. This Directiveprovidesdirection
requestingthat, during the remainder of summer and early fall, DND Public Service
employees test waysofworkingto learn what works best or the employee, therteam,
and their manager. In this phase, employeesare to explore different models, whether that
is accessing the workplace for specific tasks or functions when needed, working onsite
oncea week going in full-time,o something in between. While the Directive speaks more
closely to existing remote and/or teleworking employees, it does not preclude overhalf of
the DND Public Service workforce who have beenworking on-site throughout the.
pandemic from discussing arrangements that could lend to teleworking.

To assist the organization in adopting diferent hybrid work models, asampling of
approaches i being provided:

OND’ Suggested Hybrid Work Models odapted from TBS Hybrid in a Boxmodels
Model A: 1-2fixed day(s) pr week.
Onsite presence s prescribed to work one to two days per week ona fixed schedule.
Managers choose the day(s)

Model 8: 1-2 flexible day(s) per week.
On-site presence i prescribed to work one to two days per week ona fixed schedule.
Employees choose the day(s).

ModelC:1 fixedday and 1flex dayperweek
Onsite presence s prescribed to work one day per week.
Employees can chose the second (flexible) day on-site.

Model D: 1-3 ixed/lxible days per month
Onsite presence i prescribed to work one tothree dayspermonth. Minimum2daysare
set by manager.
Employee can choose the third day on-site.

Model E: On-site days based on operational requirements (upto4 days per week)
Onsite presence s prescribed to employees based on operational requirementsofeach
position, the natureofwork and equipment needed.

Model F: Ad ho / As needed
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On-site presence is prescribed to employees on an ad hoc basis o deal with specific work
tasks

Commands Level1 organizations) have the authority to adjust the transition to hybrid
work based on their operational requirements. Specifically, LLs have the flexibility to
adjust the guidance criteria for hybrid work and return to the office plans based on their
businessneeds and service levels. This means that some commands (Level 1), directorates
(Level 2) and divisions (Level 3) may transition to hybrid work at a different rate compared
toothers.

To that end, ADM(HR-Civ) as the lead on DND's transition to hybrid work, s defining
clearer expectations fo branchstaffwith regards to experimentation and the adoption of
hybrid work (e.g. cut off dates for Flexible Work Agreements), which will be supported
with internal communications. Senior management is being engaged to assess the
feasibility of implementing defined hybrid work model for their respective directorates
and divisions. ADM(HR-Civ) i aso assessing participation (both internally and across other
ND commands) in the second wave of the TBS Hybrid ina Box initiative by conducting
call-outs across the branch

Other commands have adopteda hybrid posture throughout the pandemicdu to the
nature oftheirwork, while others are beginning to establish a set number ofdays in the
office (e.g, minimum two days a week). Furtheranalysis being undertaken and resuits
willbe shared with TBS once available.

Whatis the experimentation timeframe?
DND-Wide Approach
Civilian Defence Team-wide exploration phase of hybrid work: Mid-August~ late October
2022 initiating the capture of forma Flexible Work Agreements in early fall with the
expectation of having all FWA registeredbyend of fiscal year).

For any groups interested in TBS Hybridin a box, the experimentation time frame will be
from October 2022 - March 2023.
What percentage of employees are participating?
DND-Wide Approach
Guidance pertaining to experimentation was sent from the Deputy Minister and the Chief
of Defense staf to al DND PublicServants and Miltary Managers of Public Servants. Data
on the percentage of employees participating has not yet been gathered.
ND is currently developing an organization-wide pulse survey to be administered late
this fall that will allow us todetermine the amountofemployees participating.
Furthermore, a new HRMS/PeopleSolft Flexible Work Agreement solution i being piloted
0 select groups starting mid-September 2022 (with department-wide release planned by
late fal, allowing us to report on uptake.
While greater inscopedue to the high amountofemployees having to adopt remote:
workas a result of the pandemic,flexiblework optionsare not adeparture from the
department’ pre-pandemic posture. For example, the Civilian Flexible Work Program
offered fulltimeremote and hybrid telework options and was extensively leveraged by
employees in ADM(HR-Civ)and other L1 organizations. In the NCR, Actvity-Based
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Workspaceshad been introduced (Building 10, NDH, Carling) and cubicle sharing existed
more broadly across the campus for hybrid employees.

Is participation voluntary or mandatory?
'DND-Wide Approach
Participation isvoluntarybut ultimately based onmanager discretion (i, employeescan
choose to go on-site and/or managers can direct employees to go on-site), in accordance:
with L1 direction.

How s data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share aggregate results

DefenceTeam
Adepartmental Pulse Survey is being developed for the entire Defence Team, seeking to
gain understanding on:
Onsite attendance
how frequently employees are going on-site
if they are going on-site for full days orpartial days
the reasons they are going-onsite
Reasons for continued engagement in telework
Evaluationofdigital tools and on-site workspacesthatare required to support hybrid
working
Perceptionsof productivity associatedwith teleworkingand on-site attendance
Evaluation of team collaboration, cohesion, and inclusion in hybrid environment
Overall perceptions of hybrid work
their preferred hybrid work schedule
turnover intentions as they pertain to availability of fulltime telework and hybrid work
their overall evaluation of their experience with hybrid work
perceptions of organizational support related to transition to hybrid work

Semi-structured interviews with Defence Team staff at select locations across the country
are being planned in September to get feedback from hybrid workers on their thoughts,
observations, and lessons learned regarding the returntothe workplace.

Further, DND administered a survey in April 2022 that sought to understand howwecan
best communicate with DND Public Service employeesthroughoutthe pandemic and
beyond, their concerns they have about the potential transition, and their satisfaction
with current levels of communications within the COVID-19 environment thus fa.

Additionally,weare in the processofdevelopinganengagement tour across Canadian
bases/wings for public servants and military managers of public service employees to
discuss, and seek insights on the overall employee experience from their perspective.
Hybrid workisan aspect that willbe raised during these sessions, whereby employees will
be encouraged to communicate challenges and opportunities associated with working ina
hybrid environment at bases/wings. Findings from these sessions will supporta
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will inform future development of Hybrid Work guidance and resources.

Lastly, a new HRMS/PeopleSoft Flexible Work Agreement solution is being piloted to

Friday reporting on which day(s) of the week they went on-site and for what reason.

In collaboration with ADM(Infrastructure and Environment), ADM(HR-Civ) and

the pandemic. Specifically, wegained an understanding on employee hybrid work
schedule preferences, reasons for going on-site, challenges with the current real property
and technology infrastructure as they pertain to hybrid work, as well as health and safety

discussion/decision points as we plan the next steps in our transition to hybrid work.

[OutcomeMeasure [Source [Comment |FE ali iad

and accurate), and | planning purposes
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attendance within
HRCiv

Reasons for on-site Pulse Survey, HR- | To understand how spaces/digital
attendance Civself-reported | tools need tobe adjusted to

Onsite attendance| support hybrid work
Reasons for telework Pulse Survey To understand how spaces;digital

tools need to be adjusted to
support hybrid work

Number of Flexible Work | FWA System Full time telework, ad-hoc hybrid
Agreements telework, scheduled telework
Evaluation ofdigital tools | Pulse Survey Evaluation of on-site Wi-Fi,
for hybrid work videoconferencing tools, etc, to

environment determine where efforts need to
be aligned to support hybrid work

Evaluation ofon-site Pulse Survey Availabilty/awarenessoffocus
workspaces for hybrid rooms, collaborative spaces,

environment quiet rooms for Employment
Equity and Diversity& Inclusion
groups (eg. for prayer)

Common challenges Pulse Survey/
associated with hybrid |Semi- Structured
work Interviews

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some.
examples include diversity and inclusion, mental healt, talent retention, onboarding,
social cohesion.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes No / Our organization i currently considering partnership. Discussions have taken
place with the OCHRO Research and Experimentation team,and a call-outiscurrently
underway within the organization. A response on participation will be shared mid-
September with TBS.

Ifyes, please providea contact name: Daniel Morier, Deputy Director, Workplace
Programs and Services, ADM(HR-Civ). Daniel morier@forces gc.ca

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

VesNo/Soon to implement/In Progress
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“itis important to note that 50% of DND's Public Service workforce has beenon-site
throughout thepandemic due to the nature of their work.

OND-wide guidance indicates that employees are encouraged to test out the hybrid model
that best works orthem. With this in mind, some DND commands are beginning to adopt
aset number of daysaweek on-site. Oncewe have received more information from these
commands,wewill provide an update to T8S-OCHRO.

How many days are staffwho worked full-time remote during the pandemic now required
to come intothe office? If your organization i testing multiple models, indicate as many
as apply:

Once a month or ess.
One to three daysa month
One daya week
Two days a week
Three daysa week
Four days a week
Five daysa week (full ime)
Notapplicable: Staf have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: [OND wide guidance, but commands con adopt bosed on thir operational
requirements) Employees are encouraged to enter the workplace and test a hybrid model

thatcould work fo them and their team. This could mean going in for specific tasks or
functions only when needed, working on-site oncea week, going in fulltime, or
something in between. Adoption of mre formalized Hybrid Work Models is being
discussed

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you wil be testing and how they apply acrossyour organization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
Acombination of2)and b)
Other: A combination of fixed days set by managers flexible days set by employees, and
otherson a case-by-case basis is appliedacross the department.

Howdid your organization choose hybrid models?

positon profile assessments
Employee location (NCR employees come into the office)
Precedencesetbyother government organizations direction from central agencies,
specifically T8S guidance on optimizing hybrid work)
Employee engagement / Team charter exercises
Other:
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|feeee——
Yes

Real Property & How is your office space currently configured?
Technology Traditional assigned cubicles- The vast majorityofworkplaces in the NCR and the regions

are configured with cubicles and/or to Workplace 2.0 standards orpre-Workplace 2.0
standards.
Activity Based Workplaces- In the NCR, some GCWorkplace standards were
implemented pre-pandemic for one of the floors at the DND HQ (Carling Campus).
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, our organization is considering building more collaborative workspaces. For
example, GCWorkplace refit are underway at the Major General Pearkes Building and
the National Printing Bureau.
Are you planningto reduce your office footprint?
Yes/No
OND isworking with PSPC on a National Capital Region (NCR) Portfolio Rationalization
Initiative to significantly reduce the portfolios footprint in the NCR over a period of 10
years. Ths isa large complex undertaking which was planned for pre-pandemic butwill be:
accelerated to the extent possible to support the futureofwork and the required tools to
support activity based working.
Have you invested in technologies to adapt to a hybrid environment?For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
We have not yet invested in technologies; however the IM group is working on ensuring
support to Microsoft 365 for staff and is working with the Real Property group to design
and enable future physical workplaces. We are also exploring adding additional
technology to support a hybrid environment, namely technology in support of hybrid
meetings. In addition, DND is looking to use Archibus asa tracking tool for any new.
GCWorkplace office spaces.
“Note that response to this question has been limited to NCR posture given complex
natureof realproperty and technology reporting across Bases and Wings.

Onsite Presence D0 you have a tool to track what percentage of employees in your organization are going
into the office on a daily or weekly basis?
Yes/No
Ifyes:
Please specify the name of the tool:
Inthe NCR, DND tracks swipe badge numbers to determine occupancy. The NCR fit up and
tracking is 2keypriority for Real Property management in order to release leased spaces
to the extent possible and rationalize and consolidate workplace footprints into custodial
space. In the regions, most CAF/DND teams returned to a hybrid or ful in-office
workplacesdue to the natureoftheir operational requirements.
In addition, HR-Civ Branch is expected to implement an MS Forms On-Site Attendance
Sheet in September 2022 to report on participation of branch employees in the
experimentation phase.
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Pleasespecify the latest data /estimate you have on:
Existing flexible work agreement dataprovides an estimated breakdown of work
arrangements:
55%ofemployees in office ful ime
24%ofemployees in hybrid work
21%ofemployees full time teleworking
Time period the data refer to: March 2020 - July 2022
Itis important to note that approximately 12,000 DN Public Service employees have.
Was,
The pre-pandemic occupancy rate peaked at 50% n the NCR Jan 2020). During the height
ofthe pandemic, occupancy rates decreasedto7% (March 2020) and hovered around 9%-
18% for the next two years, andour most recent data suggests a 12% occupancy rate
(une 2022)
“Note that response to this question has been limited to NCR posture given complex
nature ofrealproperty and technology reporting across Bases and Wings.

Challenges What are your top three barriers (e , TBS policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition toa hybrid workplace?
Lack of technology infrastructure to support hybrid working model - At the onset of the
pandemic, DT employeeswere permitted to remove IM infrastructure (including laptops,
monitors, keyboards, docking stations) from the office to ensure staff were properly - and
quickly- equipped for remote work. Due to the costs and complexity of re-equipping the
workplace, IT and furniture brought home to equip the workforce for remote work have:
not yet been replaced. And, a of late fall 2021, reimbursementofexpenses tied to a
home office setup have ceased and only basic computer set ups are covered (e.g. only
1aptop is provided, no monitors). As we transitiontoa hybrid work model, employeesare:
coming back to many offices lacking the proper equipment, limiting the fulsome adoption
of a hybrid workforce.
thas been identified that shared workspaces/GCworkspaces do not optimally
accommodate on-site employees who must communicate on a regular basis (via
teleconferencing software or Ms Teams) with those teleworking or located in other
regions.
Additionally, it is noted that technology atbases wings is not as advanced compared to
the technology at headquarters (e.g, there is no Wi-Fi, some spaces do not have
dedicated phone lines, etc.)
2. Lack of Current Workstation Configuration to Support Unallocated Seating ~DND is not
vet equipped to sufficiently support an unallocated seating model if part-time on-site
presence became mandatory in the short term. DND i currently beginning the transition
to depersonalized seating fo select commands and willbe asking all employeesto
remove personal belongingsby the end of 2022, to ensure available unallocated space for
all employees in our new hybrid model.
Additionally, itis important to note that many bases/wings are not configured to support
collaborative/unassigned workspaces and there is not enough space to support the influx
of new employees at bases/wings.
3. Employee/manager resistance - Many employees are expressing a desire to continue
working remote full-time. Specifically, ADM(HR-Civ}'s Employee Preference Survey.
indicated that 53%of respondents (out ofa totalof800 respondents) wish to continue
working via telework full-time. Anecdotal informationis also being collected viaa
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positional malbor following the release of the Hybrid directive. To date, concerns have
been registered regarding thecosts associated with returning to the workplace as well as
public health measures. I areas where specialized skilsets are required and under-
resourced across government (.c. Labour Relations), employees are also electing to seek
employment from departments who are committingoa fulltime remote posture.
These concerns are echoed by select Federal public service union leaders, who are wary of
return to office plans, citing concerns about the anticipated future waves, government
building capacity to support employees, access to cafeteriasand parking, and guidance
from TBS.
We hope to gain a more representative view of all employeechallenges and barriers when
we administer our Pulse Survey and conduct the on-site interviews this fll.

Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Upon the release of the Directive, DND encouraged all employees to voice their concerns
andask any questions they may have related to the transiton to hybrid work. To date, we
have received a limited amountof emails to the futureofwork positional mailbox with
feedback after the release of the directive. Four common themes emerged:
Expenses and compensation for on-site fulltime workers
Many employees and managers vocalized ther concerns regarding the transition back to
work. Many employees expressed thatfullime telework enables ther to save on
expenses such as gas, childcare,commutingtime, etc. Aditionaly, several members that
wrote tous asked how full-time workers who ar required to be on-site will get
compensated.
Being properly equipped for both workstations

Botholder and recentfits up are not 100% ergonomically sound or adjustable (e.g. lacking
adjustable surfaces and monitor arms). Several employees wanted clarification as to what
will be included within both their workstations. Some expressed that transportation i an
issue,so they do not want to be bringing equipment back and forth with them on a
weekly bass
Staff retention
Employees expressing if they cannot engage in full-time telework they would consider
lookingfor employment elsewhere within theorganization and across the GC.
Health and safety

Employees concerned with the safety measures on-siteoprevent isk of exposure and/or
infection (e.g. masking, personal protective equipment and supplies, leaning/sanitzation
of shared work points, commonareas and collaborative areas)

Have you consulted with Employment Equity Groups withinyourorganization?

Yes. The Defence Advisory Groups were consulted during the development of the
Initiating Directive to Hybrid Work. We also conducted a GBA+ analysis on the Initiating

Directive and additional GBA+ analysis songoing and integrated into next steps.
Have you consulted with your Bargaining Agents?
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Ves. They were consulted during the development of the itating Directive and ongoing
engagement is planned inthe coming weeks (e.g. vi the Union Management Consultation
Committee meeting, which aims to gather union representative feedback on key issues
affecting Public Service employees) a next stepsand key decision points for the transition
to hybrid work are identified.

Elections Canada

Departmental Hybrid Profiles
Current Status: Please provide a brief overview of your department’ hybrid plans for fall 2022. We understand
departments are in various stages ofplanning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | This ink may be helpful: Size of organization
Organization© Organization Name: Elections Canada

Numberof Employees: 1,261 (per the link above)

Does your organization have regional offices?

No

Are your regional offices GC co working spaces?
No

Position 01d your organization asses positions for compatibility with hybrid work?
Assessments ves

ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
2%
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
31%
What percentage of postions were assessed as compatible with fully remote work/
telework?
7%
What considerations were applied to determineafully emote position (e.g. hiring
outsideofthe NR, skis shortages, Diversity and Inclusion considerations, etc.)

wosts



UNCLASSIFIED / NON CLASSIFIE

Positions were assessed based on operational requirements, including those required
during normal operations and electoral-event periods. I a position didnotrequire to be.
onsite as per the three operational requirements, the position could be considered for
part-time or full-time telework.

We acknowledge that positions assessedfor ull time remote are not always offered this
option

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

Ino, why?
yes:
What is your organization experimenting with?
Elections Canada is experimenting with a flexible hybrid work model whereby employees
and managers are empowered to determine the appropriate hybrid work arrangement for
them ~ based on agency-wide guidelines and a thorough organizational review of postion
profiles

“The position profiling exercise was basedon a centralized review ofpositions by job code.
in which managers were involved in assessing positionsfortheir suitability for telework
(against a set of operational requirements) and results were communicated to employees.

DepartmentalTelework Guidelines were developed and include conditions of Telework,
Terms and Conditions of Telework (as established between managers and employees),
and Telework Location Security & Health & Safety Checklists

Withinthis framework, and to supportwork arrangements that are best suited for both
teams and individuals, guidance and tools were developed including: 1) Sector/Branch
Position Profile ss, 2) Team Charters, and 3) Telework Suitability Self-assessments.

Coaching sessions for managers and Information sessionsfor employees and managers
wereprovided and all tools made accessible on the Agency's Intranet.

Data from this experimentation will becollected and analysed to support future
innovations and internalpolicy-related decision making.

Note: all of the Agency's positions are currently located in the NCR and linked to a
designated EC workplace.
What s the experimentation timeframe?
Fall 2022 /Winter 2023
What percentage of employees are participating?
Al Elections Canada employeesare participating in the experimental phase according to
their profile assessment.
Is participation voluntary or mandatory?
Participation is mandatory (appliesto al staff with the exceptionofconsultants).

ooosas



UNCLASSIFIED / NON CLASSIFIE

How is data being collected?
Someexamples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, lease share aggregate results

Completed:
Regular pulse surveys (Summer 2020, Spring 2021, Fal 2021, Spring 2022)
Feedback through email/ infosessions one-on-one discussions
Onsite data using security swipe cards
Position flexibility profile statistics
Updates and checkin with senior management

To come:
Additional pulse surveys (next planned for Fal 2022)
Formal focus groups
Signed telework agreements
Assessment of team charters

Refer to Section 6 for pulse survey results

What outcome measures* is your organization using:
Performance agreements
Monitoring of Departmental Plan
Satisfaction with levelofflexibility provided
Satisfaction with tool provided
Selfassessment of sate of mental health
Numberof agreements terminated early
Job satisfaction
Tumover (actual and intended)

“Outcome measures refer to aspects of experimentation outcomes thatwill inform future
decision-making. We are interestedin earning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mental health, alent retention, onboording,
social cohesion.

Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
thisiniitive, OCHRO's Research and Experimentation team would centrally administeran
evaluation ofthe hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-upof the results of otherparticipating organizations,
Maybe- interested in learning more

1fyes, please providea contact name: Isabelle Durocher

Hybrid model(s) Has your organization shifted to hybrid work models)?

So0n to implement (telework agreements due October 2022)
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How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If yourorganization i testing multiple models, indicate as many
asapply:

Oncea month or less
One tothree days month
One daya week
Two days a week
Three days a week
Four days a week
Five daysaweek (full ime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: varies depending on operational requirementsof the position.

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you wil be testing and how they apply acrossyour organization

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
Acombination of 2) and b)
Other: Decision between the employee and manager. I can be variable, where the
employee/manager decide on the amount of days onsite or it can be scheduled, where
the onsitedaysare identified with a specific ayofthe week.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
other:

Didyourorganization applyaGBA lens when choosing hybrid work models?
Yes, on-going.

Real Property & How s your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardroomstobetter faciltate hybrid meetings?
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Ves. Elections Canada's headquarters are now equipped with multiple boardrooms that
include videoconferencing equipment. Additionally, the Workplace Transformation
Project is revisiting the floorplans to create collaborative workspaces in the short-term
(Fall 2022) andrefitting the workplace to meet GCworkplace standardsn the longer-
term (2024/25). EC has also signed up with GCcoworking which also holds multiple
collaborative workspaces.
Are youplanningto reduce your office footprint?
ves
Have you invested in technologies to adapt to a hybrid environment?For example,
boardroom meeting technology, online workplace booking systems etc)
Yes
Ifyes, please ist
Conference room -videoconferencing equipment
New workplace booking system to come (Archibus)
MS Teams.
Tablets

Onsite Presence | D0 you have a ool to track what percentage of employees in your organization are going
into the office on adaily or weekly basis?
ves
ifyes:
Please specify the name of the tool: Currently done using our security access card system

Pleasespecify the latest data / estimate you have on:
3% of employees n office full ime.
5 of employees in hybrid work

5% of employees full ime teleworking
Time period the data refer to:
We track daly #5 onsite, but not % full-time, hybrid, telework etc. During Summer 2022.
we averaged ~30 people onsite at our HQ, (<59%) with an increase to approximately50
observed frst weekofSeptember. Based on the poston flexibility profiles and pulse
survey results, its ikely that “2% are inthe office full-time.
Ourexpectations are thatoffce presence will grow over time as th office setup
progresses to make it more adapted to hybridwork and as pandemic measures ease.
More detailed breakdowns will be available after October 2022 when we formally
transitionto the hybrid model.

Challenges What are your tp three barriers (e., T65 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
1. isk of communications from central agencies which differs from our approach / the
inital TBS-OCHRO Guidance on Optimizing a Hybrid Workforce.
2. Technologyto support the hybrid work model
3. Current central agency policy frameworkguidelines have not been updated to reflect
hybrid work models and long distance telework (e.g. allowing employer to establish a
telework location as the designated workplace for purposes ofemployer-paid travel,
taxes, vacation etc.)
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Engagement Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?

KeyPulse Survey Results (Spring 2022):
Asignificant majority almost 90%) of the respondents are satisfied with the frequency
and qualityof communication they have received about the agency's plans for the future
of work.
60% of respondents felt the rules andguidelines about hybridworkare clear
953% are satisfied with the flexibility provided to them in their current telework
arrangements.
Most managers are comfortable with their employees continuing to work remotely ona
full-time basis (93%).
“The majority of stafpreferworking full time from home (535%) followed by "Mostly home.
with ad hoc days working a the office” (34%), "Hybrid, mostly home” (8%) "Hybrid,
mostly office” (29), "Office full-time” (2%), and lastly, "Mostly office with ad hoc days
working from home" (0%)

Have you consulted with Employment Equity Groups withinyour organization?

The agency's Employment Equity, Diversity and Inclusion Senior DesignatedOfficial and
working group members as well a the Chief HR Officer have been engaged in the
consultations throughout the development of the approach. In addition,we have
scheduleda future consultation (ate September) with our Advisory Group on Disability
Issues

Have you consulted with your Bargaining Agents?
Yes- regular updates provided to the Agency's Labour Management Consultation
Committee (LMCC) and feedback sought on key decisions / resources

Employment and Social Development Canada
Departmental Hybrid Profiles
Current Status: lease provide a brief overview of your department's hybrid plans or fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. I
information is not available for some ofthe questions, lease indicate andprovide an estimate if possible.

Name and size of
Organization Organization Name:
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Employment and Social Development Canada

Employment and Social Development Canada, including the Labour Program and Service
Canada, supports Canadians i ving productive and rewarding lives. The department
deliversover $160 billion in statutory transfer payment programs such as Employment
Insurance (6), Canada Pension Plan (CPP), Old Age Security (OAS), and the Canada
Student Loans Program. In addition, the department develops and delivers billions of
dollars of targeted and responsive programs to improve society and develop the labour
market. Service Canada serves millons of Canadians each year across over 600 points of
sence located in communities across the country and through telephone and online
channels. Over two-thirds of ESDC's 42,000 employees are located outside of the
National Capital Region (NCR). The Labour program develops, administers and enforces
workplace legislation and regulations, such as the Canad Labour Code and the
Employment Equity Act

Number of Employees:

Approximately 42,000

Does your organization have regional offices?

Yes

Ave your regional offices GC co working spaces?
No.

While the use of GC Coworking spaces re being explored by ESDC, no regional ESOC
offices are currently set up to be GC Co-working spacesa this time.
We ae also working on opening internal ESDC Co-working spaces within regional offices.
£5DC has given backto PSPC some space on the ground floor at lace du PortagePhase 4
10 be converted into a GC-coworking ste. We have also committed to fully fund the
modernization projec of this space (amount of $3). Tis was established bya MOU
between both departments.

Position Didyourorganization asses positions or compatibility with hybrid work?
Assessments vesifyes,

What percentage of postions were assessed a having fulltime in-office requirements?
13%
Positions identified as onsite perform duties which cannot be effectively performed
remotely, suchasthose related to Passport services or processing, Service Canada client
senices, records management, mail rooms and in-personyonsit I technical support.
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent onsite?
2%
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Positions which have been identified ashybrid are those with some activites and tasks
which must be,or are better, performed effectively onsite, and some which are
compatible with offsite work. Positions inthe hybrid category include executives,
executive support,policy analysts, HR advisors,audit and evaluation. ESOCrecognizes that
these roles benefit from a blendofdynamic, collaborativework and dedicated time for
individual or focused work. This group has been encouraged to have tea discussions to
ensure that onsite work is driven by purpose and adds value fo the team and the
individual,
What percentage of positions were assessed as compatible with full remote work/
telework? What percentage of positions wereassessed as compatible wth fully remote.
work telework?
65%

Positions which have been identified as compatible with offsite work based on their
functions include cal centre roles, benefits processing (which represent a significant
portion ofthe ESDC nationally distributed work force), data analytics and corporate.
finance. Note tha this category also includes functions tha require employees to be
mabe (e.g. inspectors)and neither ina traditional offic space nor working from home.

£50C has clearly defined this category a predominantly offsite with the expectation that,
whi regular daily functions may be performed offsite due to thir asynchronous nature,
there are stil expectations that employees will be onsite for activites such a raining,
onboarding, allstaff retreats.

Itisimportant to note that with just under 30%of the ESOC workforce located inthe NCR,
ouremployee population idistributed across ll regions in the country and perform a
varity of functions identified i al thee categories. Employees in the PM category make
up 62.23 of the ESDC employee population, and 81.6% of the Service Canada employee
population and manyofthese employees all intoeither the onsite or the predominantly
offsite groups, depending on the nature of their functions in providing service to
Canadians.

* preliminary estimates wil be confirmed through individual employee work
arrangements entered in PeopleSoftby the end of September.
What considerations were applied to determine fully remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
The primary considerationfordeterminingif a position would be categorized as
“predominantly offsite”, “onsite, or “hybrid” was an assessment of whether thjob
functions (activitesand tasks) requiredof the position could beeffectively and efficiently
performed offsite. Asa department with a national scope and offices across Canada,
several of our enabling business lines had dispersed teams for many years before the
pandemic, such as our client service IT and HR roles which are often located in regions.

itis important to note that ESDC explicitly and intentionally defined predominantly offsite
toincludea requirement for onsitepresence that may be unrelated to the specifi job
functions (eg. training, onboarding,olstaf retreats).
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While ESDC recognizes the benefits to access talent and skils nationally, and increase
regional or geographicallydiverse perspectives in ourworkforce, our aggregate analysis
was not grounded in these concepts. Inan increasingly competitive labour market, many
teams across the NCR and the regions have leveraged the flexibiltes of digitally enabled
virtual teams to hire talent in non-traditional locations for roles such as ATIP, business.
transformation, data scientists, and others. ESDC continues to refine a business strategy.
that recognizes the critical importance oforganizational culture strengthenedby the
richness of co-located work with the measured development ofa truly national workforce.

Case-by-case reviews of individuals who could benefit from remote workare also.
underway as part of the accommodation process.

Experimentation Is your department currently testing out one or more hybrid models o other aspects
supporting the implementation of hybrid work?
Yes. Theapproach at ESDChas been grounded in objectivity and informed by evidence,
which was gathered through the early testing of managing teams in the new hybrid work
environment. This evidence was used to inform our current approach to full
implementation.

Ino, why?

NA
Ifyes:
What is your organization experimenting with?
ESDC is conductingseveralexperiments, pilot projects, and tests across the department.

Highlights are listed below:

Managing Teams in a Hybrid Work Environment Plot Projects
piloted different types of hybrid work models in two policy branches with approximately
100 participants. ts findings helped our department learn some practical lessons on
setting up the right hybrid infrastructure.
What is the experimentation timeframe?
March 28 - June 17, 2022
What percentage of employees are participating?
Approximately100 employees in two policy branches based in the NCR. These branches
were selected because they allowed for an in-depth data collection acrossa variety of
functions (for example, policy,programoperations, administration, management). Pilot
participants represented 115% of the 493 employees of Learning Branch and 7% of the 583
employees of the Income and Social Security Branch,
Is participation voluntary or mandatory?
Participationwasvoluntary. To ensurerepresentation across branch functions,
information about each participant's occupational group and level, organizational unit,
functionalarea, and tenure in the public servicewas analyzed to ensure that there was
sufficient representation. Team size and scenario preference were also monitored. Some
teamswereable toselect ascenario that corresponded to their preference, while others
were placed directly intoa scenario to ensure better representation. There was lite
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evidenceofselection biasand, overall, most pilotresultsare generalizable toall scenarios
and were not be affected by self-selection.

How is data being collected?

Open-text written responses, surveys, focus groups, and interviews

What outcome measures is your organization using:

Ideal type of hybrid schedule (ex. pre-determined by management or ad hoc)
Ideal types of work for onsite vs. remote days (ex. collaborative work and relationship
building while onsite, heads downanalysis and writing when remote],
Tools, practices and supports required by employees and managers tobeeffective ina
hybrid environment

Various Regional Pilots and Experiments
Several Service Canada regions have already experimented, or plan to experiment, with
hybrid work approaches and setting up a flexible work environmentfor their staff

Piloting in the Quebec Region
Piloting the reopening of the Guy Favreau Complex, a large multi-tenant office in
Montreal
Launched in April 2022 with approximately 600 participants taking partover 8
weeks across 5 regional business ines.
Data was collected via consultation questionnaires (i.e. surveys) and focus groups.
“The pilot tested how to efficiently implement centralized site management,
manage health and safety issues, reintegrate remote employees, address
employee well-being, and new tools to monitor and enable hybrid work.
Outcome measures included: designing an effective regional footprint, furthering
the adoption of hybrid work models, balance of flexibility for employees, exploring
possible intra-regional mobility, transparency and communication.
Will inform future site openings in the Quebec Region and elsewhere across the
country.

Piloting in the Ontario Region
Piloting a new model for hybrid work to support client service in rural and remote
locations
Will teststrategically dispersed hiring in difficult to staff areas of Ontario Region
and the interoperability of cross-business line roles.
Piloting a new onboarding strategy to test the best mixtures of remote, onsite, and
blended learning elements for new hiring cohorts.
Both pilots expected to launch September 2022.

aoosss



UNCLASSIFIED / NON CLASSIFIE

Piloting in the Western Canada and Territories Region
Piloting the use of new tools and processes to improve coordination and better
enable hybrid work at office locations with multiple business lines/tenants and
diverse business needs (ex. front-end and back-end employees).
Measurement is being done through existing data collection tools and ad hoc
regional surveys.
Outcome measures include employees feeling aware of flexible work environment
themes and feeling well supported, employee engagement, new
training/onboarding best practices, workplace coordination best practices.

Ongoing Flexible Work Environment Data Collection
ESC is developing an ongoing research and experimentation agenda and a data
strategy that builds on the evidence gathered from its initial pilot projects. Sharing
the planning, methodology, and findings of pilots internally will support further
research and experimentation across different contexts in the department.

How is data being collected?
Modified Pulse Survey Questions,
Other survey data (ex. Public Service Employee Survey ~ PSES).
Existing datasets (ex. PeopleSoft HR System,IT systems, Workstation booking system,
etc)

What outcome measures is your organization using:
Employee wellbeing
Diversity, equity, and inclusion
Changes in the use of physical infrastructure
Changes in the use of technology
Productivity
Talent development
Training/Onboarding
Supports required of Leaders/Managers
Integrity and security
Organizational dentity/culture

Summer period Returns
As part of our change management strategy heading towards our September 6°
implementation date, al staff were encouraged to spend time visting the office in order
0 ease into the transition to the flexible work environment. The importance of
employees taking early first stepswas a direct lesson learned from ourearliertesting and
pilot work. These summer returns were an opportunity for teams and employees to get a
head start. Employees were encouraged to explore theoffice and to take part in
“Welcome Back” and reorientation sessions run byvarious branch leadership groups and
enabling functions. During this period they could “test-run” the office environment, learn
new technology, meetwithcolleagues, Gt to know their commute/routines, and provide:
feedback about their experience.
Whatis the experimentation timeframe?
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June 2022 to September 2022
What percentage of employees are participating?
Not formally tracked.
Is participation voluntary or mandatory?
Voluntary, overall, withastrong and direct call-out to senior executives to demonstrate:
leadership

How s data being collected?

Feedback collected directly at the team and branch leadership level,

What outcome measures" is your organization using:

Various. Assisted in branch-level planning and coordination with enabling functionsto
prepare for the September 6, 2022 shift to the flexible work environment (ex. informed
whethera branch would use a “neighbourhood” or “shared workspace” approach and in
turn identified First Aid Attendance and Building Emergency and Evacuation Team
requirements).

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion,mental health, talent retention, onboording,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administer an
evaluation of the hybrid modelsyou are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Discussions have taken place to understand the expectations for participation in the pilot
“Thefrequency and extentof data collection, combined with the expectationfor the entire.
department to participate, mean that ESDC will not be able to fully participate. There will
also be significant overlap with existing plans to monitor implementation through the
ESDC Future of Work Data Strategy.

Discussions are underway to determine if participationofspecific groups (e.g. policy
branches) would be a useful or feasible alternative.

Ifyes, please providea contact name:
NA

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Our shift to a new flexible work environment officially began on September 6°, 2022.
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How many days arestaffwho worked fullime remote during the pandemic now required
to comeintothe office? If your organization i testing multiple models, indicate as many
as apply:

Oncea month or ess.
One tothree daysa month
One day a week
Two days a week
Three days a week
Four daysa week
Five days a week (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:
All ofthe options above apply across the diverse range of functions and groups at ESOC.

ALESDC, we have developed an approach to hybrid work arrangements based on a job
function analysis. Thisanalysis aimed to ensurea degree of transparency and consistency
across the Departmental implementation of our flexible work environment. Work
arrangementinclude onsite, ybrid and predominantly offsite.

Organizationally, given the diversity of businesslines, we made the decision not to
enforcea one-size-fts-all approach to hybrid. Hybrid work arrangements are determined
through first a team discussion about operational needs, team dynamic and norms and
then through individual discussions with employees. Dependingon the team, employees
may be onsite multiple times aweek, once aweek, once a month or whatever frequency.
makes the most sense from a business perspective.

In addition, itis important to recognize that hybrid employees and predominantly offsite
employees may vary the frequency ofonsite work depending on the timeofyear/their
annual cycle of work (ex. “sprints” of onsite work before aproject deadline or at year-end;
increaseduseof remote work during peak leave periods).

Ifyou have selected multiple hybrid modelsabove, please include additional information
on the models you will be testing and how they apply acrossyourorganization

Individualteams across ESDC will testiterate,and provide feedback to theirregional and
branch leadership about theirexperiences with different models of hybrid schedules.

How are the onsite days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone inthe team comes onsite
Acombination ofa)and b)
Other:
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Onsitedaysare being chosen through “structured,” “unstructured,” and combined
approaches. These scheduling decisions are being made at the team and individual level.

Some teams are setting fixed team days to ensure team members have increased
predictability and to maximize onsite presence on “team days". Other teams are
expecting employees come on site either a minimum number of days (ex. 1 or 2 days per
week, or 1 or 2 days per month)oronan “ad needed” basi. Stil other teams are
combiningboth approaches, an settinga single day per week or per month where the
entire team is expected to be onsite for team activities whit also giving employees a
minimum number of additional days to be onsite or leaving it to the employees to
coordinate themselves.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employeescome into th office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
other:

positon profile assessments and team discussions/charter exercises were used to help
select hybrid models at the team level. Position profiles would inform the number of
activites and the amount of time an employee should be onsite to effectively conduct
thei obduties. Managers lso held individual discussions regarding personal
ircumatances and team discussions o identify how often the team fet it needed to be.
onsite to conduct group activites

Employee location effect on hybrid models is presently being explored, with some teams
identifying employees whoare not co-locatedwith any other members of thirteamas
still “hybrid” based on their job function while others are identifying these employeesas
predominantly offsite based on their inability to join thei teammates onsite ona regular
basis.

Didyourorganization applyaGBA lens when choosing hybrid work models?

ves.

For example, ESDC has identified aspects of hybrid work that may have gendered impacts,
such as employees with caregiving responsibilities seeking additional flexibly with
onsite/remote scheduling. And the long-term isk of reducedpromotion and visibility for
groups of employees due to ‘proximity bias’

n addition, our FoW Data Strategy will track data on outcomes acrossworkarrangements
and intersectional demographic information ike gender, age, and self-identified ethnicity
and sexual orientation.
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general office space, which includes traditional “unassigned” cubicles (previously these:
‘were assigned, however we have transitioned to unassigned seating) and some activity-
based workplaces. Lastly we also have contact/processing spaces (ex. call centres).

Eafa
[emo Jo]
[rm [J]

‘12 sites are National Headquarters (located in NCR), approximately 5 others are regional

Has your organization considered building more collaborative workspaces and/or

me
50% for general office and contact/processing space. Therefore, space reduction planned

delivery space (Service Canada Centres and Passport Offices) are planned to remain

boardroom meeting technology, online workplace booking systems etc.)

Traditional videoconferencing technology (also considered hybrid and provides
integration with MS Teams via the Cloud Video Interoperability (Pexip CVI)
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EE I |
Onsite Presence D0 you have tool to track what percentage of employees inyourorganizationare going

into the office on a daily or weekly basis?
ves
yes:
Please specify the name of the tool:
Information Technology Asset Management (ITAM) ~ data is available from TAM that
identifies exactly when and how each employee logs onto the network (ex. remotely via
Virtual Private Networkordirectlyto the network at an office location). Direct network
access logins can be also geo-located to the officelocation and cross-referenced with
accesscard data for highly accurate results. Remote logins cannot be geo-located (see
limitations below). Data will be visualized in dashboard reports. We anticipate that this
approach will allow us to track demand for office locations across our network and cross-
reference this with supply. It should alsoallow us to provide tailored supports to different
sectionsofthe organization based on expectedvs. actual figures (ex. addressing
significant variance between similar branches conducting similar type of work and with
similar job function analysis results).

Pleasespecify the latestdata/estimate you have on:
9% of employees in office fulltime
145%of employees in hybrid work
77%of employees full time teleworking
Note that thefiguresabove respresentan average over the 3 month summer trial period.
An increasing trend has been observed over the summer and our expectation i for thisto
continue with formal implementation in September.
‘Time period the data refer to: May 31 to August 29, 2022.
Note: The above percentages werearrived at usinga 5% variance threshold for full-time in
office and full-time teleworking employees. For example, afull-time office employee may
work remotely up to 5% of their schedule (ex. one dayevery four weeks, or approximately
3 days in the period used above) before being categorizedas having a “mixed” or hybrid
schedule. These thresholds can be adjusted. ESOC is collecting more data over the Fallin
order to identify accurate schedule thresholds between the above three schedule
categories.
Limitations of our tracking include:
‘VPN connections using TAMdataare identified using the currentlocation field and are
strictly based on the VPN selection made by the user when connecting to the network
(e.8. A Vancouver-based employee can select our VPN: server),
‘There is a downtime period of one day per month for ITAM system maintenance.
No observationscanbe collected on this day, but a workaround isbeing developed.
Outlyingcasesare factored into our methodology, including;
Employees who login at the office andover VPN onthesame day (i.e. mixed days)
Employees who on leave who may briefly log in over VPN to check leave balances or
submit paperwork.
Virtual machines (e.g. for consultants) and cell phone connections
Additional exceptionsmay be identified.

employeesvs. allocated space, other)affecting the transitionto a hybrid workplace?
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Communicatingthe value proposition of onsite work to employees who feel they were
effective working remotely during the pandemic and supporting employees through the
change.
Explaining how individual employees, teams, and the organization stand to benefit and
“why”
Recognizing and addressing isues identifiedbydetractors while still leading and
progressing in the transition.
Applying change management approaches that will work across the different contexts in
the ESDC portfolio (ex. policy, front-line citizenservices and passport officers, regional and
national program operations, etc.)

Hiring talent across Canada without clear TBS directionon location of work policy.
Managersare advising that they are hiring in a competitive labour market and that access
toa larger, national pool of talent is an important benefit of the flexible work
environment, but that they also do not know what to put on letters of offer.
Several teams within ESOC have progressed with hiring employeesoutside of the NCR for
NCR-based positions.
Questions regarding how to integrate employees classified as hybrid into teams/the.
organization when they are not within commuting distance to an ESDC office (ex. travel
status).

“The implementationoftheflexible work environment is happening alongside a shift to
unassigned seating (compared to assignedseating and branch-managed neighbourhoods).
This representsa double-barrelled change for many hybrid employees who feel more
comfortable sitting at an assigned workstationor atleast in an assigned “neighbourhood”
area with their colleagues.
While unassigned seating is more suitable toa flexible work environment and may be
necessary to reduce our physical footprint, there is significant additional planning and
coordination required for branch management and employees to show up in the same
place at the same time.
Redesigning the physical workspace so that it aligns with hybrid work wil take time and is

happeningslower than teamsarereturning(i. employeesare being asked toreturnto
an office originally designed for assigned seating, but to use it for unassigned seating)

Engagement Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Yes. ESDChas implemented broad and sustained engagement with employees, other
federal departments, other levels of government,and the private sector. For example,
there have been town halls with senior leaders and allstaff calls with branch ADM, team-
level discussions regarding job functionanalysis and hybrid schedule planning, surveys
andotherformal data collection (ex. “pulse” surveys), and experiments that included
focus groups and interviews.

Key takeaways include:
Employees desiremaximize flexibility and autonomy.
Managers desire more structure and predictability
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Wary employees have communicated tht they are estan o return o he physical
office if they perceive COVID-19 risks are high (even if appropriate OHS measures are in
place).Administative processes o classify employees a predominantly onsite, hybrid, or
predominantly offite are dear
Managers and employeeshave requestedongoing support in understanding howto
effectively lead and workin a hybrid environment (ex. finding the right balance between
onsite and offsite time and activi).
Employees have high expectations round the physical office environment and enabling
technology if these expectations are not met, we receive feedback.
Employees are keen in ising the offic toseetheir collcagues
Many units in ESOC have been focused on exuting core workload and may have less
time to contribute feedback on the flexible work environment (ex. passport operations).
Its takin time for employees to ear the “asic” of hybrid work ke scheduling, using
new meeting room technology, and coordinating hybrid meetings.

Have you consulted with Employment Equity Groups within your organization?
Yes. ESDC has undertaken early and sustained engagement with the full range ofprofessional and employee networks across th department
The following r0ups at ESOC have been directly consulted
Youth Mandate for Greater Involvement (YMAGIN)
Visible Minority Network
lack Engagement and Advancement Team
Official Languages string Comittee
employee Pride Network
Student Network
Indigenous Employees Circle (EC)
Administrative Professionals Network (APN)
ESDC Policy Community
£5DC Managers Network
Employees with Disabilities Network
Service CanadaRegions(Fall 2022)
Have you consulted with your Bargaining Agents?
Yes.

Environment and Climate Change Canada
Departmental Hybrid Profs
Current tatu: lease provida bref overview of you departments hybrid plan or al 2022. We understand
departmentsar in variousstagesof planing and implementation, and that plan continue 0 vole. f
informations not avaiable for some of the questions, lee nate an pride an estimate if posse
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Nameandsizeof |Ths ink maybe help Szeoforganization
Organization

® Organization Name:

Environment and Climate Change Canada (ECCC)

Number of Employees:

#586 (uly 2021)- Employee count includes all indeterminate, term, casual, students and
employees on eave.
Does your organization have regional offices?

Ave your regionaloffice GC coworking spaces?
ehtons UEsplanade Laurier, West Tower, Commercial Level
Ottawa South 335 River Road, Thornton Centre, South Wing (uilding 7)
Ottawa West - 555 Legget Drive, Ground Leve an Tower 8, 7th Floor
Ottawa East - Pace Orléans, Second Floor
Gatineau - 480 Boulevard de I it, Ground Level
Toronto- 65 BaySree, 7th floor, Suite 701
Lol 3400Jean Béraud Avenue
Vancouver-16thFoor-800 Burrard t
Dartmouth- Bedford Institute of Oceanography

Position 0id yourorganization assess positions fo compatibiiy with hybrid work?
Assessments Jeune

assessment was completed in 2021. An update tothe position profes was completed in
July 2022. ECCC hastaken a non-prescrptive approach tows hybrid work and
continues to adapt a further information and guidance s received and lessons learned
are applied.
Position profile aea planing tool, updatedregularly and useda part of Return to
Workplace planing and hybrid experimentation. Profes are not aspecific target for the
department or ranches.
iryes,
What percentage of positions were assessed as having fll time in-office requirements?
Approximately 16% wil equie fulltime n-offc requirements,
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time i spent on-site?
Approximately 49% are compatibi with hybrid vor.
What percentage of postions were asessed as compatibe with uly remote work/
telework?
Approximately 35% are compatiblewithfllremotework.
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What considerations were applied to determine a full remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
Each position must have adesignated worksite inked to an ECCC owned or leased
building. Additional considerations were diversity, inclusion and accessibility, and security
requirements to ensure ECCC remains a competitive employer of choice across the
country. ECCC also took into consideration environmental sustainability while designing
the future workplace to remaina leaderin greening government

The functions, roles and responsibilities of each positionwerealso taken into
consideration. Considerations for the position profile included:

Stakeholder engagement and cient needs
Support for onboarding and other onsite enabling services
Classification of documentsand handling sensitive information
Ministerial and senior executive support and services

Full-Time telework does not mean that the employee will neverattend their designated
worksiteor a GC co-working space; rather, it means that their position could be:
performed full-time from a telework location. The position is profiled as 100% operational
andproductiveworking from a telework location. Onsite presence can be required on ad-
ho basis.

Functional review only, ECCC did not consider persona preferences of managers or
employees when profiing, and a fully remote position does not necessarily mean that the
position may never require onsite presence.

Notethat positionsassessed for full timeremotearenot always offeredthis option.
Experimentation | Isyour department currently testing out one or more hybrid models or other aspects

supporting the implementation of hybrid work?
Yes/No

10, why?
yes,
‘Whatisyour organization experimenting with?
ECCC worksites are being adapted in anticipation of an increasing numberof employees
returning to worksites. Pilot projects are underway, floors have been redesigned across
the Department to welcome back employees in an unassigned workplace environment
and experimentation around hybrid work models i happening.

In September, all BranchHeads and Regional Directors General and Executives wil be
returning to ECCC worksites on aregular and sustained basis to support employees in
their return to worksites and to help ead the hybrid work model implementation in their
branches.

Our next steps will be informed by our operational requirements, the needs of our
employees and what the bestapproaches are to deliver effectively and efficiently for
Canadians.
What is the experimentation timeframe?
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RTW formally began in Spring 2021 with the full return of laboratory and fied staff The
experimentation process and learning is ongoing. Experimentation has been occurring.
since the spring and will continue throughout the fall months as our department
completes all telework agreements. The experimentation timeline is not linear and
remains adaptive and agile. However, tis expected that in early Fall 2022 the
experimentation phase will shift toward a clear and permanent ~ though remaining agile
approach to the hybrid model.
‘What percentageof employees are participating?
All employees have been encouraged to embrace the experimentation phase through the
course of the summer.

Approximately 15-20%of employees (citical/essential workers) have hadregularworksite:
presence throughout the pandemic.

ECCC is in the process of shifting towardsa hybrid work model. Senior leadership is
committed to working to develop a model of work at ECCC that retains opportunities for
telework combined witha return to in-person, on-site work.

All branches are now strongly encouraged to havea sustained onsite presence and ECC
expects thata majorityof employees will be working onsite some of the time.

Given the diversity of ECCC's workforce and operations, there will not be a one-size fits all
approach. Approaches will vary taking into account how work experiencesdifferacross.
differentfunctions and branches.
Is participation voluntary or mandatory?
Come September, there is an expectation that a majority of employees will be working.
onsite some of the time. ECCC has been experimenting with hybrid work models since
spring 2022 and executives and employees are being encouraged and supported to
continue experimenting with the return to on-site work throughout the summer.

ECCCs future is hybrid and all employees are required to discussawork arrangement with
their manager by September 1.

Its expected thatall executives will have a sustained weekly presence in the office by
early September.

How is data being collected?
‘Someexamplescould include employee surveys, HR system) administrative data, IT
system-based data etc.
#Ifyou have employee pulse data, please share aggregate results

Building access is monitored via our Return to Work Application. ECC has ensured that all
employees enteringa worksite must use the RTW App prior/upon enteringa building. This
allows the Department to track eachtime an employee isonsite.

Inaddition, once atelework agreement s signed, employees are toenter their telework
agreement details nto EnviroTel. This is ECCC's data base for all employee data and will
allow us to monitor telework agreements.
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ECC has robust pulse data: ECCC has engaged staff on many check-in surveys over the
course of the pandemic. Some important results rom the last checkin survey (completed
August 2022) include:

61% of employees completed the survey
49% of employees stated they want to telework fulltime
47% of employees stated that wanta hybrid work arrangement

Finally, on a weekly basis, data s pulled from Human Resources, Real Property,
Information Technology, and imported ito PowerBl, creating RTW visual dashboards
which ae shared with senor executives to help faciltate good and timely decision
making, as well as Telework Dashboard informing senor execuivesof the department's
progress.

What outcome messures* is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes that will formfuture
decisionmaking.Weare interestedi learning mre aboutwhatis importantto
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mental healt,talent retention, onboording,
social cohesion.

Below are our hybrid work model high-level outcomes, developed in 2021:
FaiessandTransparency: Equitable decision-makingwithclear, timelyandtransparent
communication

Flexibility and Wel Being: Prioritizing flexible work arrangementsand employee wel
being by recognizing the value in both n-ofice and at-home work

Cyber Secure and Digitally Supportive: Prioritizing cyber secure environment that
optimizes digital tools to support and enable productivity, collaboration, and employee:
satisfaction
Specific metrics are being developed as partof measuring experimentation this fll. More.
will be explored throughout the next several months, and discussed with senior
executives and consulted with equity seeking networks.
Areyou interested in oining OCHRO’ Hybrid-in--8ox Experimentation itiatve? Under
this initiative, OCHRO's Research and Experimentation team would centrally administer an
evaluation ofthe hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-upofthe resultsofotherparticipating organizations.
Tes) No/ My organizationisalreadya partner

Pending futher review in the fall.

1fyes, please provide a contact name:
Holly Palen, Director, PACS
holly palen@ec cca
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Hybrid model(s) Has your organization shiftedto a hybrid work model(s)?

Yes/No.

ECCC sn the process of shifting towards a hybrid work model. Senor leadership s
committed to working to develop a model at ECCC that retain opportunities or off-site
work, combine with a return to in-person, on-site work. Given the diversityof CCC's
workforce and operations, there will not be a one-size its all Approaches will vay, taking
into account how work experiencesdifferacross different functions within the
department

Overal the shift toa hybrid work model will occur in all 2022.

How many days arestaff who worked full-time remote during the pandemic now required
to come into the office? Ifyour organization is testing multiple models, indicate as many
asapply:

Once a month or less
One to three days a month
One daya week
Two days a week
Three days a week
Four daysaweek
Five days a week (full time)
Not applicable: Staff have not ben instructed to work on-site at a regular cadence
Diferent requirements based on employee locationDien ren

Ifyou have selected multiple hybrid models above, please include additional information
‘on the models you will be testing and how theyapply across your organization:

Each position ireviewedona branch level case-by-case bas’; first a functional review
was completed (our Position Profle Exercise, Step 1.and 2 completed between August
2021.and March 2022, with an additonal updated completed in July 2022). CCC id not
consider persona preferencesofmanagers oremployeeswhen profiing each position for
this exercise

Once our Postion Profile departmental exercise completed in the spring 2022, ECC
began to communicate with allsaff regard discussingworkarrangementswith their
manager, whereby the manager would explain how theirposition was profile rom an
operational standpoint and then a discussionon preference, performance, organizational
needsand other related actors was discussed and agreed upon between employee and
manager. Finalizing work arrangements and telework agreement signing are currently
underway for the department

Some examplesof the diffrent hybrid work models being explored throughout the
department include
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The Furman Resources Branch as ways adopted s brid approach win age
maority of ttf who are located actos Canada having telework agreements in place pre
pandemic
©X, The Enforcement Branch itiated is transition to valuntary telework agreement
based rid workin June 2022,Signing telework agreements with a minimum physical
presence ofthree regular daysperweek.
x, Meteorological Service of Canad s a criical sevice to ECCC, has prioiized onsite
presence to ensure all fed and astaf are supported and are abl t provide a rong
Service to Canadians
Vybrid work atangements ar not new to ECCC. The department has aways embraced
flexibly and wil continue t do 50. CCC has sta September target 0al required
telework agreements tobe signed
Wow are the on-sitedays chosen?
Employees individual decide which day(s) to come on-site
There are fxed “team days” where everyone i the team comes on-site
Acombination of a) and b)
Other: (1)

ach positon isreviewed an branch evel case-by-case basis fst functional review
was complete (our Psion Profle Exercise, Sep 1 and 2 competed between August
2021 and March 2022, with an atonal updated competed n uy 2022) CCC did not
consider personal preferences of managers oremployees when profiingeach position or
is exercise.
The days on-site is decided on tear-by-team bass, folowingthe requirementsand

guidelines st forth by the department and the Centre which sate that on-site presence is
heeded for: 1) handing secure documents, 2) ar an executive management,
onboarding, 4) sakehalder engagement, 5 clint needs and engagement. On-site
presences decided between employee and manager, Ensuring eath branch head as the
Setonormy a explore pid work modes that workorei ocgarzatomwile seting
out car parametersbas een tp of mind for ECCC we are commited fo lexbily,
hile also committe 10 an equitable fir and productive approach to buildinga hybrid
workforce.
Wowdi yourergaization choose rid models?
Postion pri assessments
Employee location (NCR employees come into the office)
Precedence set by ther government ganizations
Employee engagement/Team charter exercises
other:

conser



UNCLASSIFIED / NON CLASSIFIE

Each branch reviewed and profied every position within ther organization as ether
onsite full-time, onsite part-time or full-timeteleworkand categorizedther function as
cither, lab, field oroffice. Havingeach individual ranch confirm their profiles gave ECC
an overal departmental profile, as well a the frequency and purpose of workplace
access. Step 1 was completed in August 2021, Step 2 completed in the spring of 2022 and
afinal review of profiles was recently completed in July 2022

Didyourorganization apply a GBA lens when choosing hybrid work models?

(GBA was a consideration when developing our position profil options. However, a
complete GBA+ Analysis has not yet been completed on our hybrid experimentation
progress. A fll GBA+ Analysis on our Return to Workplace planning and Hybrid Work
Experimentation will be considered in Fall 2022.

Real Property & How i your office space currently configured?
Hoteling workstationsTechnology

Sey wanes
[ECCC has been creating hoteling/unassigned workstations in high occupancy buildings
across the country. ECCC has started to implement PSPC GCWorkplace and implemented
ECC unassigned seating pilots in eight cites, coast to coast.
Traditional assigned cubicles are the majorityof ur office space for now but are working
towards to moving to unassigned/hoteling/active based workplaces based on
departmental needs and right izing the portfolio
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, we are adding more collaborative spaces to floors as theyare transitioned to hoteling
workstations/activity based workplaces
Are you planning to reduce your office footprint?

NoA—
Smt meeting technology, online workplace booking systems etc)

No
IFyes, please list:
Increased remote work bandwidth capacity
Increased WI-Fl capability within GC buildings
Introduced MS Teams and S365,
Improved boardroom videoconference technology

Onsite Presence | Do you have a ool to track what percentage of employees in your organization are going
into the office onadaily or weekly basis?
fe
ifyes:
Please specify the nameof the tool:
Building access is monitoredviaourReturn toWorkApplication. ECCC has ensuredthatall
employees entering worksite must use the RTW App prior/upon enteringa buiking, This
allows the Department to track each time an employee s onsite.
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Tn addition, once a telework agreement s Signed, employees are to enter their telework
agreementdetailsinto EnviroTel. This is ECCC'sdata base for all employeedata and will
allow us to monitor telework agreements.

Final, on a weekly basis, data is pulled from Human Resources, Real Property,
Information Technology, and imported into Powel creating a RTW visual dashboards
highlighting onsite presence, which are shared with senior executives. In addition,
Telework Dashboardsare also updated and shared weekly, informing senior executives of
the department’ progress on signing telework agreements.
Please specify the latest data / estimate you have on:
August 24-28, 2022
All requests building access requests from RTW App for the week: 4566
Unique individual requests for the week: 1884
n addition, an estimated 800-1000 employees who are onsite allo the time (5daysper
week) also enter ECCC workplaces ona daily basis, and have been throughout the
pandemic.

Challenges What areyour top three barriers (e.g, TBS policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to a hybrid workplace?
Lackof(or perceived) consistency when applying the hybrid model across the public
service.

Many policies and guidance documents are pre-pandemic and must be modernized to
align with current day context.

Change management when asking employees to not oly return to th office,but to
return theoffce in an unassigned seating environment. Managing people's needs and
wants as 3 RTW preferencebalance.

Engagement Have you consulted with yourstaffon the shiftto hybrid work? If so, whatare some of
the key takeaways?

Seven ECCC Live Events have been completedasof August 2022, reaching on average over
2,000 employees every session. Intranet materia ites have received over 17,000unique
hits since the startof the pandemic.

Throughout ECCC's entire RTW planning, each branch has been able to provide input and
thoughts on RTW in maltiple ways. ECCC has held multiple working groups, ive events,
town halls and surveys, demonstrating that communication with staffs a top priority for
the department. Engagement with staffhasallowed for all employees to propose
questions, concerns and thoughts on the future of hybrid work ~all of which i taken into
consideration

Key takeaways from staff include concerns regarding consistency when applyingthe
hybrid model across the public service andaskingthe question as towhy there isa need
10. return to traditional worksite. Additionally, many concernsar raised on the staff
dissatisfaction on the logistics of RTW, such as equipment and IT

Have you consulted with Employment Equity Groupswithinyour organization?
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CCC's Oiversiy, Inclusion 3nd Employment Equity group oversees fhe departmental
implementation, updates, and renewals of te Diversity, Inclusion and Employment Equity
strategy and are regularly engaged with Employment Equity networks regarding
departmental commitments, network challengesor issues, and broader considerations
that need to be brought forward at the departmental level.
Further in-depth consultations with Employment Equity Groups will occur inthe all and
winter monthsas key component to our hybrid work experimentation evaluation

Have you consulted with your Bargaining Agents?
ECCC has been consulting with the unions extensively since the beginning of the Pandeic
(over50 meetings). In the last year, ECCC hasprovided numerous updates and held
several discussionon the topic of return to workplace and Hybrid Work, as well as
consulted them on key messages to employees. The latest meeting held with Bargaining
Agents was August 4, 2022.

Farm Products Council of Canada

Departmental Hybrid Profiles
Current Status: Please provide a brief overviewofyour department's hybrid plans for fall 2022. We understand
departments ae in various stages of planning and implementation, and that plans continue to evolve. If
information isnot available fo some of the questions, please indicate and provide an estimateifpossible.

Name and size of | This ink may be helpful: Sizeof organization
Organization© Organization Name: Farm Products Council of Canada (FPCC)

Number of Employees: 18

Does your organization have regional offices?

No

Are your regionalofficesGC co working spaces?
N/A

Position Didyourorganization assess positions or compatibility with hybrid work?
Assessments ves

tyes,
What percentage of postions were assessed a having fulltime in-office requirements?
o%
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What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent workingremotely and some time is spent on-site?
100%
What percentage of positions were assessed as compatible with fully remote work/
telework?
0%
What considerations were applied to determine a full remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)

We acknowledge that positions assessedforful time remote are not always offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

No

no, why?
The office hasbeen closed for 18 months for health and safety reasons. Extensive
renovations are almost complete and the building is anticipated to re-open shortly.
ifyes:
What is your organization experimenting with?

Whatis the experimentation timeframe?

What percentage of employees are participating?

Is participation voluntary or mandatory?

How is data being collected?
Someexamples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

What outcome measures" is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some.
examples include diversityandinclusion, mentalhealth, talent retention, onboarding,
social cohesion.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upof the results of other participating organizations
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No —Given the size of our organization, modelswill be informal and fluid and insufficient
data would exist to support decision making.

1fyes, please providea contact name:

Hybrid model(s) Has your organization sifted to hybrid work modells)?

Will doo shortly

How many days are staffwho worked full-time remote during the pandemic now required
to come into the office? If your organization i testing multiple models, indicate as many
asapply:

Once a month or ess.
One to three daysa month
One day a week
Two days a week
Three daysaweek
Four days a week
Five daysaweek (full ime)
Notapplicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybridmodels above, please include additional information
on the models you wil be testing and how they apply acrossyour organization:

As the requirement inot yet in place, we ar looking at ane to two doysa week, or
equivalent, based on operational requirements. We wil also be encouraging staff who.
prefer amore significant presence to come in as often as they choose

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
Acombination of a) and b)
Other: Activity based to support Council meetings.

How did your organization choose hybrid motels?

positon profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
Other:

Didyourorganization apply a GBA lens when choosing hybrid work models?
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Given that FPCC is a micro organization, hybrid work models can be personalized to the
individuals based on their circumstances, including GBA considerations.

Real Property & How isyouroffice space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facltate hybrid meetings?
Yes, we are currently reconfiguring the space to move away from large offices for one or
two individuals to activity based working spaces which can be used by al staffas and
when required, depending on the purpose of their time in the office. New spaces will
also include technology for remote/hybrid participation in meetings.
Are you planningto reduce your office footprint?
No:weare currently housed in avery small standalone building which will accommodate
well the new configuration and continue to houseal thestaff appropriately
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
In the planning stages
Ifyes, pease list
We are planning to invest in collaborative workspace technological solutions (screens,
cameras, microphones, speakers, wif, etc.) which can allow us to move about the
building freely with laptops, project work on screens, and host remote participants on
screens in hybrid meetings.

Onsite Presence 100 you have a tool to rack wha percentage of employees in your organization are going
into the offce on adaily or weekly basis?
No given the size of FPCC, nothing more than a calendar and emails required.
yes:
Please specify the name of the tool:

Please specify the latest data / estimate you have on:
9% of employees in office fulltime:
9% of employees in hybrid work
3 of employees full ime teleworking
Time period the data refer to:

Challenges What are your top three barriers (.g., TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
1.785 policy may prove to be challenging given itis difficult to explain the requirement to
sgn a telework policy, especiallyonewhich makes the employee responsiblefor their
home office furniture, when they have been working at home without an agreement for
over 2 years and many colleagues have been provided with home office furniture.
2
3
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Engagement Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Ves, most are looking forward toa parttime return to the office. However, somewould
prefer to stay home ful time and those will bechallengingsituations to address.

Have you consulted with Employment Equity Groups within yourorganization?

Given the size of FCC, we consulted with each individual.
Have you consulted with your Bargaining Agents?
No, AREC, our portfolio partner manages tha relationship on our behalf.

Federal Economic Development Agency for Northern Ontario
Departmental Hybrid Profiles
Current Status: Please provide a bref overview of your department's hybrid plans for fll 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | This ink maybe helpful: izeof organization
rganizationOrganizatio Organization Name: Federal Economic Development Agency for Northern Ontario

(Fedor)

Number of Employees: 22 FTEs

Does your organization have regional offices? Vc:

Are your regional offices GC co working spaces? Ves, 2 out of our 7 office locations.

Position 0id your organization assess positions for compatibiity with hybrid work? V2
ifyes,

Assessments What percentage of positions were assessed as having full-time in-office requirements?
0%
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time s spent on-site?
as%
What percentage of positions were assessed as compatible with fully remote work/
telework?
55%
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What considerations were applied to determine a fully remote position (e.8, hiring
outsideof the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
This analysiswas conducted within the earlier stages of return to work discussions and
was based on the following criteria:
Need to accessor work on classified information/documents
Need to use specialized equipment
Need for in-person support
Need to access paper records
Need for regular networking and in-person meetings

We acknowledgethatpositions assessedforfulltime remote are not always offered this
option

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work? ves
110, why? N/A
Ifyes:
What is your organization experimenting with?
Implemented unassigned/hoteling workspaces/seating
Implemented an online booking tool (Bille App) to reserve seatingaswell as
boardrooms/meeting rooms
Various hybrid models (couple a days a week, once a month, in-person meetings, client
meetings outside of the office)
Team/hybrid meetings
What is the experimentation timeframe?
We experimented using a two phased approach to allow for some adjustments between
phases:
Phase 1 (June 20, 2022 to July 29, 2022) headquartersonly (Sudbury)
Phase2(August2, 2022 to September5, 2022)added onregional and satelite offices.
What percentage of employees are participating?
Phase 1-57%
Is participation voluntary or mandatory?
Voluntary but strongly encouraged.

How s data being collected?

Billie App. (onlineworkstation/meeting roombooking tool)

What outcome measures is your organization using:

Talent attraction and retention
Buildinga diverse and inclusive workplace:
Organizational culture/social cohesion
Mental health including work Ife balance

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. Weare interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
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examples include diversityandinclusion, mental health, talent retention, onboarding,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upofthe resultsof otherparticipating organizations.
Ves, possibly depending on time commitment required,

If yes, please providea contact name: Lisa Furtado

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Ves, experimenting with various hybrid approaches.

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? Ifyourorganization is testing multiple models, indicate as many
as apply

Once a month or less:
One to three daysa month
One day a week
Two days a week
Three days a week
Not applicable: Staff have not been instructed to work on-site ata regular cadence.
Different requirements.
Other: Weareactivelyexperimentingvarious hybrid approaches(between ande
identified above) and based on employee location and nature of work.

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
‘There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b)
Other:

How did your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: We did a and b and we are working on team charter exercise.

Did your organization apply a GBA lens when choosing hybrid work models? Ve.
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Staff were surveyed a few times to gain feedback and insight on their specific needs
including GBA+ considerations.

The survey addressed concerns and solicited feedback on items such as work-life balance,
family related responsibiles, and overall wellness relating to the employee's remote
work location.
Accessibilityand duty to accommodate werealso addressed to ensure employees needs
were being met

Real Property & How isyouroffice space currently configured?
Hoteling workstations

Technology Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings? Yes
Given that we have implemented unassigned seating/hoteling workstations, we have
re-purposed 2 existing offices into meeting/ collaboration spaces.
Costis proving to be extremely prohibiting.
Are you planningto reduce your office footprint?
No, we would need to move toa 2.0 GC workplace approach in order to be able to reduce
our footprint howevercostsare excessive and prohibiting, Therefore, we are looking to
adapt within our same footprint and adjusting where economically feasible.

Have you invested in technologies 0 adaptto hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes
Ifyes, please ist
Bille app (online workplace booking tool)
Owi/hibouto facilitate hybrid meetings in smaller meeting rooms
Docking stations, dual monitors in unassigned workspaces

Onsite Presence 00 you have a tool 0 track what percentage of employees in your organization are going
into the offce on adaily or weekly basis?
Yes
Ifyes:
Please specify the name of the tool:
Our Billie App (online booking too) has a reporting function.
Please specify the latest data / estimate you have on:
4% of employees in office fulltime
53% of employees in hybrid work
435% of employees fulltime teleworking
Time period the data refer to: Phase one (June 20 ~ uly 29, 2022)

Challenges What areyour top three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs.allocated space, other) affecting the transition toa hybrid workplace?
1. Pandemic concernsoverthe fall (healthconcerns).
2. Employeesfeeltheyaremoreproductive working from home.
3. Technologyandcostsare prohibiting,

Engagement Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?
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Moving towardsa team charter ratherthan from incividusl preferences.
We have a return to work committe represented by various employees as well 35.2
bargaining agent.
Our President/OM meets with al staff on bi-weekly basito communicate regular
updates to tafon return to work.
We recently completed a survey on our phase one of experimentation,
Key takeaways:
When it comes o Health & Safety there remains concerns about COVID-19 i the offic,
35 wel the effect of the transition to hybrid on work-life balance, on workplace fexbilty,
and productivity;
Employees that came nto the office welcomed the face o face interactions with ther
colleagues. Employeeswhoonbosarded during the pandemic particularly apreciated
meetings new colleagues in person;
Employees welcomed and praised the new technological tools to faciltae the hybrid
model (Billie app/equipped workstations).

Federal Economic Development Agency for Southern Ontario
Departments Hybrid rofes
Current Status: Please providea bref overview ofyour department's hybrid plansfo all 2022. We understand
departmentsar in varioussagesofplanningand implementation, and that plans continueto evolve. If
information is not available for some of the questions, please indicate and provide an estimateifpossible.

Name and size of | Ths ink may be helpful: Size of organization
Organization8 Organization Name: Federal Economic Development Agency for Southern Ontario (FedDev.

Ontario)

Number of Employees:
372 (indeterminate, Term, Secondment I, Students and Casual Workers)

Does your organization have regional offices?
Yes
Waterloo (HQ); Ottawa, Toronto and Peterborough (co-located in the Peterborough
Innovation Custer)
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“re your regionalofficesGC co working paces?
No

Position Didyour organization 2556s postions for compatibility with hybrid work?
Assessments ve

The Agency undertook an assessment of positions. The majority of positions were
identified 2scompatible with hybrid work model,

Experimentation |Isyourdepartment currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes
If yes:
What i your organization experimenting with?
FedDev Ontario introduceda four step plan nthe early Spring, Th first two phases
involved assessing the workspaces, followed by the removing of personal tems and
leaning ofall workstations and offices. The Agency is currently in Phase 3, the piloting
and experimentation phase. Phase , the implementation of the model will be announced
in September and implementation will begin in mid-October (to allow a 4 week notice for
all saff)
The piloting and experimentation phase took into account the nature of work the Agency
performs in southern Ontario. As such, Branches were encouraged to test a variety of
activities to supporta hybrid workplace as wel as meet operational an business needs
in-person acthites took place 1 to 3 days per week and included, butwere not imited to:
Working on ste
Branch or team specific in-person meetings
Individual Team Building, Strategic Planning and Collaboration meetings
Direct support for activities relate o cabinet affairs, parliamentary affairs, departmental
liaison, information technology and processing payments
Information Management clean-up of paper files
Communication supported events and announcements
External Stakeholder events
Clent/funin recipient st-visits
Internal Agency events, such as National PublicService Week (NPSW) and DM Town Halls
Whats the experimentation timeframe?
June 2022 10 present
What percentage of employees are participating?
All FedDey Ontario employees were expected to participate (with some exceptional
circumstances e.. Duty to Accommodate (OTA), approved remote workarrangements
etc).
1s participation voluntary or mandatory? Mandatory
Hows data being collected?
Some examples could include employee surveys, HR system administrative data, IT
system-based data ec.
if you have employee pulse data, please share aggregate results
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Data is being collected from a variety ofsources including
Employee Feedback Questionnaire (Simple Survey)
Updates and Feedback at weekly Executive Committee
Updates and Feedback at the bi-weekly Extended Management Team ~ includes all
Executives and Managers
Weekly Drop-InSessions for all Agency Employees ledby the Director General, Human
Resources
A generic Hybrid Workplace Mailbox established in the spring is available to all staff to
send questions and feedback.

What outcome measures" is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mentalhealth,talentretention, onboarding,
Social cohesion.

Employees have the tools to do their work safely,securely and productively
Employees feel engaged, included and supported
Managers can attract and retain the best talent and build dynamic teams
Agency fulfils its mandate cost-effectively
GBA and equity lenses applied
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administer an
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the resultsof otherparticipating organizations.
Notatthis time

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/No To be announced in September and implemented in mid-October (toalow4
weeks notice to all staff)

How many days arestaffwho worked full-time remote during the pandemic now required
to come intothe office? Ifyourorganization is testing multiple models, indicate as many
as apply:

Once amonth or less:
One to three days a month
One day a week
Two days a week
Three days a week
Four days a week
Five days a week (ful time)
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Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: Team based in-office days, ross- Team)Cross-Branch collaboration, internal
Agency events, communications supported events and announcements, external
stakeholder events and client siteviits

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you will be testing and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days" where everyone in the team comes onsite
Acombination of a) and b)
Other: As there are four regional offices, teams are not all co-located in the same space,
asa result there may be other days that employees come into the office to meet with
colleagues from different branches.

How did your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
Other: Piloting and Experimentation phase

Did your organization apply a GBA lens when choosing hybrid work models?

The Agency’ Diversity, Equity and Inclusion (DEI) Championhas been engaged throughout
all phasesofthe plan including the pioting/experimentation phase.

The DEI Champion will undertake a ful GBA+ analysis as parof the implementation
phase.

Real Property & How i your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other: FedDev Ontario office spaces are currently configured with a mixof closed in
offices and workstations, which is the same configuration as pre-pandemic. However, all
offices and worltations have been cleaned of personaleffectsand must be booked using
the billie booking system. The fouroffice locations have been set up by “branch
neighbourhoods”

Each office location also has a number of meeting rooms availablefor use/booking,
Has your organization considered building more collaborative workspaces and/or
boardroomstobetter faciltate hybrid meetings?
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Ves, the building of more collaborative workspaces and/or boardrooms has been
considered. The Agency may use data gatheredoverthe course ofthe plot to inform
decisions on required office ft-ups longer-term. However, there are no immediate plans
todoso.
Are youplanningto reduce your office footprint?
Yes/No/ Other,
The Agency is looking at ways to optimize our current space. Fo example, pre-pandemic
decisions were based on work requirements, sch as the Peterborough office which
moved into a co-located space with the Peterborough Incubation Custer.

Have you invested in technologiestoadapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
ves
Ifyes, please st:
The implementation of Barco Click Share devices in all board rooms or both video and
document collaboration with assigned cient devices for modern plugand play meeting
capabilities via Microsoft Teams.
The modernization adaptation of existing video conferencing equipment as supplied
and supported by ISED.
The use of an online tool called the “bile” app for foor plan and work space booking in
shared spaces during hybrid phases of return to work.
“The continued useof online and cloud based tools such as Office 365, Teams and the
remaining products in the Microsoft Office suite for the delivery of work.
The continued useof mabile phones and mobile phone computing options such as office
apps and other supported standard desktop software equivalents.

Onsite Presence | D0 you have a ool to rack what percentageofemployees n your organization are going
into the office onadaily or weekly basis?
ves
tyes:
Please specify the name of the tao: bile Booking System (tos://billeapp.io/)
Please specify the latest data / estimate you have on:
Time period the data refer to: As ofAugust 5, 2022, when the billie booking system wos
Iaunched for use, on average, across our four office locations, 13.7% of our workforce:
were onsite daily

Challenges What are your op three barriers (e.g. T85 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
Change in culture — Supporting staff to embrace the shit from remote work to hybrid
model hasprovedchallenging. Employees continue to seeka rationale for returning to the
office, tating they are more productive at home.

Regional Context& Technology ~FedDev Ontario i located in four ffice locations across
the Southern Ontario with membersof the same team working in different locations. Due
othe unique workspace, there is high usage of technology to support day-to-day work
and the current available technology does not support ths need.
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Adequately Equipping IT Assets ~ Due to supply chai fsues and back orders with securing
information management asets, there are ongoing challenges in adequately equipping
offices and workstations.

Engagement Have you consulted with yourstafon the shift to hybrid work?If so, what are some of
the key takeaways?

FedDev Ontario's four step approach to its Moving to @ Hybrid Workplace Plan was
introduced o allstaff in the early spring, The Plan is made upoffour phases
Assessment ofits current workspaces
Cleaning of persona effects and workspaces
Pilot and experimentation period
Implementation of a hybrid model

Acrossbranch Working Group was established to support in the implementation of
Moving to Hybrid Workplace Plan

Throughoutal phases, employees have been engaged and feedback has been sought via
Employee Feedback Questionnaire (Simple Survey)
Updates and Feedback at weekly Executive Committee
Updates and Feedback t the bi-weekly Extended ManagementTeam~includesal
Executives and Managers
Weekly Drop-in Sessions fora Agency Employees led by the Director General, Human
Resources
Ageneric Hybrid Workplace Mailbox established inthe spring is availabe to ll taf to
send questions and feedback.

The Agency is currently in Phase 3 - piloting and experimentation. In addition to al the
engagement methods noted above, a weeklydrop-in session hasbeen put in place for
employees to ask questions and share their experiences and feedback. An employee
feedback questionnaire was introduced allowing employees to share via a survey, their
comments on their on-site experience throughout the pilot. In addition, an all staff weekly
emails sent out to provide operational updates on th piloting phase, aswella provide

remindersand clarification in response to questions and concerns raised in the
questionnaires or during the dropin sessions.

In terms of ey takeaways, it has been noted that employeesare reluctant to go back into
the office. However, the feedback from the questionnaires suggests that once they have
gone in, theyare generally satisfied with the overall experience,can effectively work in
the office, and welcome the opportunity to engage with new and former colleagues. The
efforts made to ensureouroffices are safe and cleanhavealso produced positive
comments from employees.

There continue to be employees within the Agency who continue to question the
ational for returning to the office, claiming they are more productive at home, raising.
concernsabout child care, commuting time etc. There have alsobeen a increase in Duty
to Accommodate requests.

Have you consulted with Employment Equity Groups within your organization?
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The Agency's DI Champion, who is alo part ofthe senior management team, is regulary
consulted on the Agency's activities on hybrid workplace.

The Hybrid WorkplaceWorking Group aso has EEDI committee member representation

There have been different opportunites through the piot/experimentation phase for
employees and managers toprovidefeedback. I particular, fears about the
disproportionate negative impact t might have from an employment equity perspective -
specifically for women and people with disables. A part of the implementation phase
theAgencywill undertakea GBA+ analysis
Have you consulted with your Bargaining Agents?
‘The Agency has engaged and kept Bargaining Agents informed of the Agency's activities
during our bi-annual National Labour Management Consultation Comittee (NLMCC)
meetings. The Agency's communications sent 0al saff on the move toa hybrid
workplace are aso regulary shared
Additional, a meetin s planned with the Bargaining Agents tobe inline with
implementation phase

Financial Consumer Agency of Canada
Departmental Hybrid Profs
Current Status: Ayou wil see rom ouranswers, our offices ae closed for construction until 2023 andwe will
beplanning aur approach to hybrid this fal. The guidanceofT8S and experience of the CPA and other separate
employersare informing our approach, and we are interested inthe outcomesofyour research.

Name and size of |Ths inkmaybe helpful: Sizeoforganization
Organization

Organization Name: Financial Consumer Agency of Canada (FCAC)

Number of Employees: 185

Does your organization have regional offices?

Yes/No ~ Not at this time. An office in Toronto is under construction.

Are your regionalofficesGC co working spaces?
Yes/No — However, we participate in GCcoworking.
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Position 01d yourorganization assess positions for compatibility with hybrid work?
Yes/No ~ Based on the remote work experience of the past 2 years, we have determined

Assestments thatal positions can be performed va telework on a parttime basis at a minimum. in
addition to buildinga Toronto office, we are modernizing our current workplace. Our head
office i closed for construction and wil not reopen until 2023. We willbe planning our
approach to hybrid thi fall

tyes,
What percentage of positions were assessed as having full-time in-office requirements?

What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?

What percentage of positions were assessed as compatible with full remote work/
telework?

What considerations were applied to determine a fully remote position (e.g hiring
outside of the NCR, sills shortages, Diversity and Inclusion considerations, etc.)

We acknowledge that positions assessedfor ful time remote are not always offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

Ifo, why? Ourofficesare closed for construction and will not reopen until 2023.
tyes:
What is your organization experimenting with?

Whatis the experimentation timeframe?

What percentage of employees are participating?

Is participation voluntary or mandatory?

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

What outcome measures" is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
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organizations to help inform ourgovernment.wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental healt, talent retention, onboarding,
social cohesion.

Are you interested in oining OCHRO's Hybridin-a-80x Experimentation initiative? Under
this initiative, OCHRO' Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoCwide roll-up ofthe results of otherparticipating organizations.
Yes/ No/ My organization s alreadya partner

Ifyes, please provideacontact name:

Hybrid model(s) Has your organization shifted to hybrid work models)?

Yes/No / Soon to implement

How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If yourorganization i testing multiple models, indicate as many.
as apply:

Oncea month or ess.
One to three daysamonth
One day a week
Two days a week
Three daysa week
Four days a week
Five days aweek (full ime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you will be testing and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone in the team comes on-site
Acombination of 2) and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employeelocation (NCR employees come into the office)
Precedencesetby other government organizations
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Real Property & How is your office space currently configured? Post-construction, the office space will

Technology Hoteling workstations.

Has your organization considered building more collaborative workspaces and/or

Yes/ No — The footprint of the Ottawa office will remain the same but will accommodate

Yes/ No

Yes/No

Challenges What are your top three barriers (¢.g., TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
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We will be undertaking consultations ths al

Have you consulted with Employment Equity Groups withinyour organization?

Have you consulted with your Bargaining Agents?
FCAC employees are not representedby a bargaining agent.

Financial Transactions and Reports Analysis Centre of Canada
Departmental Hybrid Profiles
Current Status: Please provide a brief overview of your department's hybrid plans for fll 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.
Name and size of | Organization Name: Financial Transactions and Reports Analysis Cente of Canada

Organization Ea
As Canada's financial nteligence unit and anti-money laundering and anti-terrorist
financing regulator, the Financial Transactions and Reports Analyss Centre of Canada
(FINTRAC), or ‘the Centre’ helps to combat money laundering, terrorist activity
financing and threats to the security of Canada, while ensuringthe protectionof personal
information under its control.
FINTRAC is ne of 13 federal departments and agencies that playa key role in Canada's

Anti-MoneyLaundering and Ant Terrorist Financing regime.
The Centre's mandate i to ensure the compliance of businesses subject to the Proceeds
ofCrime (Money Laundering) and Terrorist Financing Act and associated Regulations, and
to generateactionable financial inteligence for police, law enforcementand national
security agencies to asist inthe investigation of money laundering and terrorist activity
financing offences or threatsto th securityof Canada. The Centre acts at arm's length
ands independent from the police services, law enforcement agencies and other entities
to which tis authorized to disclose financial intelligence.
Asa separate agency, the Director has exclusive authority to establish standards,

procedures and processes governing staffing, including the appointment, lay-off or
termination of the employmentofemployeesotherwise than for cause. As such, is
employees are not represented bya collective bargaining agent.
Number of Employees: 483, a per the 2021/22 actual FTE in the DR raft report.

Does your organization have regional offices?

FINTRAC is headquartered inOttawa, with regional offices located in Montréal, Toronto,
and Vancouver. It report tothe Minister of Finance, who i in tun accountable to
Parliament for theactivites of the Centre
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‘Are your regional offices GC co working spaces?
Due to the nature of our functions, our smal footprint in theregions, and the relative
recencyofthe conceptofco-working spaces, atthistime, none of FINTRAC's offices form
part of the GC co-working space.

Position Didyourorganization assess positions for compatibility with hybrid work?
YES. In adoptinga hybrid work model FINTRAC is usinga flexible by design approach thatAssessments gi ’ i "balances employees’ needs and preferences, while enabling them to continue achieving
resultsfor the Centre and focusing on Centre optimal operations.

Akey component of the approach i the assessmentofall (100%) positions against
established ‘position profile’ definitions that considered the telework potential based on
the functional and operational requirements of each position.

Positions across FINTRAC can fall under three (3) position profiles to chose from to reflect
their telework potential, as follows:
Low Potential thereare limited opportunities to telework (ex, training, special projects,
etc);
Medium Potential ~work can be completed via telework on a part-time basis and requires
some regular onsite presence. Of note, employees with supervisory responsibilities ata
senior level are deemed medium potential due to the natureoftheir responsibilities to
employees, as such, itis expected that they will work onsite at least 2 days per week
ortheequivalent.
High Potential ~ work can largely be performed via telework. Limited and ad-hoc need for
onsite presence. To note, itis expected that all employees will work onsite at least 1 day
per week or the equivalent

“The telework potential is a consideration in the final telework agreement between the
employee and the employer. Other factors considered when implementinga telework
agreement and determining the telework frequency include:
Position profile
Personal preferences
Duty to accommodate

The following telework frequency options are available at FINTRACwhenanemployee:
requests to telework:
+ Flex Hybrid - the employee will be primarily teleworking. There willbe a recurring.
requirement to report onsite to optimize collaborationand based on the needs of the.
sector.
+ Scheduled Hybrid - the employee wil be onsite and teleworking on aset schedule
to optimize collaboration as well as to fulfill the operational requirements of the position.

+ Ad-Hoc -theemployee will be primarily onsite and teleworking on an
irregular/ad-hoc schedule, with prior consultation and approval required from their
supervisor each time.
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Ty maiming team work rough increased socalEatan calBboraten 3nd experimentation rate, 1s
ctpected thtemployees wil work one. minimumof 1 dyper week th equivalent.
21s expected that employees willbe onsiteat est 2 dys per week r the caer.
31.05 andabove: A rtf the peopl management function of leaders nd uling strong public service
clue 1s expected thot our esd cde wl arte a est 2 oy er weekhe equvolnt.

tyes,
What percentage of positions were assessed as having ful-time in-office requirements?
219% of the positions have been assessed as having fulltime in-office requirements
(ie. Low Potential for telework and where employees wil be primarily onsite and
teleworking on an irregular/ad-hoc schedule, with prior consultation and approval
required from their supervisor each time)
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent workingremotely and some time is spent on-site?
79% ofthe positions have been identified to be compatible with hybrid work
What percentage of positions were assessed as compatible with full remote work/
telework?
The Centre does not have positons identified as compatible with fully remote work given
the Centre's guiding principles and hybrid workplace model. That being said, for
exceptional circumstances and DTA, the Director & CEO (OM equivalent) may approve full
time telework requests.
What considerations were applied to determineafully remote positon (e.g. hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
No positions at FINTRAC are considered “fully remote” and asa result, telework
arrangements are not intended to be ul time given the Centre's guiding principles and
hybrid workplace model. With this in mind and when it comes to establishing telework
agreements/arrangements and the frequency, under exceptional circumstances, the
Director& CEO (DM equivalent) may approve a ull-ime telework request based on the
following:
Family circumstances
Personal circumstances
Specializedskils and subject matter expertise
Improving workforce diversity

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Our primary focus for experimentation i to optimize the use of hybrid to continue our
efforts for evolution on how we delivery on our services by empowering our employees to
be imovative, experiment and take responsible risks. Thefollowingare a few examples of
what we're experimenting with:

Hybrid Regulatory work

FINTRAC is working with other Federal and Provincial Regulatory Authorities (the
community of federal regulators) and aed nations (the Five Eyes - intelligence alliance.
comprising Australia, Canada, New Zealand, theUnited Kingdom, and the United States),
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todetermine the conditions when a full-scale, onsite examinations/inspections will
resume and how the hybrid work model willbe used.

“The Compliance Sector is required to perform examinations of reportingentites such as
financial institutions, casinos, real estate agents etc, to assess compliance with the
Proceedsof Crime (Money Laundering) and Terrorist Financing Act. As such, we are.
experimentingwitha hybrid-examination model in order to exercise our supervisory
authority inarriving at a comprehensive assessmentof a reportingentity’s isk profil,

viability, and compliance with legislation.

Full-scale, on-site inspections can consume a lot of supervisory resources. Therefore, we
are experimenting with a hybrid examination model which can be performed more quickly
and with fewer resources than a full-scale on-site examination. Data can be reviewed
remotely, and teams can access remote skills of colleagues in other regions who have
expertise, along with targeted on site-visits. The flexibility to use bothfull-scale and
focused remote inspections, as the situation may require, enables FINTRACas a
supervisory authority to use available resources effectively and efficiently.

Experimentation Timeframe: one fiscal year~alignedwith annual planning and
performance reporting processes.
% of Participants: All employees from the Compliance program which is representative of
approximately 30% of FINTRAC employees.
Mandatory: Yes~this is a program-wide experimentation
Performance Measures: leveraging the program's performance measurement framework
to measure outcome results

Supporting employees with disabiltes:

Perhaps the most important thing we included in our hybrid workplace planning process is
consideration for our employees with disabilities. We always accommodate and support
ouremployees with disabilities, however in our hybrid-work model weareable to be
creative in our recruitment and provide opportunities, which were previously not
available to us. A good example s the recruitment of

During our consultationprocesswe invited others
with mobility challenges, to co-create a hybrid work plan that its 2 good blend of
business requirements and the needs of the employees.

Of noteworthy, this experimentwil also inform the Centre's Accessibility Strategy.

Experimentation Timeframe: ongoing.
%of Participants: based on the number of recruits
Mandatory: n/a
Performance Measures: under development
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Evolution of Role of Managers:

With the shift to hybrid work, managers need to be more intentional in establishing and
developing relationships with their team members.

The manager employee relationship s critical in shaping the employeeexperience and
connection to the organization. Hybrid work will require new skills, and managers will
need to be equipped with the proper tools to become human leaders and manage
employees’ career perceptions, well-being and connectiontoorganizational culture.

FINTRAC has appointed a senior leader as out Leadership Champion who is tasked with
supporting leadership development in a hybrid work place.

With that in mind, managers are encouraged to experiment with collaboration activities
with the intentofincreasing of our understanding on how best to engage employees to
bring people together to reinvigorate our partnerships, reignite our collaborative spirit
and re-energizeour focus on innovation andmodernization throughout FINTRAC.

Outcome of the experiment will informand influence others on effective collaborative
approaches in a hybrid work model and inform directives andguidance improvements.

Experimentation Timeframe:Julyto December 2022
% of Participants: 20%
Mandatory: no
Performance Measures:
Nature and approachofengagement
Any changes inwork efforts to prepare for engagement events
Levelof engagement from employees; look for active participation differences in meetings
between those onsite and those teleworking
Any noted relationships trends.
Technology — what worked, what didn't what's needed
‘Accommodations- boardroom and workstation accessibility
Top 3 - what went well
Top 3-areas for improvements

Space Optimization:

FINTRAC was scheduled for a major move to a Crown leased building to accommodate the.
growthofthe organizationand to support the modernization of workspace to meet our
regulatory and intelligence mandate business requirement. The move was cancelled thus
providing the Centre with an opportunity to rethink how to use existing space, leverage
the experienceofworking remotely during the pandemic, and transition towards flexible
workspace that embraces collaboration, innovation and experimentation ina hybrid
environment.

Workingwithinanexisting smal funding envelop for accommodations, and considering
FINTRAC'sgrowth overrecentyears asa result of expanding programs and legislation
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Stemming from recent federal Budget decisions, the Centre is experimenting with it
accommodations in multiple ways:
Moving from assigned seating towards shareable and flexible workspace o ensure ll
employees have onsite acces despite the limited space;
Creating ‘neighbourhoods to support community nd team spirit and
Creating collaboration space and focus rooms to support enhanced team innovation and
creativity.
The outcome of this experiment will increase our understanding on the ype of space
employees most eck and find useful to meettheir operational and business needs. The
findings will inform future accommodation projects.

Experimentation Timeframe: ulyto March 2023
%ofParticipants: 100%
Mandatory: no
Performance Measures
space use
Space availabilty
Technalogy availabilty inthe space
Efectveness
Ave you intersted in joining OCHRO's Hybrid-n-a-Box Experimentation ntiative? Under
this nitaive, OCHRO's Research and Experimentation team would centrally administer an
evaluation of the hybrid models you are esting and provide you with departmental
summary and a GoC-wide roll-up of the results of otherparticipating organizations.
No. The Centre has consulted with OCHRO Hybrid Experimentation team but the Centre
was already well advance in selectinga Hybrid Work Model and were concerned with
survey fatigueconsideringthe Centre's recent pulse-check efforts, the upcoming PSES,
and the survey requirementsof the Hybri-in-a-Bos Experimentation ntative

Hybrid model(s) | Fasyour organization shifted to 2 hybrid work models)?
Yes
How many days arestafwho worked full-time remote during the pandemic now required
to come into the office?If your organization i testing multiple modes, indicate as many
asap
As described in question#2 Position Assessment~ FINTRAC implementinga hybrid
model thas leibie by design. The hybrid work model goes beyond the number of days
aweek employees are expected to ome onsite; itis about ensuring the onsite experience.
is meaningful and optimizes employee engagement to bring people together to
reinvigorate ur partnerships, reignite our collaborativespirit and re-energizeour focus
on novation and modernization throughout FINTRAC. Its th foundationof our
experimentation strategy.

coos



UNCLASSIFIED / NON CLASSIFIE

To answer your specific question,allemployees are expected to work onsite at least 1
day per week or the equivalent with some, based on the position profile, to work
onsite at least 2 days per week or theequivalent.

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone inthe team comes on-site
Acombination ofa)and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: our org culture as an employer of choice while also strongly considering our HSO
status

Did your organization apply a GBA lens when choosing hybrid work models? Under
application as we continue to evolve/experiment

Real Property & How is your office space currently configured?
Technology Being an intelligence organization, pre-pandemic, FINTRAC had very litle capabilities to

work remotely due to the natureof our mandate and the high requirement to protect the
integrityofour information. As such, all employees had assigned seating.
Having been at our current location for over 20 years, the workspace had not yet been
optimized to GC 2.0 standards. For many employees, the transition from assigned seating
to flexible workstations presentsa significant change requiring careful management to
ensurea positive and safe onsite experience.
Using the existing footprint, the intent i to increase collaborative workspaces and
boardrooms within our existing space limitations. Mostofour senor executives are
havingto transition to flexibleandshareable workspace as well thus introducinga new
challenge on how to manage things like heavy hybrid meeting schedules and how to
conduct protected and/or sensitive discussions.
itis for these reasons tha, as previously indicatedaspartof question #3, one of our
experimentation projects is tooptimize the use of workspace.
Are you planningto reduce your office footprint?
No
Have you invested in technologies 0 adapt to hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Considering the limited available resources, both financial and people from with FINTRAC
and from SSC, there are plans currently underway to do limiteduser experience.
technology enhancements. Exampleof plannedinvestmentsinclude:
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a space reservation application toallow the Centre to truly optimize the full hybrid
experience and migrate us away from an in-house built tool implemented at the beginning
of the pandemic to manage building capacity from an occupational health and safety
perspective (BAM — Building Access Management). This in-house tool i designed
specifically to limit capacity per floor and across the Centre. As such, it does not have the
capailtes to managethecapacity at the individualworkstations level thus considerable:
limitations or space management and reservations based on user preferences.
MSTeam access in collaborative and focus rooms with the hope that,overtime,wecould
further invest n fully integrated collaborative tools and video conferencing capabilites
Converting regular desk to sit/stand capabtes, procuring technologies (docking stations,
monitors, hubs, bandwidth, WIF, etc.) to support flexible performant mobile unassigned
work areas.

Onsite Presence D0 you have a tool o track what percentage of employees in your organization are Boing
into the offce on adaily or weekly basis?
With the absence ofa robust HRsystems and a space reservations application, our only
access to reliable data is through the use of our security buildingaccesscard entry system
in concert with our temporary Building Access Management (BAM) system. The system is
designed to control buiding access and notto account and create dashboard on things
like building occupancy rates. As sich, we have access to reliable but limited data and can
confirm how many people are onsite at any given time. However, working onsite is not
always workingatour assigned office space. For example, Compliance Officers within our
regulatory programs willbe working onsite but at the Reporting Entites place of work. As
such, our data cannot be fully reflective of the true reality of onsite presence. Additional
system limitations include the inability to extract more meaningful data to help further
understand onsite employee profiles, such as, of those employees onsite, how many are
full-time onsite employees vs employees approved to work remotely someofthe time.
Please specify the latest data estimate you have on:
__% of employeesin office ful ime

9% of employees in hybrid work
3% of employees fulltime teleworking

Based on the data available to us, we're seeing an averageof30% of employees working.
onsiteoverthe summer months. With the new requirementofall employees expected to
be onsite for at least 1 day per week or the equivalent, we expect to see these numbers
climb to the 45-50% range starting in September,

Challenges What are your top thee barriers (e.g, 65 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
1. Inconsistency/gaps in central agency messaging and directives. The Clerk introduced
messaging to Deputy Headsto encouragea much higher onsite presencebyall, yet other
60C orgs or communities such a IT are continuing to issue messaging pushing for 100%
telework option. In the meantime, TBS is encouraging experimentation ofwhich includes
working remotely 100% of time and no guidance or directive to guide hybrid model
decisions
2.10 ight of the above, there is. real concern for internal GoC competitive purging of
highly sought out skill sets, such as IMIT, HR, F and Procurement specialists
3. concentrated effort to support space modernization to align with hybrid realities
including ergonoic friendly equipment in all workstations
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EE I |
Engagement Have you consulted with your staff on the shift to hybrid work? Iso, what are some of

the key takeaways?

FINTRAC conducteda pulse-check survey in May 2022 which highlighted the folowing:
When askedwhatopportunities or benefits our worksites offer, respondents most often
selected:
Socializing (57%)
Collaborating with peers and staff (53%)
Separation of home and work space (43%)
When asked f theiposition allowed all/most ofthirtasks to be done remotely,
employees reported the following as thir preferred frequency for telework:
67% of respondents selected Flex Hybrid (primarily teleworking, witha recurting
requirement to reportto the designated worksite subject to space availabilty) on an ad-
ho bass)
21% of respondents selected Scheduled Hybrid (combinationof onsite work and telework
onafixed schedule)
13% of respondents selected Ad-hoc Only (primarily onsite, with ad-hoc telework, subject
to prior approval from your supervisor)
When asked about their concerns about shifting to hybrid work model, the most
common apprehensions were:
Commuting to their on-site workplace (43%)
Availabilityof enabling technology to support a hybrid model (26%)
Concern fotheir mental heath and wellbeing (24%)
When askedwhy they would ook for employment outside of FINTRAC or their Sector, the
most common reasons were:
If they have to work full on-site (57%)
Ifthey do not have flexibility on how many days they can go into the workplace (40%)
Ifthey do not have flexibility on which days they can go into the workplace (32%)

Have you consulted with Employment Equity Groups withinyour organization? Yes.
Included as part of the pulse check survey and also the EEDI Working group

Have you consulted with your BargainingAgents? Not applicableas FINTRAC is a separate
agency and non-unionized.
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Fisheries and Oceans Canada (DFO) and the Canadian Coast Guard (CCG)

Departmental Hybrid Profiles
Current Status: lease providea brief overview ofyour department's hybrid plansfo all 2022. We understand
departments ar in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not availabe fo some of the questions, please indicate and provide an estimate if possible.

Name and size of | Thislinkmaybe helpful: Sizeoforganization
Organization© Organization Name:Fisheriesand Oceans Canada (DFO) and the Canadian Coast Guard

(cco)
Number of Employees: 14,750
Does your organization have regional offices?

Yes/No

Ave your regional offices GC co working spaces?
Yes/No
Yes, some are

Position Did your organization asess positions or compatibiity with hybrid work?
Assessments Yeo

DFO created and implemented the decision map for work arrangements (see 3 below to
guide discussions between managersan their employees which would determine hybrid
arrangements. The decision map s based on (1) the nature ofthe work, (2) operational

requirementsand team needs, and (3) individual needs.
ifyes,
What percentage of postions were assessed a having fulltime in-office requirements?
There i an estimated 26% of the Department's population that can’ telework based on
their occupational groupand the operational nature of their work, fo example seagoing
personnel.
What percentage of positions were assessed 0 be compatible with hybrid work where
some time s spent working remotely and some time is spenton-site?
The remainder of positions (estimated at 723) wouldbe compatible with hybrid work.
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What percentage of positions were assessed as compatible with fully remote work/
telework?
Fulltime telework in most circumstances is not encouraged, aswe aim to maintain strong
ties to the local communities we serve, and want to ensure ongoing synergies between
front line personnel and enabling staff. However, full time telework may be approved in
exceptional circumstances. Currently, 4% of employees have fulltime telework
arrangements. SeeQ6for more information on data collection.

What considerations were applied to determine a fully remote position (e.g, hiring
outsideof the NCR, skils shortages,Diversity and Inclusion considerations, etc.)
Some examples of situations where full time telework was approved include: an employee:
being hired in a location where no DFO office exists within a commutable distance

becauseof skill shortage or specific expertise required; to grant an accommodation
request on one of the grounds under the CHRA; to allow Indigenous employees to remain
within their communities while working with DFO; etc.

Experimentation Ts your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes/No

10, why?
Ifyes:
What is your organization experimenting with?
In September 2021,our organization implemented a Beyond COVID Framework, which
was designed to support employees’ transition to a post-pandemic work environment,
with clear parameters for work arrangements. The Framework aimed to supportthe.
implementation ofa hybrid approach where employees would be able to work both
onsite and offsitefor a pre-determined number of days during the week, when
operationally feasible. Full ime telework in most circumstances was not encouraged as
we aimed to maintain strong ties to the local communities we serve, and ensure ongoing
synergies between front line personnel and enabling staff. Further, the operational focus
of regional operations, for example, are not conduciveto full-time telework.

“The Beyond COVID Framework provided direction, guidelines, and tools to ensure
managers and employees were informed and equipped to operate andsucceed. The
Decision Map for Work Arrangements was the main tool developed to assist managers in
assessing and establishing new working arrangements. The purpose of the decision map is
to help ensure that consistent discussions took place between managers and employees
across the organization when establishing hybrid work arrangements while considering:
(1) the natureof the work, (2) operational requirements and team needs, and (3)
individual needs.
®
a

Following the release of the Framework, training was provided to managers and
supervisors across the organization in order to ensure a consistent approach. Managers
were also encouraged to start having the discussions with their employees and to capture
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them using the Blank Decision Map form to give employees and managers a sense of what
their future work arrangements would looklikeonce the organization would transition to
Beyond COVID environment and to ensure a standardized approach in the application of

hybrid work arrangements. That being said, the final decision on exact work arrangement
details is at the manager's discretion.

nthe National CapitalRegion (NCR), managers were initially asked to have telework
agreements reflecting their Decision Map discussion in place by December 17, 2021, while.
regional offices were instructed to lead their own transitions to a Beyond COVID
environment according to timelines that meet operational requirements and adhere to
guidance from localhealth authorities. However, the December 17, 2021, deadline could
not be met due to the period of uncertainty related to the pandemic.

From May 9 to June 24, 2022, a Welcome Weeks were launched as an opportunity for
employees to connect with colleagues, renew their knowledgeof their office space,
discuss with their manager, and identify workspace adjustments where required. Internal
services (I,Facilities and Security) were on-site each morning throughoutthe week to
provide assistance as required.

What is the experimentation timeframe?
Employees were asked to completea telework agreement,when applicable,by the end of
August 2022.
“The Hybrid work model is planned to be fully implemented as of September 12, 2022.

What percentage of employees are participating?
100%, as all managers were to have the discussion about the Decision Map with their
employees and completea telework agreement with those who will be teleworkingas
part of their new working arrangement.

Is participation voluntary or mandatory?
Mandatory. However, notevery employee will be teleworking as partof theirworking.
arrangement. As anoperational andscientific department,a large portion of the
workforce has been working onsite full-time and will continue to do so as we transition
nto a Beyond COVID work environment.

How is data being collected?
nthe first phaseof the implementation and in order to build the Beyond COVID
Framework, our organization;
Launched an employee survey on the futureofwork and received over 6,300 responses,
including 8,626 qualitative comments thatwere each carefully reviewed;
Hosted 17 focus groups with employeenetworks and groups of similar position types to
capture lessons learned and test various tools in development;
Completed an exhaustive environmental scan totrack trendsregardingthe post-pandemic
workplace withinother government departments, other governments,and the private
sector;
Consuited with the executive community through more than 20 management board
discussions and 5 EX pulse check surveys on the future of work;
Held 6 national union meetings;

ooosss.



UNCLASSIFIED / NON CLASSIFIE

Trained 92 promoters from various regions and sectors who then hosted lunch and learns
to engage their teams to discuss the Beyond COVID environment,

In the transition toa hybrid work environment, the following have been used:
POWER i to report data from our current telework agreement platform
Telework Agreements to document the parameters ofthe working arrangement
Turnstile Data to document the number of employees entering each worksite
Microsoft 365 Log in to document the locationof the employees login in

What outcome measures?* is your organization using
“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversity and inclusion, mental healt, talent retention, onboarding,
social cohesion

Our department has not identified outcome measures at this time.
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO' Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes No/ My organization s alreadlya partner

Ifyes, please providea contact name:
Magali Brabant,Director General, Healthy Workplaces
magalie.brabant@dfo-mpo.gc.ca
613.793.0836

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes, our organization wil have shiftedto a hybrid workmodelasofSeptember 12, 2022/
No/ Soon to implement

How many days arestaffwho worked fulltime remote during the pandemic now required
to comeintothe office? If your organization i testing multiple models, indicate as many
as apply:

Once a month or less
One to three daysa month
One day a week
Two days week
Three days a week
Four daysa week
Five days a week (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:
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you have selected mulipie ybrid model above, pease include addtional formation
on the models you will be testing and how they apply acrossyour organization:
‘The Decision Map described in question 3 has been used by managers to implemen the
working rangement and to ensure consistency across the department.

How are the on-site days chosen?
Employees individually decide which day(s) to come onsite
Thre ar fixed “team days" where everyone nthe team comes on-site
Acombination of a) and b)
Other:

How id your organization choose hybrid models?
Position profile assessments
Employeelocation (NCR employees come ito th office)
precedence set by ther government organizations
Employee engagement / Team charter exercises
Other: Decision Map

Did your organization applya GBA lens when choosing hybrid work models?
The Beyond COVID Framework described in question 3 included GBA* Considerations. The
guidance on the application of GBA was lso shared onthe 8eyond COVID-Return to the
workplace Intranet Site

Real Property & |Howis your office space currently configured?
Hoteling workstations

Technology Traditional asigned cubicles
Activity Based Workplaces
Other: The organization currenty has mix fal of the above. The new Canadian Coast
Guards building in Ottaw,for example, isa full GCWorkplace site, while other ites have
moved to unassigned seating and completed rapid modernization projects. In some other
locations, modernization projectre planned, but willbe delivered nth short to ong

termanda such, employees arereturing ta traditional workplace.
Was your organization considered building more collaborative workspaces and/or
boardrooms to better failtate hybrid meetings?
Yes, mainly inthe NCR, rapid modernization projects with th am of completing
furniture solutions to allow for greater collaboration have been implemented and
continue to be implemented. In some regions, few similar projects have also taken place
and some are planned for the shot to medium term.
‘Are you planning to reduce your office footprint?
Yes/No
Yes, in part. The organization has asked PublicServicesand Procurement Canad (PSPC) to
proceed with fll modernization projects to alowfor a reater reduction and
consoldation of its occupancies (inthe NCR main),
Have you invested in technologies to adapt to a hybrid envionment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
tyes, please lst
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Ves, the organization has invested in a workplace booking system (Archibus; many floors
have been onboarded nationally and many more wil follow). In some regions (and mainly
in the NCR), the organization has invested in Clickshare technology for existing enclosed
space, as well as Audio-Visual carts to allow for mobile meetings. A review of existing
Video Conferencing technology is ongoing with the support from Shared Services Canada
(556).

Onsite Presence 00 you have a tool to track what percentage of employees in your organization are going
into the offce on adaily or weekly basis?
Yes/No
tyes:

Please specify thenameof the tool: POWER BI, Telework Agreements, Turnstile Data,
Microsoft 365 Login.
Please specify the latest data / estimate you have on: We are currently working on
improving our data collection to obtain more precise data on hybrid arrangements and on
site presence. Wearealso currently onboardingal regional employees on our new
telework agreement platform. We will be in a better position to provide more valid data in
the coming weeks.
However, based on the data we were able to collect until now with the tools mentioned
above,asofAugust 30, 2022, 7,557 employees who completed their telework agreements
using the new platform. 8.6%of those employees are teleworking full-time and 91.4% are
in hybrid work.

Challenges What are your top three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
1. Technologies (ex: Internet issues in the workplace and access to Wi-Fi, meeting rooms
not being adequatelyequipped for hybrid meeting, ete).
2. Number of allocated space vs number of employees as well asthe allocationof
equipment.
3. Disparity between hybrid approaches between sectors, regions and Government of
Canada in generalcreating confusion and ambiguity as people return to the workplace.

Engagement Have you consulted with your staff on the shift to hybrid work? Ifso, what are some of
the key takeaways?
Yes, employees were consulted during townhals, QA sessions and various surveys.
Welcome Weeks or “open-houses” were also organizedtowelcome employeesbackto
the office and kick-start the experimentation period (NCR Specific). Someof the main
concerns received in a pulse check survey (550+ participants) in June indicated:
1. Concerns about Wi-i accessibility and reliability and levelof support available from IT
teams as we are moving to more collaborative spaces and on-line collaborative tools
2. Need for more open discussions about ways to maximize the usefulness of being in the
office together (value added proposition of coming to the office)
3. Need for more open discussions about COVID best practices in the current environment
and levelofcomfort withmaskingguidance or abilty to maintain social distancing while
gathering in theofficeas we are stil in a pandemic.

Have you consulted with Employment Equity Groups within your organization?
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Yes, various groups were consulted such as the Accessibilty Network, Positive Space and
GBA and considerations were added to the Beyond COVID Framework.
Have you consulted with your Bargaining Agents?
Yes the organization has been doing regular COVID-19 Urion Update meetings
throughout the pandemic. The bargaining agents have beenconsulted and kept up-to-
date on the Beyond COVID initiative along the way. The ast consultation was done
through the National Union Management Consultation Committee (NUMCC) held on
August 3, 2022

Global Affairs Canada

Departmental Hybrid rofes
Current Status: Please provide a brief overviewofyour department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information i not available for someof the questions, please indicate andprovide an estimate if possible.

Name and size of | Ths ink maybe helpful: Sizeoforganization
Organization8 Organization Name: Global Afars Canada

Number ofEmployees: 7,000 in Canada (+6,000 employees abroad)
Does your organization have regional offices?

Yes/No
Are your regional offices GC co working spaces?
Yes/No

Position Oid your organization assess positions for compatibility with hybrid work?
Assessments Yesflo

ifyes,
What percentage of positions were assessed as having fll time in-office requirements?
12%

What percentage of positions were assessed tobe compatible with hybrid work, where
some time is spent workingremotelyand some time s spent onsite?

costs



UNCLASSIFIED / NON CLASSIFIE

88%
What percentage of positions were assessed as compatible with full remote work/
telework?
Inline with senior management decision, theposition assessment outcome did not havea
“fully remote” option. However, positon that were determined at 1 day/week in the
office were considered possibly suitable for fulltime telework. This was 255% of positions.

What considerations were applied to determine a fully remote position (e.g, hiring
outside ofthe NCR, skils shortages, Diversity and Inclusion considerations, etc.)

The position assessment considered such things as abilty to rotate duties amongst team
members, specialized or high-demand skils, enablingfunction and highly transferable
skills toother government departments or the private sector.

1 addition, managers were provide a guide to inform their decision and conversation with
employees, highlighting areas such a professional development, individual factors i.
DE, currently outside the NCR, accommodation requirements) as well as organizational
factors ie. teamneeds and geographic location, diversification from across Canada,
availabilty of office space, among others).

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

160, why?
ifyes:
What is your organization experimenting with?
Different branches have been taking diferent approaches to on-site presence. Some were
forward leaning i requesting 2+ days on site whereas for others it was organic/employee
riven. These approaches coupled with the request by senior management for everyone
to come n once a week.
Whatis the experimentation timeframe?
Branches using different approaches was undertaken throughout the summer and wil ast
until the hybrid model is implemented this fal. Aftertha, the department wil re-assess
the model in the winter.
What percentage of employees are participating?
All employees
Is participation voluntary or mandatory?
Depending on model, voluntary ft was organic/employee driven versus mandatoryfor
certain branches

How is data being collected?

The department has been gathering data on entry stats per branch and by building
through swipe card access, as wells gathering feedback from pulse surveys and informal
feedback at retreats.
The current pulse check data s currently beinganalyzed and not available forsharing at
the moment
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What outcome measures is your organization using:

“The pulse surveys look at mental health, productivity, activities undertaken in the
workplace, challenges or benefits working from home/ffce, and through comparisons by.
frequency of on-site presence over the pastmonth, andwhether thework arrangement
was by choice, mandated or compromise. The survey enablesaGBA+/DEI lensfor further
analysis, including lengthof time working forthe organization and age.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of other participating organizations,
Yes, No/ My organization s already a partner

Ifyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/No / Soon to implement

How many days are staffwho worked full-time remote during the pandemic now required
to comeintothe office? Ifyour organization is testing mtiple models, indicate as many
as apply:

Once a month or less
One tothree daysa month
One day a week
Two daysa week
Three days a week
Four daysa week
Five days aweek (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: Full time telework remains an option

Ifyou have selected multiple hybrid modelsabove, please include additional information
on the models you will be testing and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b)
Other: Manager/Employee determination, but may notbe the same asa “team” day
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Howdid your organization choose hybrid models?

Position profile assessments
Employeelocation (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: position assessment+ individual, professional development and
team/organizational needs

Didyourorganization applyaGBA lens when choosing hybrid work models?

(GBA factors were included in the Manager Guide to inform decisions on models or each
team/individual

Real Property & How is your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
yes
Are you planningto reduce your office footprint?
Yes/No
Have you invested in technologies 0 adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes/No
Boardroom meeting technology; increased bandwidth; increased wifi coverage; workplace:

booking app (version 2) being piloted progress on theseactivitiesare impeded by delays
with service provider/partner(s)

Onsite Presence 100 you have a 1001 to rack wha percentage of employees in your organization are going
into the offce on adaily or weekly basis?
Yes/No
tyes:
Please specify the name of the tool:
Internally developed tool
Please specify the latest data / estimate you have on:
_12_% of employeesin office full time * estimate based on position assessment tool
78% of employees in hybrid work
10.5% of employees ful time teleworking
Time period the data refer to: __ August 2022.

Challenges What are your top three barriers (eg. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other)affecting the transition to a hybrid workplace?
1 Without central policy, the inconsistent approaches and models used by departments
creates lack of buy-in from employees and risk of manager shopping/poaching
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2. Ensuring coherent,consistent and varity of communication o managers and
employees throughout the transition; especially in countering the rumour mill within and
outside the organization.
3. Communicating the why ~ supporting organization needs and requirementsbalanced
with employee expectations and desires

Tomaemont Have you consulted with your staff on the sit to hybrid work? f so, what are some of
the key takeaways?

Yes. Lackof coordination across departments, transparency in the process is important.

Haveyou consulted with Employment Equity Groups within your organization?

ves
Have you consulted with your Bargaining Agents?
Yes

Health Canada

Departmental Hybrid Profiles
Current Status: lease provideabriefoverviewofyourdepartment's hybrid plans forfall 2022. We understand
departments ae in various stages of planning and implementation, and that plans continue to evolve. If
information i not availabe fo some of the questions, please indicate and provide an estimate if possible.

Name and size of | This ink maybe helpful: ize oforganization
rganizationOrganizatio Organization Name:HealthCanada

Number of Employees: 10649

Does your organization have regional offices?

Yes/io =ves

re your regional offices GC coworking spaces?

Yes/io= No
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Position 01d yourorganization assess positions for compatibility with hybrid work?
Yes. Positions were assessed for re-entry atthe Branch level starting with those critical

Assessments positions that needed to be on site ince the onset of the pandemic due to the nature of
their work. Health Canada's approach o re-entry was based on a phased and gradual

approach and with each phase, Branches assessed functions to determine which positions
would be suitable and prioritized for re-entry based on common criteria provided by
Corporate Services, including operational needs, accommodation requirementsand
personal preferences, inorder to obtaina certain level of consistency in approach.

ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
“The Department has approximately 14% - 16%o ts workforce that i required to work
fulltime on-site due to the criticality of the work performed by the employees
represented by this percentage (e.g. labs). Many of the employees in these positions have
been on ite throughout the Pandemic
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotelyand some time is spent on-site?
Itis estimated that 75% -80% of positions will be compatible with hybrid work.
What percentage of positions were assessed as compatible with full remote work/
telework?
Itis estimated that 3% 5% of positions will require ful time remoteworkauthorized with
atelework agreement approved at the Director General level,a proportion of which will
continue based on existing telework agreementsprior to the pandemic.

What considerations were applied to determinea fully remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
Itis expected that full time remote work willbe associated with positions held by
employees who require this workarrangement because of accommodation requirements.
“The Department aso needed to hie from across the countryto ensure resources with the
necessary skill sets were available to support the pandemic response. In some cases,
these new hires were found in locations other than where the positions were located. I is
anticipated that employees, in these circumstances, may be required to workin fulltime
remote work arrangements.

We acknowledge that positions assessed for full time remote are not aways offered ths
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No= Yes

160, why?
yes
What is your organization experimenting with?
During Spring/Summer 2022, Health Canada experimented with the adoption of hybrid
work models. Senior executives were encouraged to show leadershipby actively
participating in the experimentation phase and to encourage their staff to also engage in
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the testing phase by returning on-site.A portion of managers and employees representing
branches from across the department returned to the workplaceusing avarietyof
schedules, such as 1-3 days on-site, with the remaining time spent working remotely.
Some functions have tested using a monthly cycle based on the nature of their work e..
bench scientists on site for2-3 weeks full time to conduct their research followed by 1-2
weeks remote work

“This phase of experimentation allowed the Department to test the performance of IT tools
and infrastructure capacity ina hybrid model. It gaveemployees and senior managersa
chance to use the workplace differently (e.g. assigned and unassigned seating) and to
adopt new ways of working.

“This phase and the testing that occurred provided the Department with insight into what
worked well, where challenges existed and lad the foundation for the seamless
integration of flexible work arrangements going forward.

‘Throughout the pandemic, HC had 15% of its employees on-site or in hybrid arrangements
dueto the nature of their work (e.g. abwork, emergency management response, facilities
management, etc)

“The re-entry tools, processes, communicationsand engagement plans that supported this
phase and which will be adapted and used going forward, were designed to support
continued use of flexibilityin a waythat ensures the Department wil continue to deliver
onits core mandates as well as the ongoing COVID-19 response.

What s the experimentation timeframe?
“The experimentation period was Spring 2022 - Summer 2022.
What percentage of employees are participating?
HC employee participation in the Spring/Summer 2022 experimentation phasewas about
35%of the employee base.
Is participation voluntary or mandatory?
Participationwasvoluntary but heavily encouraged and promoted by branch senior
executives and deputy heads partly to ensure that adequate numbers were available to
test and assess the effectivenessofthe hybrid approach. Senior Management also
increased on ste presence asa key leadership opportunity.

How s data being collected?
Someexamples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share aggregate results

Progress on re-entry is being tracked through the number of Hybrid Work Agreements
completed and IT Log-In Data. Useofcard swipes has also been used throughout the
pandemic as a proxy to determine approximate building counts. The data that has been
capture and which continues to be collected is de-identifed in order to ensure the privacy.
of employees.
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Employee pulse surveys have also been used throughout the pandemic to engage
employees and gauge the impact of the pandemic, perceptions of hybrid and flexible work
arrangements. and will be used asa tool to assess re-entry aswell.

HC/PHAC conducted two Employee Pulse Check Surveys

What outcome measures" is your organization using;

HC anticipates that the adoption of hybrid workmodels and the return of employees on a
full or part-time basis to the office wil:
Support a more nationally distributed and connected workforce ~access to talent pools.
acrossthecountry, opportunity to recruit and retain talent.
Give employees flexibility that supports their well-being
Drive the hybrid model to create a culture of community by fostering personal
connections and reap the benefits of engaging in informal side conversations, mentoring,
coaching, training and collaborating
In person connections are important to the developmentof grassroots support system
amongst employees thatcan help to strengthen the organization, even if people are not
co-located ith their team
For employees new to the public service, the chance to meet and be guided by existing
employees is invaluable.
Cultivate asenseof belonging (reduce silos)
Build/rebuilda supportive values based organizational work culture

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversity and inclusion, mental healt, talent retention, onboarding,
social cohesion

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes No/ My organization is alreadlya partner= No.

1fyes, please provideacontact name:

Hybrid model(s) Has your organization shifted to hybrid work models)?

YesNo/Soon to implement=Yes

How many days arestaffwho worked fulltime remote during the pandemic now required
to comeintothe office? If your organization i testing multiple models, indicate as many
as apply:

Once a month or less
One to three days a month

anosto



UNCLASSIFIED / NON CLASSIFIE

One day a week
Two days. week
Three daysa week
Four days a week
Five days a week (full ime)
Notapplicable: Staf have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: As communicated to all HC employeesvian email shared with themby the
Deputy Minister and Associate Deputy Minister, HC expects that 75% 80% of employees.
will be on-site 40%- 60% ofthe time. This translates to 2-3 days per week or 8 12 days
per month depending on the work performed by the individual and /or team. HC is
providing flexivilty for days onsite based on operation requirements and will not
specifically prescribe exact days on-site. For example, a a Science based organization,
teams may be balancing laboratory and desk-work that is more conducive to alternative
configuration of days on and off-site.

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you wil be testing and howthey apply acrossyour organization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone in the team comes on-site
A combinationof 2) and b) OverallHealth Canada i looking atacombined approach in
selecting on-site days n that organizations are selecting “team days” where it makes
sense to come together as a team and make the most of face-to-face time to collaborate
while someareas may require lesscollaborationand areallowingemployees to determine.
which 2:3 days they wil be in. Decision are based on what operationally makes sense.
Other:

Howdid your organization choose hybrid models?

positon profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: Many of the factors sted above (e.g. B~ D}, together with consideration afforded
the operational requirements and culture within the Department, provided the
foundation for determiningthe appropriateness of adopting a hybrid model. In addition,
with many new hires at HC, the hybrid model has become a necessity due to space
availabilty.
Didyourorganization applyaGBA lens when choosing hybrid work models?

As re-entry to the workplace activities occurred and as the Department made the
conscious decision to adopt and integrate a hybrid work model, the diversity, inclusion,
accessibility, SBGA Plus lenses were applied and considered to ensure that unique
requirements were taken ntoaccountand incorporated into planned approaches. During
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engagement sessions wilh Several ployee nETWOTK0p representing derse
communities, informationwasshared and feedback received tha helped to inform how
these lenseswere applied and how they influenced fina plans.

Real Property & | How svou office space cred configs?
Hoteling workstations

Technology Traditional assigned cubices
Acthity Based Workplaces
Other: All the above. HC ofice space is currently configured using a variety of
arrangements, including those noted above.
Has your organization considered building more collaborative workspaces and/or
boardrooms to bette faciltate hybrid meetings?
Yes, HC has considered adapting existing spacet alow for more calaboratve space
and / or boardrooms. n several buildin locations, closed offices that re no longer
assigned to specific individual, are being repurposed to serve a additonal meeting
rooms or space oremployees o collaborate.
Ave you planning to reduceyour office footprint?
Yes No=Yes
Its important to note that HC ha substantially grown and planned reduction ilaso
focus on modernizing office space to be able to accommodate under the hybrid model as
wells reducing th overall footprint.
Have you invested in technologies to adapt to a hybrid envionment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No= ves
Wfyes, lease lst
Aworkstation-scheduling app is being on-baoarded through service agreement with
[
New AV technologies (eg. OWL) are bing assessed and tested. These tools willbe used
to expand the avallabilty of boardrooms that are equipped tobe used by employees,
working osite and remotely, during MS Teams meetings.

Onsite Presence | DO you have a tool to ack what percentage of employees n your organization are Eoing
into the ofice ona daily or weekly bass?
Yes No=Yes
1fyes: HC is testing a tool that has been bulk in house,that allows or nique IP address
login o be counted for a given buling on a calweekly basis Whi the us of tis ool
is stlln the preliminary stages th data gatheredby thistool provides high evel
overview of the numberof employees returningto the workplace on ail basis.
Please specify the name of th tool:
Return to Work Statistics using Microsoft Power 1

Please speciy the late data / estimate you have on: Work agreementsare in process,
but premature to report percentages
“Health Canada s requesting tht Hybrid WorkAgreementsbecompleted and submited
0 HR by September 20,2022. Data will be avaiable post submission date.
We estimate 15-18% onsite fulltime; 75-80% Hybrid; 3- 5% telework,
tof employees in office fulltime

of employees in hybrid work
of employees ful time teleworking
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[ree— TE
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
1. Substantial growth of employees vs allocated/available space in addition toTEi,
2. Availability of IT and office equipment and supply chain challengesaLT== rm rmmme—sm ————Tmi eeTaymn...
on the intranet, updates through newsletters, etc.
Are-entry focused Intranet page has been developed to provide employees with a singlenaea
Have you consulted with Employment Equity Groups within your organization?yy,CICT)
of the executive team of the Corporate Services Branch (CSB), held a seriesof engagementnSEeimeiTE=fTAaiaTCnETrnma

-



UNCLASSIFIED / NON CLASSIFIE

Immigration and Refugee Board of Canada
Departmental Hybrid Profiles
Current Status: lease providea brief overview of your department's hybrid plans for fal 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. I
information i not availabe for some of the questions, please indicate and provide an estimate if possible.

Name and size of | Ths ink maybe helpful: Szeoforganization
Organization Organization Name: ImmigationandRefugeeBoard

Number of Employees: 2300

Does your organization have regional offices?

Yes/No
Are your regional offices GC coworking spaces?
Yes/io

Position 01dyour organization assess positions for compatibility with hybrid work?
Assessments Yasfie

Ifyes,
What percentage of positions were assessed as having fulltime in-office requirements?
1%
What percentage of positions were asses 0 be compatible with hybrid work where
some time is spent working remotelyand some time is spent on-site?
s9%
What percentage of positions were assessed as compatible with fully remote work/
telework?
40%
What considerations were applied to determine a fully remote position (e.g, hiring
outsideof the NCR, ils shortages, Diversity and Inclusion considerations, ic.)
Operational requirements; broader recruitment pool for skil shortages; diversity and
inclusion considerations; persons hiredat a distance.

We acknowledge that positions assessedfor full ime remote re not aoys offered this
option

Experimentation | Isyourdepartment currently estingout one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No
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Fro, why?
ifyes:
What is your organization experimenting with?
Hybrid hearings models
Rotational in-person requirements for registry staff
In-person strategicdiscussions and key training
Whatis the experimentation timeframe?
Remainder of 2022-2023
What percentage of employees are participating?
0%
Is participation voluntary or mandatory?
Mandatory

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

Adiudicative System Data
Pulse check surveys
HR System Data
3% party, Quality Performance Reviews of virtual hearings.
‘3 party review on the sense of access to justice when taking part in virtual hearings

What outcome measures* is your organization using:

Case finalization rates
Employee engagement and mental health scores
Attrition Rates
Employment equity representation rates
The percentage of cases thatmeet quality standards

“Outcome measures refer to aspectsofexperimentation outcomes thatwilliform future
decision-making. We are interestedin learning more about wht is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mental healt, talent retention, onboarding,
social cohesion.

Ave you interested injining OCHRO's Hybridn-a-Box Experimentation initiative? Under
this initiative, OCHRO' Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofother participating organizations.
Yes/No, My organizations alreadya partner

1fyes, please provideacontact name:
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Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/ No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? Ifyourorganization is testing multiple models, indicate as many
as apply

Once a month or less:
One to three daysamonth
One day a week
Two days a week
Three days a week
Four days a week
Five days a week(full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other:
Different requirementsbased on operational needs (e.g. hearing schedule) and
participation in strategic discussions and training

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b)
Other:
Hearing Schedule
Rotational in-person requirements
Schedule of strategic discussions and training

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
‘Employeeengagement/ Team charter exercises
Other:

Didyourorganization applya GBA lens when choosing hybrid work models?

nsidered impactsof hybrid workondiversitiesof employeesand ensured in-person
requirements were based on operational need.
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Real Property & How i your office space currently configured?
Hoteling workstations

Technology Traditional asigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facltate hybrid meetings?
Yes. Pilot space redesign exercise now underway.
Are you planning to reduce your office footprint?
ves / No.
Have you invested in technologies to adapt to a hybrid environment?For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
ifyes, please lst
Online workplace booking system
Boardroom meeting technology

Onsite Presence | 00 you have a tool to track what percentage of employees in your organization are going
into the office onadaily or weekly basis?
Yes/No
ifyes:
Please specify the name of the tool:
Security swipe cards data
Please speciy the latest data / estimate you have on:

1.3% of employeesinoffce fulltime
25 5% of employees in hybrid work
74.3% of employees full time teleworking

Time period the data refer to: __ August 2022
Based on swipe card data approximately 8% of saff are in on any given da.

Challenges What are your tp three barriers (e.g, T85 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
Leadtime to redesign physical space

2.Treasury Board Policies that are based on traditional workspace models/traditional
collective agreement provisions
3 Cultural change resistance

Engagement Have you consulted with your staff on the shift to hybrid work? Iso, what are some of
the key takeaways?

Desire for workplace flexibility
Need for any mandatory return to be based in operational need

Have you consulted with Employment Equity Groups withinyourorganization?

No

Have you consulted with your Bargaining Agents?
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Immigration, Refugees and Citizenship Canada
Departmental Hybrid Profiles
Current Status: Please providea brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | This link may be helpful: Szeoforganization
Organization Organization Name: Immigration, Refugees and Citizenship Canada

NumberofEmployees: 11, 897 as of August 28, 2022.

Does your organization have regional offices?

ves.

Are your regional offices GC co working spaces?
No, IRCC has its own regional officesaswell as access to GC co-working spaces

Position Didyourorganization assess positions for compatibility with hybrid work?
Assessments {cll percentages below are os of August 28, 2022)

Ves, the majority of positions were assessed during IRCC'sdepartment-wide Position
Assessment Process and additional positions continue to be assessed as identified
ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
25% (assessed 25 0% telework availabiity)
What percentage of positions were assessed to be compatible with hybrid work, where
some timeis spent working remotely and some time is spent on-site?
60%
compatible with fully remote work /telework?
385% (assessed as 100% telework availabilty)
What considerations were applied to determine a fully remote position (e.g. hiring
outsideofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
As part of IRCC's positon assessment process, the suitability to perform remote/virtual
work was based on operational requirements andtheability to perform the required tasks
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Through telework. While 38% of positions were assessed as having the potential for full-
time telework, this i considered a maximum threshold as very few will be considered
100% remote. Rather, employees will be encouraged to come into the office from time to
time, or on a regular basis, to under taken meaningful and purposeful in-office work. The
assessment of the position is one step in the decision-making process which also includes.
a manager's assessment of organizational needs.
15your department currentlytesting out one or more hybrid models or other aspects
supportingthe implementation of hybrid work?
Yes. IRCC is comprised of teams that have employees who have continued togo into the
office throughout the pandemic as well as teams who have been working remotely.Aswe
prepare fora formal transition to a hybrid workplace, the department has been informally

testingout different approaches to hybrid configurations.

no, why?
yes:

‘What isyour organization experimenting with?
IRCC Internal Experimentation
Within IRCC, sectors are experimenting with various hybrid combinations across their
teams. The goalisto maximize telework flexibility to employees based on position-related

tasks and responsibilities, but also, to consider the needsof the organization and team.
Some groups within IRCC are testing out fixed in-office presence (1 day aweek)
IRCC is pilotinga recruitment and staffing strategyasa meansof addressing operational
requirements and place-based resource shortages. This pilot involves the intentional
recruitment of employees who live beyond 40k of any givenoffice and whose job has
been assessed as being suitable fora significant amount of telework.
We are planning to evaluate a variety of position profiles, from across all business lines in
which participants will participate in identifyingbothchallenges and solutions to hybrid
workplace challenges.

Collaborative External Experimentation
IRCC will be participating in TBS's Hybric-in-a-Box experimentation which wil be
conducted with targeted groups/individualsmatchingvarious profiles set forth in the
parameters for that experimentation.
‘What is the experimentation timeframe?
IRCCInternalExperimentation
While experimentation is underway, a formalevaluation/strategy will be launched
following our official transitionto a hybrid workplace on October 17, 2022.
All other experimentation will generally followa pattern of six months of monthly data
collection, then againat the nine and 12 month periods, with quarterly evaluations and
reporting on outcomes.
Semi-annual evaluations against management objectives and other modelswithin the
department will be used to guide the continuance, evolution, or terminationof any given
hybrid work arrangement/model.
Given anticipated start dates, these timeframes have reporting taking place in early winter
andspringof 2023, and early and late summer of 2023.

Collaborative ExternalExperimentation
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The Hybrid-in-a-box experimentation wil follow the timelines set forth by TBS, with
reporting anticipated early in fiscal 2023.
‘What percentageofemployees are participating?
On any given week over the summer months, IRCC observed roughly 10% to 15% of its
effective workforce coming into the office a least once a week, with 5% to 6% of its
workforce coming-in more frequently. Weanticipate that this number will continue to
grow in the coming weeks, in the lead-up to IRCC'soffical transitionto a hybrid workplace
on October 17°. As numbers begin to stabilize, and cohort can be identified, IRCC's
evaluation and experimentation strategy willbe finalized and implemented,including the
percentage of employees who will be participating

IRCC Internal Experimentation
Testing mandatory onsite presence atleast one day per week represents approximately
5% of the Department's total population.
The percentage of employees involved in the virtual hiring pilot will be based on the
number of successful candidates hired.
AIIIRCC employees willbeworkingina newly hybrid environment, and attempts will be:
made to collect their experiencesand insights through department-wide pulse check and
wellness surveys.

Collaborative External Experimentation (TBS)
At the minimum level of participation for the Department (two models, B.and G, of 50.
participants per model), the TBS-led experimentation is expected to account for less than
1% of IRC’ total population.
Is participation voluntary or mandatory?
All staff are encouraged to participate in opportunities to experiment and test out new
approaches.

How is data being collected?

Our evaluation strategy is currently under development but we anticipate employee
surveys, HR system/administrative data, IT system-based data, results of co-creation
sessions, etc

IRCC Internal Experimentation
Employee surveys developed jointly between the Future of Work Centre of Excellence and
Communications and/or the Enterprise Change and Learning Academy will be used to
collect data for al experimentation models.
Employees participating in experimentationmayalso participate in co-creation sessions
where data will also be collected on the successes/failuresofpreviously attempted
solutions to challenges.
Administrative data provided by the HR system, Accommodations, and IT Operations will
also be used in evaluation of experimentation models

Collaborative External Experimentation (TS)
Data in the Hybric-in-a-box experimentation will be collected through targeted surveys.

‘What outcome measures*isyour organization using:
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“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some
‘examples include diversityandinclusion, mental health, talent retention, onboarding,
social cohesion.

IRCC's key objectives for a hybrid workplace includes focusonoperational efficiency,
cient service, program integrity,buildingskill sets and competencies, staff well-being and
flexibility.

IRGC may use the following qualitative outcomes:
Belonging and Inclusion
Performance (employee and management perspectives)
Interactions (Onboarding, Networking, Collaborations)
Effectiveness of purposeful office utilization

IRCC will use thefollowing quantitative outcomes:
Performance (traditional metrics)
Retention
Are you interested in joining OCHRO’s Hybrid-in-a-Box Experimentation initiative?
Under this initiative, OCHRO's Research and Experimentation team would centrally
administer an evaluationofthe hybrid modelsyouaretesting and provide you with a
departmental summary and a GoC-wide roll-upofthe results of other participating
organizations.
IRCCis alreadya partner.

Ifyes, please provide a contact name: Simon Cardinal Simon Cardinal@cic gc ca

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

As Health Canada pandemic guidelines were relaxed, in April IRCC began allowing more
employees to go in and work onsite from ts office locations. There has been a gradual
uptakeofthis flexibilitya offce spaces have been fitted up for hybrid utilization, witha
department-wide implementation of hybrid work and telework agreements to take place
in October 2022.

How many days arestaff who worked full-time remote during the pandemic now
required to come intothe office? If your organization i testing multiple models,
indicate as many as apply:

Oncea month or less
One tothree daysa month
One day a week
Two days week
Three daysa week
Four days a week.
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Five days a week (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other: IRCis using various models; hybrid configurations. Three flexible work options

reflect the unique characteristics of our post-pandemic workplace: on-site worker
(telework threshold of 0%); part-time teleworker (telework thresholdof1-99%); or ful
time teleworker (telework threshold of 100%).

If you have selected multiple hybrid models above, please include additional
information on the models you will be testing and how they apply across your
organization:

The departmenthas identified the parameterswithin which t could experiment while stil
ensuring that it’s able to deliver on ts mandate. As such, the following parameters were
establishto ensure IRCC's hybrid workplace model continue to support, and/or enhance:
the continued provision of high-quality services to the public;

clear and consistent, advice and support to the Minister and to Parliament;
ongoing alignment with the Government of Canada’ s security requirements; and,
the Department's commitment to accessibility, equity,diversity and inclusion;
teamwork, collaborationand opportunities to establish strong working relationships; and,
informal learning, mentoring and collegiality within and across teams,
Theapproach has been rooted in a Position Assessment Tool, which was created in
consultation with management and stakeholders across the department to assess the
tasks ofa given position and the extent to which in-office presence was required in order
to complete tasks effectively and efficiently, thereby determining the potential for
telework. In addition, organizationalneedsalso informed the evaluation. Once ths was
completed, assessments were reviewed at the branch- and sector-level,allowing branches
and sectors tofurthercalibratetheirapproach to hybrid work for their business needs.

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
‘There are fixed “team days" where everyone i the team comes on-site
A combination of a) and b)
Other: Managers and employees will discuss individual and team needs/preferences to
determine which days should be on-site.

How did your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
Other: Hybrid models were informed y operational requirements, the needs of the
organization and of teams, all while strivingtoalso balance the needs of individuals. As
previously expressed, decisions pertaining to the implementationof IRCC's hybrid
workplace model must continue to support, and/or enhance:
the continued provision of high-quality services to the public;
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Gear and consistent, advice and suppor to the Minster and to Pariament;
ongoing alignment with the Government of Canada’ s security requirements;
theDepartment's commitment to accessibility, equity,diversity and inclusion;
teamwork, collaboration and opportunitiesto establish strong working relationships; and,
informal earning, mentoring and collegiality within and across teams.

Didyour organization apply a GBA lens when choosing hybrid work models?

By conducting an objective tak-based assessment of positions (not employees), RCC
arrived at a maximum allowable telework threshold for each position in way that was
objective and unbiased. This approach was intended to enable employees to have better
work fe balance, wherever possible. Management has been directed to consider
disproportionate impactso certain groupsbyallowing or not allowing frflexibly in
work arrangements. Supporting Diversity, equity and inclusion will be an organizational
goal for the hybrid workplace

Real Property & | Howlsyouroffice space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Informal meeting spaces: chat points, huddle spaces/ enclaves
Formal meeting spaces: meeting rooms, teaming rooms and work rooms
Has your organization considered building more collaborative workspaces and/or
boardrooms to batter facilitate hybrid meetings?
Wherepossible, and when it meets operational needs, we have been converting
underutilizedWorkpoint Workstations nto collaborative and informal meeting areas on
existing floors.
Are youplanningto reduce your office footprint?
ves
Following IRCC position assessments and based on expected mobilty rates, beginning in
2026:and up until 2031, our current Accommodation Plan is to reduce our footprint in
strategic locations nationally. Furthermore, we would ike to align our Accommodation
Plan with PSPC new Hub strategy in Atlantic Region, Vancouver Sinclair Cente, and GTA.
Have you invested in technologies to adaptto a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.
ves:
Online reservation system
Investing in Audio visual/ Video conferencing

Onsite Presence | Do you have a tool to track what percentage of employees in your organization are
going nto the office on a daily or weekly basis?
ves
yes:
Pleasespecifythe nameof the tool:
RCC is currently using Reserve t Cent) and hasstarted the onboarding process for
PSPC’ Archibus reserving tool
Pleasespecify the latest data / estimate you have on:
1.6%ofemployees n offic full me
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"11.4% of employees in hybrid work
87%ofemployees fulltime teleworking
“Time period the data refer to: August 22-26, 2022 Thepercentage are based on
domestic,active employees (10,897) and the total numberofdistinct reserve it users
(1418) fortheweekofAugust22- 26, 2022. To note that ReserveITisonlyfor In-Canada
employees and underrepresentsthe number of staff coming into the office. Efforts are:
being taken to establish a more reliable data source in advance of October 17, 2022.

‘What are yourtopthree barriers (¢.g., TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
1. Working within existing policies and directives as they were not written for an
environment in which telework was normalized and common. For example, the ability for
virtual position locations would greatly help. Not having virtual position locations impacts
where employers hire from and limits the available talent.
2.Space management, particularly inthe regional officesasspace is limited - existing
occupants and the regional Administrative Services Unit (ASU) are expected to manage
these spaces locally. In addition, it will take time to fully understand the need for physical
space in a hybrid environment and in the post pandemic era
3. The limitations to the technology available to thedepartment and that advancements
will continuously need to be upgraded (e.g. video conferencing, boardrooms).

Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Yes, IRCChas used department-wide surveys; executive and middle manager town halls
and targeted focus groups with a large cross-sectionof employees at all levels. There was.
universal desire for greaterflexibility and 80% of employees have said that they would
prefer to work remotely atleast three days a week. We have also presented at various
management meetings and a main takeaway was the need for further guidance so we set
upa Future of Work Tiger Team which involved numerous stakeholders across the
department to develop “Navigating IRCC's Hybrid Workplace”. Thisguidanceaims to
address keyissues and scenarios thatwe will faceas a hybrid organization. While we
recognize that there will be unique circumstances that may need further guidance, this
package establishes standards for location of work, space management, equipping
employees, and the telework policy across the organization. We are currently preparing to
host information sessions on this guidance to support managers on how to best
implement and understand the information

Have you consulted with Employment Equity Groups within your organization?

Yes, the targeted focus groups mentioned above included employment equity groups. In
addition, the strategy for IRCC's position assessmentsand the developmentof IRCC's
hybrid workplace guidance involved consulting IRCC's Anti- Racism Task Force (ARTF). We.
will also be reaching out to our employment equity groups to assist with the transition to
our hybrid workplace and intend on having town hall discussions on the opportunities
(and potential barriers) that the establishmentof a hybrid workplace provides forus as an
organizationso that we can do better in the future.
Have you consulted with your Bargaining Agents?
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Ves, we have consulted Bargaining Agents at every stageof our panning and
operationalizing for future of work

Impact Assessment Agency of Canada
Departmental Hybrid Profiles
Current Status: Please providea brief overview of your department's hybrid plans for fall 202. We understand
departments re in various stages of planningand implementation, and tha plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | Thisinkmaybe helpful: Sizeoforganization
Organization Organization Name: Impact Assessment Agency of Canada

Number of Employees: 451

Does your organization have regional offices?

Yes/No

Are your regional offices GC co working spaces?
Yes/No

Position 01d your organization asess positions for compatibility with hybrid work?
Assessments ves/to

ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
05%

What percentage of positions were assessed tobe compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
99.5%

What percentage of postions were assessed as compatible with fully remote work/
telework?
o%
What considerations were applied to determinea fully emote position (e.g. hiring
outside of the NCR, skis shortages, Diversity and Inclusion considerations, etc.)
NA
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[1] Weacknowledge that positions assessedforfull time remote are not always offered this
option

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

1f no, why? Our official experimentation will tart on September 19° 2022, with a model
of two days on average per week of on-site presence. Prior to September 19°, throughout
the summer, teams were encouraged to start experimentingahybridapproach in
accordance with their preferences.
Ifyes:
Whatisyour organization experimenting with?
‘Two daysaweek, on average,ofon-site presence starting on September 19, 2022.
What is the experimentation timeframe?
‘The Agency has embarked on the hybrid-in-a-box pilot project, led by OCHRO. The Agency
will follow their experimentation timeframe, which seem to be a 6 month period to start
witha checkpoint at 3 months.
What percentage of employees are participating?
100% of Agency employees should be participating, with a caveat of those in exceptional
circumstances who will request full-time telework agreements.
Is participation voluntary or mandatory?
Mandatory, with acaveat of those in exceptional circumstances of full-time telework
agreements.

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share aggregate results

The Agency has embarked on the hybrid-in-a-box pilot project, led by OCHRO. They will be:
responsible for surveying the employeesandanalyzing the data.

What outcome measures" is your organization using:

‘The Agency has embarked on the hybrid-in-a-box plot project, led by OCHRO. They will be
responsible for surveying the employees and analyzing the data.

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mentalhealth,talentretention, onboarding,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
ths initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upofthe results ofotherparticipating organizations.
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Yes/No My organization s alreadya partner

fyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? If ourorganization is testing multiple models, indicate as many
as apply:

Once amonth or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days aweek (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other: Two days a week, on average.

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyour organization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b)
Other:
* The decision should be made between the manager and employees. Teams are
encouraged to create team charters to determine preference for the team on such
questions.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: The pilotofan average of two daysaweekwasa senior management decision,
with in mind that we would review and assess.

id your organization apply a GBA+ lens when choosing hybrid work models?
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Real Property & How i your office space currently configured?
Hoteling workstations

Technology ‘Traditional assigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
“The Agency has made more boardrooms available by converting closed ofices into small
hybrid meeting rooms. Our boardrooms have all been equipped with the proper
technology to faciitate hybrid model.
Are you planningto reduceyour office footprint?
Yes/No
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
Ifyes, please list: Our boardrooms have been equipped with Cloud Video Iteroperabty
(v1) for Microsoft Teams. CVI is a solution that enables Video Conference (VC) and Video
Teleconferencing (VTC) join meetings with legacy video conferencingsystems and
provides certified Cloud Interoperability for Microsoft Teams. With the help of SSC, ll
machines have been tested with Webex and normal VC o VC. We are also looking into
ClckShare wireless conferencing system as an option for the smaller rooms.

Onsite Presence | 00 you have a tool to track what percentage of employees in your organization are going
into the offce on adaily or weekly basis?
Yes/No
ifyes:
Please specify the name of the tool:

Please specify the latest data / estimate you have on:
0% of employees in office fulltime
10% of employees in hybrid work
90%ofemployees fulltime teleworking
Time period the data refer to: August 2022

Challenges What are your top three barriers (¢.g., TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
1. Equipping employees at home and in the office
2. Ensuring consistency in establishing fullime telework agreements
3. Navigating the current legislative and policy framework surrounding teleworking, health
and safety, etc.

Ergrgemont Wave you consulted with your staf onthe shit to hybrid work? If so, what are some of
the key takeaways?
We have consulted with al staff on multiple occasions, including equity-deserving groups
since the start of the pandemic on how to approach the return to the workplace and
hybrid approach. Employees are looking forflexibility and empowerment to make
decisions for themselvestoensure greater productivity.
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Have you consulted with Employment Equity Groups within your organization?
We haveconsultedwith all staff on multiple occasions including equity-deserving
groups since the start ofthe pandemic on how to approach the return to the workplace
and hybrid approach.
Have you consulted with your Bargaining Agents? We have presented our approach to

hybrid to the unions at our last Labour Management Consultation Committee meeting in
June 2022. We subsequently shared with the unions the e-mail to saff informingonthe
preferred approach from our President and VPs.

Indigenous Services Canada
Departmental Hybrid Profies
Current Status: Please provide a brief overviewofyour department's hybrid plans for fall 2022. We understand

departments are in various stages of planning and implementation, and that plans continue to evolve. If

information is not availabe for someof the questions, please indicate and provideanestimate if possible.

Name and size of | Organization Name: Services aux Autochtones Canada / Indigenous Services Canada

Crganization Number of Employees: Asof August 31, 2022 : 8304 (data provided by HR Data Analytics)

Does your organization have regional offices?
Yes
Ave your regional officesGCcoworkingspaces?
No

Position Didyour organization 2556s postions for compatibility with hybrid work?
ves

Assessments ISC developed a questionnaire to facilitate the planning for the return to worksites for

functional authorities to ensure a safe return, as it may affect the measures in place and
tobe implemented
Thisquestionnaire was completed by Sectors and Regions, and reviewedby authorities.
While initialfocus was set on active postions’ operational requirements, respondentsalso
had to consider information on FTEs, to yield a ful headcount and allow to assess impact
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of positions’ operational requirements on flexibility available with regards to work
arrangements (including telework)

Inalignment with the department's Modern Workplaceinitiative and with OCHRO's
Hybrid Workforce Approach, ISC introduced a decision tree to allow fora consistent
assessmentof appropriateness for flexiblework arrangements.

Ifyes, what percentage of positions wereassessedas havingfull-time in-office
requirements?
Approximately 115% of positions were assessed as having full-time in-office requirements.

What percentage of positions were assessed to be compatible with hybrid work, where:
some time is spent workingremotely and some time i spent on-site?
Approximately 445% of positions were assessed to be compatible with hybrid work, where
sometimei spent working remotely and some time is spent on-site.

What percentage of positions were assessed as compatible with fully remote work/
telework?
Approximately 45% of positions were assessed as compatible with remote work /
telework being performed on aregular basis.

What considerations were applied to determine a full remote position (e.g, hiring
outside of the NCR, skills shortages,Diversity and Inclusion considerations, etc.) - We
acknowledge that positions assessedforful time remote are not always offered this
option

1SC’s formal stance ithat any situation where a positionandoperational requirement
doesn't require an employee to be inan official work site ful time, and if the employee
0pts-in to flexible work arrangements, then a telework agreement is absolutely required
asofthe effective date of ISC stepping out of remote work. Any employee witha flexible
workarrangement (more specifically telework agreement) is expected to work from an
1SC work ite for one day/weekasan initial guidepost.

Where some employees’ homes are not withina reasonable distance of an ISC office or
GCeoworking Hub (assessedon a case by case basis), and where there may be
considerations relating to duty to accommodate, or telework agreements in place prior to
the pandemic, further flexibility remains available for delegated managers to apply in such
circumstances. ISC's ModernWorkplace/Futureof Work initiative is a consideration and
seeks for ISC to nationalize its workforce while aiming to create opportunity for space and
work from Indigenous communities.

Asreferenced above, in operating itstransition, ISC is fully considering the visionofthe
Future of Work, endorsed by its SMC, hence the Welcome Forward concept oftaking
gradual and intentional steps towards the future.

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
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Ves
Over the summer, ISC's employees were invited to visit and work from our worksites ona
voluntarybasis and to becomefamiliar with the changes, protocols, and provide feedback
that would enable an improved experience towards ISC steppingoutof remote. Delegated
‘managers were encouraged to foster opportunities for teamworkand face-to-face
collaboration.

Ifyes, What is your organization experimenting with?
SC has createdan application titled Office Booking System for employees to signal their
presence and confirm theirbuilding and floor location when accessing worksites. The tool
provides useful information to management for specific locations and for some locations,
the employee is able to book a specific unassigned workstation. During the testing period,
1SC wasable to track presence at the office, wherever employees leveraged the booking.
solution.

Please note thata large portion of our employees are directly providing health services to
communities and have continued to do so on worksites at al times during the pandemic.
‘These employees (nurses, dentists, psychologists, social workers and employees in
nursing stations) do not use the Office Booking System when accessing worksites. This
represents approximately 1000 employees, therefore the percentages below do not
accurately represent al of SC's employees.

What is the experimentation timeframe?
The experimentation timeframe started in July and will continue to September 26.

What percentage of employees are participating?
July 2022: 17 %of ISC employees accessed worksites (NRC and regional offices only)

August 2022: 20% of ISC employees accessed worksites (NRC and regional offices only)

Is participation voluntary or mandatory?
Participation is voluntary.

How is data being collected?
‘Some examples could include employee surveys, HA system administrative dato, IT
system-based data etc. *Ifyou have employee pulse ata, please share aggregate results

AVirtual Suggestion Box has been launched on the Intranet to invite employees to submit
their feedback and/or suggestions on their in-office experience this summer. The Virtual
Suggestion Box will remain open/operational even as ISC transitions out of remote work,
to ensure feedback can be captured and addressed, and ISC will openly report on input
and actions taken via ts upcoming monitoring dashboard.

An automated telework agreement platform has been createdtoallow employeesto
complete and submitthei requests fora telework agreement. Asof August 30, 2370
employees at ISC had a telework agreement in place, in the context of the transition out
of remote being effective September 26, 2022.
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What outcome measures* is you organization using:
“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.

During the pandemic, many health services continued tobe delivered in the field and
across designated worksites. Considerations for maintaining services and operations yet
working towards improved employee experiences, ensuring an equipped workforce, and
wellness have been key considerations.

SC’ Welcome Forward initiative is builton the following guiding principles:

Health, safety and wellness first. Adhere to public health guidance and maintain flexibility
0 adjustto the valving situation and retain arisk-informed approach
We area service organization. Ensure Partners have ongoing access to our services
Provide key supports and enabling tools to those n-the-fied, and provide in-person
services across our locations
Betransparent. Communicateregularlyand clearly withourdifferent communication
products (intranet, newsletter, DM messages and news); and ensure coherence —yet
allow for management lexivilty
Promote ourworkplaceas fitfor-collaboration and space to be made availableacross all
locations
In-offce presence should be recurring and predictable,ytfll considerateof actual
opportunites for valuable collaborationand in-person engagement
Lead by example. Leverage the telework policy and other flexible work arrangement
policies to structure flexible and mobileworkarrangements
We will continue to monitor flexibleworking arrangements including telework, further
engage with employees and unions, and bring considerations to senior management for
decision. Abi monthiy dashboard is being created to provide SMC monitoring and
oversight capabty.

Are you interested in joining OCHRO'sHybrid in-a-Box Experimentation initiative? Under
this initiative, OCHRO' Research and Experimentation team would centrally administeran
evaluation of the hybridmodels you are testing and provide you with a departmental
summary and a GoC-wide roll-upof the results ofother participating organizations.
ves
SC would welcome being part of OCHRO'sHybrid in-a-Box Experimentation initiative.

Hybrid models) Has your organization shifted to hybrid work models)?

No, planned for September 26,2022
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How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office?If yourorganization is testing multiple models, indicate as many
as apply

Once amonth or less:
One to three daysa month
One day a week
Two days a week
‘Three days a week
Four days a week
Five days a week(full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location - Flexible when the employee remains
ata certain distance from the designated work location, or based on duty to
accommodate, or other specific circumstance.
Other:

If you have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyour organization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b)
Other: Each employee not working ful ime from a worksite isrequired to complete a
telework agreement. The telework agreement i discussed with the manager and
approved as per appropriate delegation.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

Aand 8. ISC leveragedan initial and basic position profile assessment to build from, and
consideredopportunities for flexible work arrangements, including telework agreements.

Didyourorganization applya GBA lens when choosing hybrid work models?

1SC has not yet applied a GBA+ lens when choosing its hybrid model. ISC wil explore how
toincorporatethe GBA approach in i’ return to worksites to have a diverse workforce
and increase Indigenous employees.
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EE I |
Real Property & How is your office space currently configured?

Hoteling workstations
Technology Traditional assigned cubicles.

Activity Based Workplaces
Other:
Depending on the building and floor, we have all the different configurations listed, with
standards gradually being applied to the evolving unassigned seating spaces.

Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
ves
Are you planningto reduceyouroffice footprint?
Yes, as per accommodations direction
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
ves
Ifyes, please lst
AInvested inIT equipment for cubicles to facilitate unassigned seating:
Monitors, docking stations, keyboards, mice, cables

8. Invested, and continue to invest, in the modernization and standardization of
equipment in our boardrooms,focusing on MS Teams as collaborative technology:

Purchased and installed Polycom Studios and “Owls” to setup small and medium
boardrooms that did not have videoconference capabilites.
Configured Cloud Video Interop (CVI) capabilities for boardrooms with Webex related
equipment to use MS Teams in boardrooms
procured mobile Audio-Visualand Videoconferences (MS Hubs, Rolling Stands) thatallows
flexibility in where VC can be used.

C. Invested in network upgrades to support the bandwidth requirements for new.
applications and services. Wearealso working with Shared Services Canada on
implementing WIFI connectivity in more offices across the country.

Onsite Presence D0 you have a t0ol to track what percentage of employees in your organization are going
into the office on a daily or weekly basis?
Yes
Ifyes:
Please specify the name of the tool:
SC has createdan application (Office Booking System) for employees to signal their
presence and confirm locations,floors and in some instances offices being accessed.

Please specify the latestdata/estimate you have on:
July 2022: 17 %of ISC employees accessed worksites.

August 2022: 20% of ISC employees accessed worksites
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Please note that this % may not be fully accurate since not all employees may have
leveraged the system, or some may have used it multiple times.
In considering the data provided above, please note thata significant proportionofour
employees are directly providing health services to communities and have continued to
access worksites atal ime during the pandemic. These employees (nurses and
employees in nursing stations) do not use the Office Booking system.

Challenges What are your top thee barriers (e.g, T65 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
Renovations, equipment and accommodation
Mental health/wellnes : desire to notreturntotheoffice
Employees who want to continue teleworking ful-time / in hybrid mode
Difficuty inapplying the approach consistently: Employees who do not ive neara
ISC/CIRNAC office

Engagement Have you consulted with your staff on the shift to hybrid work? Iso, what are some of
the key takeaways?

Formal ISC Governance, including all Sector and Branch Heads, Deputy Ministers, Union
leads (national) have been engaged on an ongoing basis on ISC's Welcome Forward
initiative and transition outof remote, with recurring messaging toallsaff having taken
place vis Deputies over the last year.

Furthermore, a Virtual Suggestion Box has been developed where all comments are
monitored and taken into consideration for the gradual return to worksites.

Have you consulted with Employment Equity Groups within your organization?
Notyet

Have you consulted with your Bargaining Agents?
Discussions have and continueto take place:
NUMCC June
Messages-48 hours in advance
HR-Sub committee to come
NUMCC planned in the Fall

Infrastructure Canada

Departmental Hybrid Profiles
Current Status: lease providea brief overview of your department's hybrid plans for fall 2022. We understand
departments ae in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for someof the questions, please indicate and provide an estimate if possible.
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Name and size of | This ink may be helpful Sizeof organization
Organization eatOrganization Name:

Infrastructure Canada

Number of Employees:

Current: 1321 (includesstudentsandcasuals)

Does your organization have regional offices?

Yes, in Montreal. The department also has a co-location agreement to provide offices to
employees in Vancouver

veyour regionalofficesGCcoworking spaces?

No

Position Didyourorganization assess positions for compatibility with hybrid work?
The department did not do an assessment position by position but did asess

Assessments organizational needs opportunities in relation to its growing mandate and overall
priorities. This included identifying theopportunites that hybrid work can offer to INFC
in order to expand our regional presence, increase diversity in our workforce, and
maximize talent pools to ensure that while socal distancing measures continue to be in
place, we continue to support our key departmental functions, The department has
identified and capitalized on opportunites in some particular job categories and roles
suchas: integratedregional planning, community-responsivepolicydevelopmentand
programdelivery, specialized talent in keyareas of economic analysis and programming,
operational functions, e., IT, HR and communications that benefit from perspectives
outsideofthe NCR, bud and expan talent pools, as wel as promote diversity.
ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
What percentage of positions were assessedtobecompatible with hybrid work, where
some time is spent workingremotely and some time is spent on-site?
What percentage of positions were assessed as compatible with fully remote work/
telework?
What considerations were applied to determine afully remote position (e.g., hiring
outsideofthe NCR, skis shortages, Diversity an Inclusion considerations, etc
We acknowledge that positions assessedfor ful time remote arenotalwaysoffered this
option

Experimentation | 1syour department currently testing out one or more hybrid models or ther aspects
supporting the implementation of hybrid work?
ves
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fo, why?
ifyes:
‘Whats your organization experimenting with?
Throughout the past spring and summer, the department has been experimenting with
hybrid ways of working.All employees have beenstronglyencouraged to return tothe
physical workplace and to experiment with onsite work both as individuals andateams.

“This period has been guided by extensive engagementa senior management levels and
in discussions through departmental governance committees. In addition, a dedicated
team the INFRATuture Secretariatwas established at INFC to supportchange and
transformation; this unithas been undertaking consultationsand engagement with
employees since fall 2021, and leading the departmental coordination for INFC's hybrid
wansiton.

The INFRAfuture teamhas also implementeda deep-dive engagement process through
the summer, applying human-centred design techniques, tofocus on employee
experience (UX Design). Thi has included closely tracking certain teams practicing hybrid
and understanding experiencesas teams and individuals. This work is capturing lessons
learned regardingdifferent team practices and operational strategies needed to support a
hybrid transition, and is also informing the development oftool and resources to
continue to support employees and managers in hybrid environment
‘Whats the experimentation timeframe?
Experimentation has occurred throughout this past spring and summer, and has been
supported by regular staff meetings at different evels across the department to outline
expectations forregular and recurring in-person work, in ne with a commitment to
continue to build to an increased presence in the physical workplace tis fall. ADM
message wil reinforce this expectation in the coming weeks, formally marking the
department’ hybrid work model with more detailed expectations for onsite presence,
while recognizing the continued ned for adaptation.

‘What percentageofemployeesare participating?
All employees who have been using the INFC offices throughoutthispast spring and
summer, have been partof the experimentation phase. Onsite presence from June to
September 2022 has been
In June 2022, unique visitors to INFC (NCR) office: 427 (325%)
In July 2022,unique visitors to INFC (NCR) office: 387 (29%)
In Aug 2022, unique vistors to INFC NCR offce: 500 (38%)
In Sept to-date (Sept 1-14) unique visitors to INFC (NCR) office: 473 (36%)
The departmental application for reserving workspaces (Bille) hasshown a steady upward
wend in the spring and early summer, with usage declining slightlyin Jul, but increasing,
again from August to September.
Is participation voluntary or mandatory?
Participation has been voluntary but encouraged

How is data being collected?

Data andfeedbackare collected from several sources:
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Administrative data. Data collected for various internal administrative purposes, including
for human resources, accommodations, security, and more, provide important contextual
information especially for senior management direction setting and decision making.

Survey data. INFC draws on data collected through internalpulsesurveys (conducted by
Audit and Evaluation), and the Fall 2021 EmployeeSurvey (conducted by the INFRAfuture:
Secretariat). The Public Service Employee Census (PSEC; formerly the Public Service
Employee Survey (PSES)) will provide an additional sourceofdata by early FY2023/24, and
provide for comparison between INFC and other GC departments along various
dimensions of interest.

Hybridfeedback form. Employees who work onsite, aswellasindividuals working
remotely with whom they interact, are invited to complete abrief feedback form at the.
end of each day of onsite work.

Employee engagement. INFC draws on qualitative data collected through numerous
employee engagement sessions conducted by the INFRAfuture Secretariat throughout
winter 2022. The insights that emerge from the analysis of these data provide for rich
context for INFC's transition to hybrid.

Ad hoc feedback and questions. Employees are invited to submit questions and share
feedback throughageneric inbox (fwi-mtf@infc gc.ca) and have occasionally had
opportunity to pose questions through INFC events, such as the Deputy Minister Forum
held on April 28, 2022. Thesequestions are analyzedforcommon themes and providea
basis for adjusting the Department's evergreen ist of hybrid FAQs thatare shared on the
INFRAnet.

Following Identified Teams (UX Design). INFC is followinga small subset of teams who
have volunteered to serve as test cases. At several points over the summer, each team
hasresponded to a setof questions designed to better understand their experience in
transitioning to hybrid. These data along with the information shared through discussions
form the qualitative data set of the employee experience process.

‘What outcome measures* is your organization using:
The departmenthasestablished some key measures that s has been benchmarkingand
racking through its pulsesurveys and most recent Employee Survey (Dec 2021), related
to (for instance):
Satisfaction with the department, intent to stay or leave:

Workload,stress, ability to complete work, and work-life interference factors
Senseoffeeling connected and valued
Opportunities for growth and development
These are being measured along axes of job types (executives, supervisors, non-
supervisory employees, casuals/contract workers, students & interns), by branch, and

alongdiversity axes (gender, visible minority, disability, Indigenous...)

We have also been developing a more robust framework for measuring hybrid success.
built on the above, and looking at additional factors such as: other recruitment and
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Tetention measures, healthy work conditions, inclusion and performance measures, etc
This work still in early stagesof development, but the department i keen to collaborate
with other organizations on such frameworks.

Asaregular tracking measure, we also monitor onsite presence daily and weekly by floor
(branch proxy) and organizationally, for ageregate trends (not individual monitoring)

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-widehybrid experimentation efforts. Some.
‘examples include diversityandinclusion, mental health, talent retention, onboarding,
social cohesion.
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO Research and Experimentation teamwould centrally administer an
evaluationof the hybrid models you are testingandprovide you with a departmental
summary and a GoC-wide roll-upofthe results of otherparticipating organizations,
The department has been in contact with the OCHRO team and is interested in being part
of the experimentation federal community fo hybrid. We would ike to work with OCHRO
andother departments in refining the measures before administeringan evaluation
module.

Ifyes, please providea contact name:
Contact is Natalie Frank, Director, Ifrafuture Secretariat
Natalie Frank@infc gc.ca
343.550.5903

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Will be fully implemented during the fall, with a formal communication to staff expected
in the near future to clearly outline and confirm expectations.

How many days are staffwho worked full-time remote during the pandemic now required
to come into the office? If your organization i testing multiple models, indicate as many
as apply:

Once a month or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four daysa week
Five days aweek (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

We are applying an equivalent of 40 %of time per month, to correspond to space use that
optimizes the office space we have available for our growing workforce without a
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Corresponding additional footprint, while mooring changes In pubic health conditions
which may require further adjustments.

The monthlyapproach wil ive branches and teams somegreater flexibility to orchestrate:
scheduling, recognizing different team and workflow needs, and our space limitations.

How are the on-site days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days" where everyone in the team comes on-site
Acombination of a) and b)
Other: This wil be team and branch determined, based on the nature of the work and
what makes sense for teams and employees to be able to function. Organizationally, we
expect it will include elementsof a) and b) recognizingthatdecisionswill not be solely
based on individual preferences, and will need to align with team members, partners,
managers, and space availabilty, etc. Teams are encouraged to use a Team Charter,
including work arrangements (template tool provided) to help establish team work
patterns and practices, operating needs, expectations and norms.

How didyourorganization choose hybrid models?

Postion prof assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
Other: A combination of recognition of importance of in-person connections to function
effectively to deliver our mandate, precedence set by other government organizations,
employee engagement/ team and branch exercises (charters are supporting tools), and
space limitationsa a diving consideration (., the organization expanded significantly
due to the new portfolio and programming so workforce increased without
new/aditional space)

Did your organization apply a GBA lens when choosing hybrid work models?

No formal GBA lens was applied but inclusion has been considered i al facets of the
hybrid transition. In addition, the department has a dedicated team for Anti-Racism,
Equity and Inclusion who have been implicated throughout the planning and
implementation of INFC's hybrid transition.

Real Property& Howsyourofficespace currently configured?
Technology Our office space configuration includes: Hoteling workstations, diffrent size boardrooms,

some executive (closed) offices. Boardrooms have all been equipped with technology and
equipment to facilitate employees taking full advantage of the hybrid experience,
including Microsoft Hubs in all meeting spaces
The department hasmadesignificant investments in recent years, beginning even before
the pandemic, for workspace optimization and preparing for a modern GoC workplace.
Thishas included investments in spaces and furniture to enable employees to work
effectively in different ways (from collaboration spaces to individual updated individual
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Workstations) as well a5 technologies and software to facilitate remote and Fybria
meetings.

Hasyour organization considered buildingmorecollaborative workspaces andor
boardroomstobatter facilitate hybrid meetings?
Ves. Work is underway to make the next wave of adjustments to INFC offices
configuration -this includes building more collaborative spaces, activity-based work
areas, introducing work zones, and tailoring branch floors/areas to their needs. Are you
planning to reduce your office footprint?
No given INFC's growth,our footprint is already relatively small in comparison to our
workforce. INFC'offices can house approximately 50%ofis workforceatonetime
(without physical distancing). In addition, work is underway to develop a regional
footprint as there is an emerging nee for ths based on the growth n departmental
mandate and programs.

Have you invested in technologietoadaptto ahybrid environment?Forexample,
boardroom meeting technology, online workplace booking systems etc)
Yes. Investments include:
Lockers, ergonomic equipment
SurfaceHubs in meeting rooms
Online workplace booking system (bile app)

Onsite Presence 100you have a tool to track what percentageofemployees in your organization are going
into the office on adaily or weekly basis?
Yes. INFC is using aggregate data and not measuring based on individual presence.
tyes:
Please specify the nameof the tool:
We use bothour Billie app(bookingsystem) and security logs. Thedata below foronsite
tracking i based on security logs
Please specify the latestdata/ estimate you have on:
<1% of employees inoffice full ime
The remaining population of the department s shifting to hybrid work as the department
implementsits transition
Numberand %of employees in hybrid work
In June 2022, unique visitorsto INFC (NCR) office: 427 (32%)
InJuly2022, unique visitors toINFC (NCR) office: 387 (29%)
In Aug 2022, unique vistors to INFC (NCR) office: 500 (38%)
In Sept to-date (Sept 1-14), unique visitors to INFC (NCR)office: 473 (36%)
“note that presence a the Montreal offce has been low since those offices have been
under renovation during this period
5of employeesfulltime teleworking
1 employees havea ull time signed telework agreement, this equates to 3%
These agreementsapply to employees who had telework agreements prior to the
pandemic, as well as employees who have been hired intentionally outside the NCR
Time period the data refer to:
Experimentation Phase: June 1 - September 14, 2022

Challenges What areyour top three barriers (e.¢, 765 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
The transition to hybrid work i a significant change tht follows several years of
unpredictability and uncertainty that translates nto a climate of change exhaustion and
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Teststance. The fact that social GISancing measures are sulin place n federal ofices also
generatessignificant reactions among staff who have difficultyseeingthe benefits of in-
presence connections while these measures remain in place. Thisgeneratesan important
communication and implementation challenge.
For INFC, this reality co-exists with significant space limitations to be able to orchestrate:
an effective return to offices.
INEC's workforce has almost doubled during the pandemic, including significant growth in
the number of regional employees, whichserves the interestsofthe department in
providingon the ground intelligence. Integrating these employees ntoa hybrid work
model, while people management and accommodations polices are being
updated/modernized to reflect the current reality, will need to continue to bea focus as
we leverage the local knowledge and insightthat comes from attracting and retaining
talent from outside the NCR.
A anoverall observation, INFC aso faces~ keal federal departments~the challenge of
striving for coherence with OGDs, while reflecting the organization's culture and operating
reality, and being flexible and adaptable to future events and needs.

Engagement Haveyouconsulted withyourstafon the shift tohybridwork? If so,what aresomeof
thekeytakeaways?

ves.
Teams have indicated thatthey want/need.
greater larity of expectations
flexibility for onsite days
transparent/honest communications
voice, opportunity to give feedback
Leader toolkit with polices, practices, expectations
Early experiencesof employeeshave noted that hybrid works best when...
people can plan thei days around onsite presence
collaborators are also onsite and easy to find
teamscanalign thir onsite presence with tasks best suited to in-person (e.g. onboarding,
more complex collaborations, etc)
workflows and workloadscan be adapted to the realityof onsite presence
Common concerns were raised in relation to.
hybrid definition for regional employees; travel policies
adapting to hybrid approach while managing heavy workload
policies/procedures for exceptional cases

protectingequity, diversity and inclusion gains
imitations of office accommodation for disabilties, medical diagnoses, etc
some general health and safety considerations/still volving publichealth context
Some other over-arching takeaways and lessons include:
Hybrid activity works best when people can plan for it, and organize work to seize the
benefits of both ofice and home
Employees recognize the social and collaboration opportunitesofre-integrating some.
onsite presence, but it requires a critical mass of people and ways to coordinate schedules
Flexibility remains important, especialy as individuals and teams ae figuring out what
works
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Updates and modifications to spaces and tools are tll needed, but we haven't had
enough experiences yet to know what supports will be most helpful in serving everyone
Employees want ongoing opportunities to provide feedback; and the more experience
they have with hybrid working, the more specific and constructive theirfeedback gets

Have you consulted with Employment Equity Groups within yourorganization?

Although not specifically on thi topic we regularly engage our Anti-Racism, Equity and
Inclusion team, and there has been diverse representation reflected in our employee
engagements.

Have you consulted with your Bargaining Agents?
We keep them informed of the approach and communications to staff

Innovation, Science, Economic Development Canada
Departmental Hybrid Profiles
Current Status: lease provide a brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, lease indicate and provide an estimateifpossible.

Name and size of | This link maybe helpful: Szeoforganization
Organization Organization Name: Innovation, Science, Economic Development Canada

Number of Employees: Approximately 5700 employees

Does your organization have regional offices? Yes

Are your regional offices GC co working spaces? No

Position Did your organization assess positions for compatibility with hybrid work? Yes
ifyes,

Assessments What percentage of positions were assessed as having full-time in-office requirements?
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
What percentage of positions were assessed as compatible with fully remote work/
telework?
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What considerations were applied to determine a fully remote position (e.8, hiring
outside of the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
Response:

SED senior management has collectively landed on its assessments of roles/teams. While
some limited fluctuations might still occur, the distribution of work profiles isstrongly
aligned with ISED's hybrid vision with approx. 78% of our workforce in a hybrid work
profile, 6% full-time in-office and 16% fully remote/telework. Telework exceptions were
applied consistently across sectors based on the following criteria:

Whether there may have been decisions made about a team/role pre-pandemic (¢.8.,
team already teleworking pre-pandemic due to nature of work performed by team); and
Data entry role with productivity lossif required to come on-site.
Hired at non-commutable distance (for reasons such as Employment Equity, Diversity and
Inclusion considerations, Duty to Accommodate or Unique/Specialized talent) -- note this
criteria s being assessed on on individual basis between HR and the manager. An
approach is still being developed. We acknowledge that positions assessedfor ull time
remote are not always offered this option.

Experimentation 1s your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes/No

Ino, why?
Ifyes:
What is your organization experimenting with?
What is the experimentation timeframe?
What percentageof employees are participating?
Is participation voluntary or mandatory?
How s data being collected?
Someexamples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share agsregate results

What outcome measures" is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion,mental health, talent retention, onboording,
Social cohesion.
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
ths initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid modelsyou are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes/No/ My organization s already a partner

Ifyes, please providea contact name:
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Response:

Experimentation is one of SE's principles forourtransition to hybrid.

Since July 25, ISED has been testing out a hybrid model, whereby, EX and EX equivalent
employees (approx. 344) were to start to work on-site 2-3 days per week. Feedback from
EX/EX equivalents is beingsought via governance committees, feedback forms, and sector
representatives. High-level findings will be shared with governance committees and wil
be published on the Future of Work intranet page. This feedback will be used to better
support employees’ transition to hybrid in the fal.

Wearealso testing out different hybrid models such as one day a week (for some internal
services functions)vs. our expected, on average, 2-3 days/week. Wearealso
experimenting with full-time telework in some areas and havea pocket whereweare
experimenting with non-commutable distance.

While the majority of ISED's workforce shifted to working from home during the
pandemic, there was a small percentage of employees who continued to work on-site.
Over the first two years of the pandemic, the numberof employeesworkingon-site grew
to about 15% of the workforce. ISED collected feedback from these employees to
understand their experience working in a quasi-hybrid environment through focus groups
and feedback forms.

The feedback provided was similar for most employees within this stakeholder group:
there should be a clear value-add or purpose in working on-site; there needs to be a
critical mass of people on-site in order to seize the advantages of connectingand
collaborating in-person; and preference i for flexibility in determining when to come on-
site and for how long in any given day.

We have also recently launcheda survey to ISED employees asa form of ‘pre-post study”
that compares outcomes for employees before and afterthey experience working ina
hybrid environment. For example, it will measure attitudes and perceptions before, during
and after the implementation of ISED's hybrid work model. This will help assess whether
perceptions around the transition to hybrid have improved over time, worsened,or
remained the same. The survey will help ISED understand whati happening in the
employees’ experience in the transition to hybrid in order to identify meaningful
opportunities for targeted experimentation.

ISED is also interested in thefollowing questions:
What practices are most effective for the adoption of key mindsets and behaviours within
ateam (e.8. related to communication, priority-setting, inclusion)
What tools are most effective for scheduling hybrid teams?
What activities build the strongest connections between team members?
Does increased exposure /acclimatization reduce concerns, anxiety, and/or increase
desire to work on-site?

While ISED has adopted atest and learn approach thus far, we anticipate launching more
formal experimentation that will be monitored and documented to reflect the
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‘methodologyand rigor required for bona fide experimentation as reported through the
Management Accountability Framework.

We are exploring more information about TBS's Hybrid-in-a-box experimentation
initiative.

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/ No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? If ourorganization is testing multiple models, indicate as many
as apply

Once amonth or less:
One to three daysa month
One day a week
Two days a week
‘Three days a week
Four days a week
Five days a week (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employeescome into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

Didyourorganization applyaGBA+ lens when choosing hybrid work models?

Response:
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SEDs transitioning to a hybrid work environmentto leverage the best of both in-person
and virtual work to deliver results. Every employee at ISED (including casuals and
students) will avea work arrangement tha fits into oneof three work profes: hybrid,
onsiteortelework. Work profiles are determined based on the nature of the work being
performed and the operational requirements of the role. The majority of SED can
anticipate adopting2 hybrid profile, working from an ISED location around 2-3 days a
week, some employees may have more or less in-office days due to their job function.

SEDs work profiles include:
Hybrid profile The employee works part time at their designated SED location from one
10four days per week and the rest of the time from their telework location.

Onsite profile: The employee generally works fulltime at ther designated ISED work
location and may work offsite on an ad hoc basis (e.g. one day per month) when the
ircumstances permit.

Telework profile: The employee generally works ull time from their telework location and
could be requested to work on site occasionally, with reasonable notice, for purposeful n-
person activities (e.g. one day per month for brainstorming sessions). The telework
location must be within commuting distance of their designated ISED workplace.

SEDis adopting a scheduled” approach to hybrid work. This means that employees have
predictable days that they work on-site. The ‘scheduled approach creates greater
opportunity to connect and collaborate with intention. It also helps with logistical
planningto ensure appropriate coverage of first aid officers, floor wardens, and for
seating.

Managers will have one-on-one discussions with employees to understand employee
preferences on scheduling, accommodation needs as wel as lead team discussions on
team practices (consensus on coordinating on-sitetasksand ways of working in hybrid).
Following these discussions, the manager will considerthe inputand feedback from and
proposea team schedule.
Guidance has been shared with managers to support scheduling, which include tps such.
as
Working together ~ Working on-site may be more valuable if team members are on-site at
the same time to connect, collaborate, and create together.
Coordinate or share on-site tasks ~ Coordinating and distributing on-site services and
tasks among team members can enable more flexibility for individualworkarrangements
(e:8, an employee s originally assigned to the on-site work profile because they need
daily access to specialized equipment, however, their team can create a schedule that
distributes thiswork among the group, and reduces the number ofdaysthe employee
needs to bein the office).
Consider other teams — Consider aligning with schedules of other teams within your
branch, particularly if you connect, collaborate or create together with them
Because work profiles were determined based on the nature of the work being performed
and the operational requirements of th rolea GBA ens was not applied tothe mapping.
of positions into one of the three work profiles outlined above. However, through
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Conversations between managers and employees about the employee's work
arrangement, certain flxibilties may be considered due to equity, diversity, inclusion,
and accessibility considerations, such as the numberofdaysan employee s expected to
work on-site or the start/end timesofthei day. Through these conversations, employees
Who need to telework ull ime due to an accommodation need wil be identified and
supported to seek aformal accommodation.

Real Property & How is your office space currently configured?
Hoteling workstations.

Technology Traditional assigned cubicles
Activity Based Workplaces
Other:
Response:
Atthe onset ofthe return to the workplacethis fal, most ISED employees will havea

traditionalassigned cubicle, but some employees willhareanassigned cubicle (shared by.
two employees on different days).

n addition, hoteling workstations have been installed over the last few months a few
sectors and/or units where the growth was significant throughout the pandemic. These
hoteling workstations are unassigned. To help manage this, unassigned seats are being
loaded ito ISED's new seat reservation application called BURO.

ISED has also started to deploy the new workplace it-up standard, GCworkplace, which
are activity-based workplaces. However, most of SED workplaces are not yet modernized

this new standard.

SEDs also onboardingto Public Service and Procurement Canada's
GCcoworking. GCeoworking consists of alternate office spaces closer to people's homes.
AUISED, employees will beable to use these locations as analternate telework location f
theypreferworking in a office environmentcloser to home durin their teleworking
days, however, the access to. GCcoworking site will ot be used asan alternative location
for days required to be working on-site from an ISED location. The purpose of the onsite
days are to bring people together with purpose to connect, collaborate and create. This
Would not be achieved with an employee attendingaGCcoworking it.

Has your organization considered building more collaborative workspaces and/or
boardrooms to batter facilitate hybrid meetings?
Response:
ISED has started to convert closed offices into small/medium work rooms to failtate
hybrid meetings. Given most boardroomsare not occupied a this time, we will monitor
usage and availabilty of boardrooms and collaborative workspaces following our
transition to hybrid thi all and will develop a plan to make further adjustments where
required
Are you planning to reduce your office footprint?
Yes/No
Response:
Overthepastfew years, ED has been accommodatingall new programs (1000+ FTEs)
within ts headquarters, resulting in a more efficient use of its office footprint via
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densification. Ona moving forward basis, SED will I00k at further opportunities to make
a beter use of its office footprint, considering possible reduction of footprint,aswell as
other models in regional offices such as co-locatingwith other departments.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
Ifyes, please list
Response:
Virtual collaboration tools are made available to ISED employees to make it easy for teams.
toconnect and collaborate, no matter where they are. ISED employees have access to
many tools that help them stay connected while outside of the office ike MS Teams, BBM
Enterprise, WebEx, and more.

In addition, many boardrooms on-site are equipped with Microsoft Surface Hubs or
technologies to facilitate the use of MS Teams. Viva Insightsis a new tool for employees.
that helps them identify opportunities to build better work habits with personalized
insights created just for them in order to balance flexible work, changing workplaces and
setting health boundaries

SEDhas developed afewapplicationsto support the department's transition to hybrid.
We arefinalizing the development ofa telework agreement applicationto capture all SED.
employees telework agreements in an electronic format,allowing for easy reporting. SED.
has also developed a new seat reservation application called BURO to help manage the.
reservation of unassigned hotelling workstations and most workstations in a modernized
GCworkplace area.

Onsite Presence D0 you have a tool to track what percentage of employees in your organization are going
nto the office on adail or weekly basis?
Yes/No
Ifyes:
Please specify the name of the tool:
Please specify the latest data / estimate you have on:

5% of employees n office fulltime
5% of employees in hybrid work
3% of employees full time teleworking

Time period the data refer to
Response:
SEDhas developed aTelework Agreement Application torecord and track telework
agreements to be signed by both the employee and manager. We currently do not have
any data in the application as it's soon to be launched.
In addition, ISED will use its access card system to report onon-site occupancy levels at
the sector-level and at the organization level. Given privacy considerations, the system
will not be used to track nor report on the access of individuals

Challenges What are your top three barriers (e.g. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transitionto a hybrid workplace?
1. Communication& change management: Communicating the hybrid model and
timelines for fall onboarding, ensuring employees understand the rationale for the return
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to n-office work, supporting employees through the transition, and the varying
departmental approaches to hybrid.
2. Equipment & asset management: Ensuring proper in-office set up by onboarding, return
of office equipment, creation of equipment packages for different work profile, and
maintaining accurate inventoriesof assets.
3. Managing hybrid workforce: Hybrid is a new way of working for many ISED employees
and managers.Weanticipate there may be unique challenges uncovered from this change
that wil need to be understood and addressed. We want to encourage a culture of
measuring performance based on results.
4. Health& safety: Some employees have indicatedconcerns about returningto on-site
work because of the ongoing pandemic. ISED has and continues to folow al health &
safety guidelines outlined by OCHRO.
5.785 policies/HR frameworks: Current polices and frameworks that impact and
discourage telework at no-commutable distances have been a point ofdiscussion among
senior management. Many clients would like to take advantage of the telework at non-
commutable distance when thereis a business or organizational need.
6.6C Workplace modernization: Th rolloutofworkplace modernization is till underway.
While employees will be transitioning to ISED's hybrid model and a new way of working,
they may be returning to offices that look the same as they did pre-remote work.

Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Response:

“The Future of Work Office has collected feedback from employees on the transition to
hybrid through various mechanisms.

Through the use of targeted engagement sessions, we have sought feedback rom
employeeswhoworked on-site between March 2020 and summer 2022, and experienced
working ina quasi-hybrid environment, The feedback provided was similar for most
employees within this stakeholder group: there should be aclear value-add or purpose in
working on-site; there needs to bea critical mass of people on-site in order to size the
advantagesof connecting and collaborating in-person; and preference is for flexibility in
determining when to comeon-site and for how long in anygivenday.

We ae in the process of completing targeted engagementsessions with Executives and
Executive equivalents who experimented with hybrid over the summer, and ISED's
Employment Equity Networks on thir perceptions of hybrid work. Ital feedback from
EX/EX equivalents include:

It takes time toadjustto being back on-site, both personally in terms of one's
outine/lgistics and professionally n terms of how one organizes their work day/being
setup in office.
Productivity impacts. Many people felt they worked more during pandemic and now we
are used to a higher evel of output; commute time viewed as cutting ino the work time
needed to maintain that new standard of productivity we've achieved; the exhaustion
associated with going nto the office affects peoples abilty to work a second shift” in the
evenings
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Technology. This could refer to the learning curve of using new tech, or the.
tech/equipment issues when coming on-site. There are productivity losses associated with
these things.
Meetings. People are concerned about having enough space for meetings once more
peopleareback on-site. Many are converting EX offices into meeting rooms. Peopleare
also struggling to accommodate back-to-back meetings when on-site; behaviours need to
adjust to allow people space to move from meeting to meeting.

We have also collected feedback from employees through various information-sharing
activities (22), such asan all-staff townhall heldin June 2022; information sessions held
with Executives, Managers, and Supervisors; and various working groups related to the
futureofwork. 619%of the feedback is questions related to health and safety, active.
pandemic, locationof work, commutable distance, workspace modernization, work
arrangements/profiles, equipment and thewhywe are doing this change.

Lastly, we have regularly collected feedback on the transition to hybrid througha
feedback form thatenables employees to anonymouslyshare their perspectives with our
Office. Since June 2022, we have received 157 feedback forms. Maintopics are health and
safety consideration, more information on the why we are transitioning to hybrid,
equipment and flexibility options offered.

Have you consulted with Employment Equity Groups within your organization?
Response:
The FutureofWork Office has directly engaged with equity-seeking employees, groups,
and their leaders, such as through four consultations with ISED's Accessibilty Feedback
Panel and discussionswith the Chief Equity and InclusionOfficer and EDI Champions and
Chairs. We have also received feedback through other forums, such as the DM Townhall
held in June, Future of Work Working Groups, and FutureofWork Feedback Form. An
overviewofthe key messages and actions to date was presented to ISED's Senior
Management Committee in August.
In September, we will be hosting engagement activities with ISED's six EE Networks. These
sessions have been developed in close consultation with Champions andChairs and will
prioritize meaningful and respectful engagement with participants. The objectiveofthese
sessions will be to better understand employees’ perceptions of the transition to hybrid
and howISED can support employees through this change. FOWOwil analyze the results
from these sessions and share them with key stakeholders this fal
We expect to do future engagement sessions with equity-seeking groups athe transition
10 hybrid unfoldsthis fall and winter. We will also have opportunities to collect insights
through surveys being planned over the next year that will allow for results to be
disaggregated and analyzed for equity-seeking groups.
Have you consulted with your Bargaining Agents?
Response:
Yes, Bargaining Agents continue to be engaged.For example,providing them updates on
our approach, seeking input on our guides to establish work arrangementsand sharing
the content and approach for our new telework agreement application.
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Invest in Canada
Departmental Hybrid Profiles
Current Status: Please providea brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some ofthe questions, lease indicate and provide an estimate if possible.

Name and size of | This fink may be helpful: Szeoforganization
Organization Organization Name: Invest in Canada

Numberof Employees: 67

Does your organization have regional offices?

Yes/No

Are your regional offices GCco working spaces?
Yes/io
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Position 01d yourorganization assess positions for compatibility with hybrid work?
Assessments Yesfiotyes,

What percentage of positions were assessed as having full-time in-office requirements?
0%
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site?
s0%
What percentage of positions were assessed as compatible with full remote work/
telework?
s0%
What considerations were applied to determine a fully remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
labour access outside the NCR, in some cases bilingual labouraccess outside the NCR
~ operational abilty with organization's technology infrastructure (cloud-based)
extent of external stakeholder interactions (site visits, in-person meetings, etc.)

We acknowledge that positions assessed for full time remote are not aways offered this
option.

Experimentation | Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

no, why?
yes:
What is your organization experimenting with?
Cis implementing our FutureofWork Operational Plan. The Plan was developed to
formalize the currenthybrid approach. twill support employeesto ensure they have
access to flexibleworkarrangements, create opportunities for socal connections with
colleagues and establish a foundational agreement to ensure the health, safety and
wellbeing of the employee is formally considered.

“The Plan outlines the polices, protocols and processes supporting, with the following.
considerations:
At this time, the current IC physical workspaces will be maintained asi, o support
business continuity and service delivery to cents.
IC will continually reassess the impact of the implementation on its operations and
employees; and will proceed with the appropriate adjustments, when and as require.
Consequently, the current polices, protocols, and processes supporting the transition may
evolve
Employees can find the most up to date in office and in meeting protocols on the HR Hub
(intranet)

“The Plan consistsof8 key elements as outlined below:
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1. inclusivity and Organizational Culture—commitment of creatinga workplace where all
employees nomatter their level, location or remote work statusare empowered to
actively participate and use their voice.

2. In-Person Meetings - commitment to host two all staff meeting per year and bring
individual business units together three times per year for team development and
strategy sessions.

3. Assigning PositionStatuses evaluate the ability of remote work for ll IC oles, some
are required to meet with clients, attend in-person events, or work from the office. This is
based on the core responsibilities and accountability of each position. Each position at IC
has been provided with a status that outlines whether theyare required to work ata
designated office to fulfil the core responsibilities of thir role, or whether they could
return to office voluntarilybasis ortelework on a fulltime basis

4. Telework Agreements — based on the remote work statusof the employee's position
and their location, employees can sign a part-timeor full-time telework agreement.

5. Flexible Business Hours—provided employees the opportunityto adapt theirstart and
finish times within the core business hours based on their personal commitments.
Employees must maintain 37.5 hours per week.

6. Telework Training Program ~ implemented a training program to supporta teleworking.
environment including health and safety training, emergency and disaster preparedness.
as well as manager training to support the managementofvirtual teams.

7. Mental Health Resources — created an intranet page outlining multiple initiatives
including the EAP, group benefits insurance, work from home support, etc

8. At Home Office Equipment ~ formalize the existing equipment standard for new and
existing employees to ensure access toa standard set up equipment is applied and create
adefinedprocess to request equipment and ergonomics assessments.
What s the experimentation timeframe?
IC will evaluate the success of this plan approximately one year following the
implementation of the Plan in June 2023.
What percentage of employees are participating?
100%-all employees are teleworking in some capacity
Is participation voluntary or mandatory?
Voluntary

How s data being collected?
Someexamples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share aggregate results

- Employee surveys
- Administrative data
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What outcome measures" is your organization using:
~ employee retention rates
results of pulse surveys and the PSES
- departmental performance indicatorsasoutlined inthe results framework
team and employee performance indicators

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upofthe results ofotherparticipating organizations.
Yes/No/ My organization s already a partner

Ifyes, please providea contact name:

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/ No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office?If yourorganization is testing multiple models, indicate as many
as apply

Once a month or less:
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days a week(full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
Acombination of a) and b)
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Other:

How did your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations.
Employee engagement / Team charter exercises.
Other:

Did your organization apply a GBA+ lens when choosing hybrid work models?

GBA lens was not applied during development though IC s undergoinga GBA review
and audit over the next year which will include the Future of Work Plan.

Real Property & How s your office space currently configured?
Hoteling workstations.

Technology Traditional assigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better faciitate hybrid meetings?
Yes/No
Are you planningto reduce your office footprint?
Yes/No
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes/No
Ifyes, please ist:
boardroom meeting technology through Microsoft Teams.

Onsite Presence | D0 you have a ool to rack what percentage of employees in your organization ae going
into the office on a daily or weekly basis?
Yes/No
ifyes:
Please speciy the name of the tool:

Please specify the latest data / estimate you have on:
++ Estimate ibased on the telework agreement that IC employees have signed, fume
telework and part time telework (hybrid work)
0% of employees inoffce full time
67 % of employees in hybrid work
33% of employees full time teleworking
Time period the data refer to:

Challenges What are your to three barriers (e., TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
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T_ Facilitating informal connection of teams which acta the foundation for formal
collaboration
2. Materials managementprocesses
3. Continuingto rive employee engagement and satisfaction

Engagement ave you consulted with your staff on the sit to hybrid work? so, what are some of
the key takeaways?
We consulted with staf in September 2021, as we developed the FutureofWork Plan.
Generally, employees enjoy working from home, they feel productive and enjoy the
flexibility. Employeesfe s though they can continue to do theiwork from home long-
term with the tool, they have but would ike more time to collaborate on complex topics
and connect socially in person.
We have not consulted with staff since implementing the FutureofWork Plann ate June
2022
Have you consulted with Employment Equity Groups within your organization?

Not yet, ICwill be implementinga DEI Advisory Comittee thi yar and will use this
committee for feedback related tothe Plan going forward.
Have you consulted with your Bargaining Agents?

N/A

Library and Archives Canada
Profs hybrides des ministires
Situation actuelle: Veuillez fourir un bref apergu des plans hybrides de votre ministére pour Fautorne 2022.
Nous comprenons quelesministersen sont adiverse étapes de lanification et de mise en ceuvre, et que ls
plans continuent dvoluer. i information nest pas disponible pour cetaines ds questions, veuille findiquer
etfourni une estimation i possible.

omettail de Voich un len qu peut vous gtr ute: Taille de [organisation
organisation

Nom de Forganisation
iblothéque et Archives Canada
Nombre d’employés.
947 employés
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Votre organisation a-t-ele des bureaux régionaux?

oui

Vos bureau régionaux sontils des espaces de coworking GC 7
Non

Evaluations des postes | Est-ce que votre organisation a évalué la compatibilté des postes avec le
travail hybride?
oui
Dans affirmative,
Quel pourcentage des postes ont été déterminés comme étant des postes
oi les employés doivent étreprésentsau bureau a temps plein?
19%
Quel pourcentage des postes ont été déterminés comme étant des postes
compatibles avec le travail hybrice, oi les employés peuvent consacrer
une certaine partie de leur temps au télétraval et doivent travallr sur les
liewsle reste du temps?
a7

Quel pourcentage des postes ont été déterminés comme étant des postes
compatibles au télétravail3 temps plein?
3%

Queles considérations ont été appliquées pour déterminer un poste
entiérement éloigné (par exemple, embaucher3 extérieur du RCN,
pénuris de compétences, considérations relatives a 1a iversié et &
inclusion, etc.)

Puisque notre approche est baseée sur es profil de poste, nous avons a
possibilté rembauchera Fextérieur de la RCN pour les postes identiiés
tempsplein en télétravailceci aidera organisation a compenser pour a
pénurie de main d'ceuve.

Nous reconnaissons que les employes occupant des postes compatibles au
télétravail& temps plein n'ont pas toujours option de travaillr de cette
Jogon.

Notre approche est basée sur les profis de poste méme si le poste est
identifé en télétravail, le choirestera aux employés de télé travaller
temps plein ou de venir travaille a temps plein ou quelques jours par
semaine en présentiel
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En ce moment, est-ce que votre ministére effectue la mise3 essai” d'un
ou de plusieurs modeles hybrides ou d'autres aspectsa [app de la mise:
en ceuvre du travail hybride?
Non

Sivous avez répondu non, veullez expliquer pourquoi?
Nous n'effectuons pas de mise 3 Fessai puisque nous avons des employés
sur place depuis aot 2020 qui travaile déja en mode hybride ou temps.
plein en présentiel basé sur les fonctions des postes ou les préférences de
certains employesde travaille sur place. En plus, nous n'avons pas encore.
mis en place des espaces partagées.
Dans affirmative:
Surquoi porte la mise a essa de votre organisation?

Quel est lecalendrierde la mise a essai?

Quel pourcentage des employés participent?

La participation est-elle facultative ou obligatoire?

De quelle fagon les données sont-elles recueillies?
HI peut sagir, par exemple, de sondages aux employes, de données
administratives et de données sur les systémes des RH, de données sur les
systémes de Ti etc.
*'ivous avez des données sur le ressenti des employes, veuillez partager
les résultats agréges.

Quelles mesures de résultats votre organisation utilise-t-elle ?

Les indicateurs des résultats désignent les aspects des résultats de la mise
 Fessai qui éclaireront les décisions futures. Dans le but d'orienter nos
activités de mise & I'essai du travail hybride & [échelle du gouvernement,
nous voulons en savoir davontage au sujet de ce qui est important pour les
organisations. En voici quelques exemples : a diversité et Inclusion, lo
santé mentale, a rétention des talents, 'intégration, a cohésion sociale

Etes-vous intéressé & vous joindre &Initiative d'expérimentation * Hybride
en boite * du BDPRH ? Dans le cadre de cette initiative, Iéquipe de
recherche et d'expérimentation du BOPRH administrerait de facon
centralisée une évaluation des modéles hybrides que vous testez et vous
fournirait un résumé ministéril ainsi qu'une synthése des résultats des
autres organismes participants 3 échelle du gouvernement du Canada.

Oui/ Non/ Monorganisationest déja un partenaire

ooosss



UNCLASSIFIED / NON CLASSIFIE

] Dans affirmative, veuilez four fe nom d'une personne-ressource

Modeles ybrides. Votre organisationest-elle passée3 un modéle de travail hybride?

Ou, te que mentionné précédemment, nous avons plusieurs employes
quitravallent selon un mode hybride depuis aot 2020.

Maintenant, combien de jours les employéstravailantentierement a
distance durant la pandémie doivent. venir travaillerau bureau? Si votre
organisation teste plusieurs models, ndiquez-en autant que possible
Dans notre situation, ga dépend, notre approche est basée par profil de
poste selon certains crtéres, donc ga peut varier de 1 fois par mois jusau'
5 jours par semaine (temps plein).

Critres pour déterminer les profil de poste en fonctions des
Exigences opérationnelles
Exgences fondées surla nature du poste
Vaira ile d'analyse en annexe:
Pour les poste identifies télétraval ly a pas obligation devenir sur les
tiew du travail.

Une fos par mois ou moins.
O'un a trois jours par mois
Un jour par semaine
Deuxjours par semaine
Trois jours par semaine
Quatre jours par semaine
Cing jours par semaine (a temps plein)
Ne sapplique pas : On a pas indiqué aux employés quis devaient
travaller sur les lew de fagon régulire.

Diférentes exigences en fonction de emplacement des employes
Autre:

Sivous avez sélection plusieurs modzles hybrides ci-dessus, veuillez
inclure des informations supplémentaires sur les modes que vous
testerez et sur la maniére dont is appliquent 3 ensemble de votre
organisation

Comment chositon les jours os Femployés doit travail au bureau?
Les employes choisissent eux mémes les jours ols veulent travaller sur
le lieu de travail. * avec leur gestionnaire et selon les besoins
opérationnels
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ily a des jours d'équipe o tous les employés de Féquipe doivent travailler
au bureau.
Une combinaison des réponses a) et b)
Autre: aussi
De quelle fagon votre organisation a-t-lle choisit les modeles hybrides?

Evaluations des profils des postes
Emplacement des employes (les employes de la RCN travaillent au bureau)
Précédent établi par d'autresorganisations gouvernementales
Mobilisation des employs /Exercices de chartre d'équipe.
Autre:

Votre organisation a-t-elle adopté une perspective de ACS lorsqu'elle a
choisi les modes de travail hybrides?
Non

Biensimmobiliers et | Quelle est la configuration actuelle de votre milieu de travail?
technologie Postes de travaila a carte

Modele traditionnel de cubicules assignés.
Liew de travail basés sur lactivité
Autre:
The vast majority of LAC general purpose office space is assigned cubicles
/offices but we are doing some limited pilot testing of unassigned activity
based workspace

Votre organisation a-t-elle envisage de créer davantage d'espaces de
travail collaboratifs et/ou de salles de conférence pour mieux facilter les
réunions hybrides ?
Oui/Non—
Yes~with availabilty offunding and human resources.
Envisagez-vous de réduire I'encombrement de votre bureau ?
Oui / Non
Yes,where appropriate. LAC has recently received confirmation that its
total number of FTES will increaseby 30% plus over the next 3-5 years. Our
goal in preparing to on-board these additional resources is to ensure that
we are modernizing workspaces to meet evolving requirements and that
we are exploring opportunities to right-size our footprint where possible/
appropriate
‘Avez-vous investi dans des technologies pour vous adapteraun
environnement hybride ? Par exemple, Ia technologie des réunions dans
les alles de réunion, les systémes de réservation en ligne du lieu de
travail, ete.
Oui / Non.
Si oui, veuillez énumérer
Yes. LAC has made some limited investments in new technology to
support hybrid Teams meetings. This is an area that we would expect to
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travail eemployés de votre organisation qui travaillent sur le lieu de travail de

Oui/ Non

daily /weekly/monthly basis but it does not provide details on the

fs infor
[reJwJwJw |

non assignés, le nombres d’employés est plus grand que les bureaux

TBS policy and fact that departments do not receive any financial benefit

Don't currently have technology/tools in place to support hybrid work

‘hybride? Dans affirmative, quels sont les principaux points a retenir?
Oui, nous avons consulté nos employés en faisant un sondage:
Avez-vousconsulté des groupes d'équité en matiére d'emploi de votre

Avez-vous consulté vos agents négociateurs?

Military Grievances External Review Committee

i.
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Current Status: Please provide a brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and tha plans continue to evolve. If
information is not available for some of the questions, lease indicate and provide an estimate if possible.

Name and size of | This ink may be helpful: Siz of organization
Organization Organization Name: Miltary Grievances External Review Committee (MGERC)

Number of Employees: 50 employees

Does your organization have regional offices?

no

Ave your regional offices GC co working spaces?

na
Position Did your organization assess positions for compatibility with hybrid work?
Assessments hs

ifyes,
What percentage of postions were assessed a having fulltime in-office requirements?
o%
What percentage of positions were assessed to be compatible with hybrid work, where

some time is spent working remotely and some time is spent on-site?
100%
What percentage of postions were assessed as compatible with fully remote work/
telework?
849%- some employees may be asked to cometothe office to perform tasks related to the
maintenance of our technology infrastructure or others to work on a secret classified fil.
Otherwise, the majority of positions a the Committe include tasks that can be
performed completely remotely

What considerations were applied to determine a fully remote position (e.g., hiring
outside ofthe NCR, skils shortages, Diversity and Inclusion considerations, etc.)

We assessed allo theorganizations ob profiles and determined that only a few positions.
required to be hybrid. Otherwise, oral other profiles, the taskscan be performed
remotely. I addition, for al positionswhere the tasks can be performed completely
remotely, diversity is considered. We recruit from outside NCR to diversify our workforce.

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

160, why?
ifyes:
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What is your organization experimenting with?
Hybrid model, reserving office space (hoteling workstations)
Whatis the experimentation timeframe?
September and October
What percentage of employees are participating?
Participation will be open to all employees. However, according to our last survey we
believe that 10% will participate.
Is participation voluntary or mandatory?
voluntary

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“If you have employee pulse data, please share aggregate results

IT system-based data
Employee surveys

NO data to share. We have not started experimenting yet

What outcome measures is your organization using:

The Committee will analyze, compare and present the folowing data to is Executive
Committee to support decision making;
~The retention rate ofits employees
Public Service Employee Survey data

-Use of the Employee Assistance Program

~Organizationalperformance “Outcome measures refer to aspectsof experimentation
outcomes that wilnform future decision-making. We are interested in learning more
about what is important to organizations to help inform our government-wide hybrid
experimentation effort. Some examples include diversity and inclusion, mental health,
talent retention, onboarding, social cohesion.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes No/ My organization s already a partner

If yes, please provide a contact name: Natasha Després, Natasha despres @mgerc-
ceegm.ge.ca

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Soon to implement
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iow many Gays are aff who worked ulime remote during Th pandemic now required
to come into the office?If your organization i testing multiple modes, indicate as many
as apply
Once a month or less
One to thre daysa month
One daya week:
Two days a week
Three days week
Four days a week
five days a week(fll time)
Notapplicable: Staff have not been instructed to work on-site ata regular cadence. Only
the onboarding process with new employees wil be mandatory done in presence
Different requirements based on employee location
other:
you have selected multiple hybrid modes above, please include additional information
on the models you will betesting and how they apply across your organization:

How are the on-site days chosen?
Employees individually decide which day(s) to come on-site
There ar fixed “team days" where everyone nthe team comes on-site
A combination of a) and b)
Other: From a discussion with the manager, theemployees decide which day to come on
se

How did your organization choose hybrid models?
Position profile assessments
Employee location (NCR employees come into the ofice)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:
Didyour organization applya GBA lens when choosing hybrid work models?

Real Property & | How is your offic space currently configured?
Hoteling workstations

Technology Traditional assigned cubices
Activity Based Workplaces
Other:
Has your organization considered building mare collaborative workspaces and/or
boardrooms to better faciltate hybrid meetings?
We build more collaborative workspaces and improved aur videoconference services in
our boardrooms
‘re you planningto reduceyouroffic footprint?

cones
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Ves
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes
Ifyes, please lst
Boardroom meeting technology, online workplace booking systems, going into the cloud,

Onsite Presence | D0 you have a ool o track what percentage of employees in your organization are going
into th office onadaily or weekly basis?
ves
ifyes:
Please specify the name of the tool:
TEEM
Please specify the latest data / estimate you have on:
We do not have any data to share yet.

3% of employees in office fulltime
ZZ of employees in hybrid work

5% of employees full time teleworking
Time period the data refer to

Challenges What are your tp three barriers (e.g, T05 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
1. shift in priorities betweenfinancial savings of re-alocating space for rent us mandating
employees to return to the workplace
2. No incentive to reduce workspace,so deputyheadsare reluctant to free up space
3. The TS telework policy is too strict regarding remote work equipment. Employees
Who do not workin the office should have a minimum to work well and secure their
workplace. The policy should give more flexibility to organizations or an allowance.

Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?

We did consult employees and 85%of employees want to work remotely 100%of the
time.

Have you consulted with Employment Equity Groups withinyour organization?

no
Have you consulted with your Bargaining Agents?
We have informed bargaining agents at ou ast Labour Management Consultation
Committee meeting which was held August 23".

costs



UNCLASSIFIED / NON CLASSIFIE

Military Police Complaints Commission of Canada
UNCLASSIFIED/ NON CLASSIFIE

Departments Hybrid rofes
Current Status: lease providea brief overview of your department's hybrid plans for fal 2022. We understand
departments ar in various stages of planning and implementation, and that plans continue to evolve. If
information is not avaliable fo some of the questions, please nlcate an provide an estimate if posse.
1. Name and SizeofOrganization
This link may be helpful: Size of organization
Organization Name: Military Police Complaints Commission (MPCC)

Number of Employees:
On September 6, 2022, the MPCC counted 34 employees (including casuals and students)

Doesyour organization have regional offices?
No
Ave your regions! offices GC coworking spaces?
No
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2. Position Assessments
Did your organization assess positions for compatibility with hybrid work?

Yes/No Yes, based on the current work descriptions and discussions with Senior Management
Yes. In the spring of 2022 and with the assistance of managers, senior management developed a hybrid
workplace profile for all our positions. Note, the exercise was based solely on the work descriptions and duties
performed. The results were shared verbally and in writing with employees in the summer of 2022.

What percentage of positionswereassessed as having full-time in-office requirements?
None

What percentage of positionswereassessed to be compatible with hybrid work, where some time is spent
working remotely and some time is spent on-site?

100%
What percentage of positions were assessed as compatible with fully remote work / telework?

In doing its exercise, Senior Management used a metric whereby the potential to telework largely full-time was
defined as the ability to telework up to 5 days a week. Using this metric, 80% of positions were assessed as
compatible with telework up to 5 daysaweek.

UNCLASSIFIED/ NON CLASSIFIE
What considerations were applied to determine a fully remote position (e.g, hiring outsideofthe NCR, skis
shortages, Diversity and Inclusion considerations, etc.)
“The exercise was done using solelywork descriptionsand job performed and thepremise that we would have at
least one employee on-site each dayofthe week, to greet members of the public and clients. To support
‘employees, in addition to IT Remote Support, Technical Supportwould also be on-site at least 2 daysa week
(and employees wil be encouraged toschedule appointments for support).
3. Experimentation
Isyour department currently testing out one or more hybrid modelsor other aspects supporting the
implementation of hybrid work?

No. Given the sizeof our organization and the fact that we are allocated on one floor in the NCR, it was not
feasible to test various hybrid models.
ifyes:
What is your organization experimenting with?

What is the experimentation timeframe?
What percentage of employees are participating?

Is participation voluntary or mandatory?
How is data being collected?
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Someexamplescould include employee surveys, HRsystem; administrative data, IT system-based data etc.
*If you have employee pulse data, please share aggregate results

What outcome measures is your organization using:
“Outcome measures refer to aspects of experimentation outcomes that will inform future decision-making. We
are interested in learning more about what is important to organizations to help informourgovernment-wide
hybrid experimentation efforts. Some examples include diversity and inclusion, mental health, talent retention,
onboarding, social cohesion.
Are you interested in joining OCHRO'S Hybrid-in-a-Box Experimentation initiative? Under ths initiative, OCHRO's
Research and Experimentation team would centrally administer an evaluationofthe hybrid models you are
testing and provide you with a departmental summary and a GoC-wide roll-up of the results of other
participating organizations.
No
If yes, please provide a contact name: N/A

UNCLASSIFIED/ NON CLASSIFIE
4. Hybrid model(s)
Has your organization shiftedto a hybrid work model(s)?

Soon to implement, The MPCC has informed employees that it wil be moving to a hybrid work model effective
September 19, 2022.

How many days are staff who worked full-time remote during the pandemic now required to come into the
office? If your organization is testing multiple models, indicate as many as apply:
a.0nce a month or less

b. One to three daysamonth
One day a week

d. Two days a week
e. Three days a week

. Four daysaweek
8 Five daysa week (fulltime)

h. Not applicable: Staff have not been instructed to work on-siteat a regular cadence

i. Different requirements based on employee location j. Other: Different requirements based on hybrid work
profile and operational requirements
1f you have selected multiple hybridmodels above, piease include additional information on the models you will
be testing and how they apply across your organization:

ooosss.
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‘Approx. 20%of our positon requires that they report to the office a east1 day per week. The remaining
positionscan largely work rom home but may be required to attend the office for task specific functions ie.,
on-boarding, of-boarding, group training, team building exercise or meetings that are best done in person.
How are the on-site days chosen?
a. Employees individually decide which day(s) to come on-site
b. There are fixed “team days" where everyone in the team comes on-site
cA combinationofa) and b)
4. Other: various combinationsof A and in one team, it wasto maximize coverage at the offce (e.g. 1 member in
the office per dayto have coverage4daysaweek)
As indicate previously, Senior Management expressed thei desire tht there be at least one person on-site to
greet members of the public. Asa result, it was determined tht theReceptionist and one RegistrarOfficerbe
onsite each day of the week. Following discussions with managers and employees, a rotational schedule was.
determined i.., Paul will eport to work on Mondays, Jane on Tuesdays, Joe on Wednesdays, Mary on Thursdays
and Mark on Fridays.
Interms of IT Technical Supportand given the size of our organizations, employees with hardware issues will be
asked 10 schedule appointments on the one day / week the technician is on site. Note, we continue to observe:
that most I issues can be resolved virtually
UNCLASSIFIED / NON CLASSIFIE
How did your organization choose hybrid models?
a. positon profile assessments
b. Employee location (NCR employees come into the office)
Precedence st by other government organizations

4. Employeeengagement Team charter exercises
e.Other:
Did yourorganization apply a GBA lens when choosing hybrid work models?
No.
5. Real Property& Technology
Howi your office space currently configured?
Hoteling workstations
Traditional asigned cubicles
Activity Based Workplaces Other: In preparation for the hybrid work model, the MPCC has very recently moved
10.0 Activity BasedWorkplace and unassigned seating.
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Has your organization considered building more collaborative workspaces and/or boardrooms to better
facilitate hybrid meetings?

No, notat the pointbutSenior Management remains open to building more collaborative workspaces.
Are you planning to reduce your office footprint?

The MPCCis inpreliminarydiscussions with PSPC andother small organizations of similar size) todiscuss the
possibilityofsharing common office spaces withina larger space, once our lease is up for negotiation in 2026
(2.8. each entity would haveadedicated space but would share areas like the Kitchen, businesscenteror
boardrooms).Wewould like tostress that thesediscussionsare stil in the preliminary phase but if successful,
would lead to the reduction of our office footprint.
Have you investedin technologies to adapt toa hybrid environment? For example, boardroom meeting
technology, online workplace booking systems etc.)
Yes
The MPCCis presently in discussions with SCC to purchase a booking system. At this point, there has not been a
need to invest in boardroom meeting technology but that may change over time. MPCC Representatives had
visited other facilites of department which have hearing rooms and this may influence our thinking in the
future
6. Onsite Presence

D0 you havea tool to track what percentage of employees in your organization are going into the office on a
daily or weekly basis?

UNCLASSIFIED/ NON CLASSIFIE

Throughout the pandemic, employees who needed to report to the office were asked to indicate their intentions.
in the MPCC's Calendar (a shared calendar in MS Outlook) as well as sign-in with Security in the lobby. Security.
can also track ins and outs through the access pass system.A daily report is produced and sent to Management
for consultation.

Please specify the name of the tool

Given the size of our organization, there was no need to invest in a tool. We kept t simple and using a shared
calendar in MS Outlook.
Please specify the latest data /estimate you have on:

_0_5% of employees in office fulltime
9% of employees in hybrid work

5.88% of employees ull time teleworking
Time period the data refer to: August 29, 2022, to Sept. 2, 2022.
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**MPCC employeesare currently on remote work agreement, and this will continue until Sept. 16, 2022.
Those wanting toteleworkare asked to complete an agreement by Sept. 16th ~ those who opt out of

teleworking are asked to inform theirmanager and a dedicated workspace will be assigned to them.
7. Challenges.

‘What are your top three barriers (e.g., TBS policy, unassigned seating, growth of employeesvs. allocated space,
other)affecting the transition to a hybrid workplace?

1. Lack of certified First Aid Attendants. The MPCC is in a unique situation where we lease office space from a
private entity. As a result, we do not have access to Commissionaires — to meet the requirements of the CLC, we
are struggling with having enough trained First Aid Attendants (employees are not keen in taking the training).

2. Unlike large departments with regional offices, small organizations like ours only have one designated
workplace. Our employees teleworking outside of the NCR are therefore taxed according to the designated
‘workplace and managers have no discretion or flexibility to reimburse travel expenses to our designated
workplace. Asa result, small departments are faced with the reality of losing valuable and sometime difficult to
recruit expertise to larger departments whocanensurethey are taxed against their province of residence or can
reimburse travel costs when requiredto attend the office

3. Like other organizations, we expect to face challenges regarding the duty to accommodate or to purchase
assets usually not provided through a telework agreement. As an example, we expect to see an increase in
requests forergo. assessments to have the employer pay for office set-ups and office furniture not provided
underteleworke.g, office chars, sit-stand desks, dual monitors, local printers, etc. We remain confident that
78S will issue guidance on these issues in the weeks or months to come.
8. Engagement

Have you consulted with yourstaff on the shift to hybrid work? If so, what are some of the key takeaways?
UNCLASSIFIED/ NON CLASSIFIE
“The MPCC has bi-weekly ll staff meetings and the hybrid workplace were quite often a topic of conversation. In
addition, we conducted two surveys and hosted two focus groups to openly discuss our goal and vision ofa
hybrid workplace and address any concerns. A third session is scheduled after implementation date to gather
feedback and adjust our approach as required.
Based on the feedback received, we expect that most employees will continue working under atelework
agreement. Our employees expressed that doing so would help maintain work-life balance e.g, easier commute,
easier to coordinate childcare, etc. Our employees nonetheless recognized and expresseda willingnessto attend
the office for task specific functions (on-off boarding, team discussions or events) or to use specific equipment
(printers, mail room, etc). Employees at the MPCC did not express any interest in GC Collab areas (the thought
process being that if they were to leave home, might as wellhead to the office and meet up with colleagues).
Have you consulted with Employment Equity Groups within your organization?
Given the size of our organization, we are unable to consult Employment Equity Groups however, they would
have been consulted throughtheall-staff.
Have you consulted with your Bargaining Agents?
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Regrettably, given the sizeof our organization, the bargaining agents do not have an active presence but wil be
consulted through NLCMIM

National Capital Commission
Profs hybrides des ministéres
Situation actuelle: Veuillez fournir un bref apersu des plans hybrids de votre miristére pour automne 2022.
Nous comprenons quelesministéresen sont & verses étapes de planification et de mise en ceuvre, et que les
plans continuent d'évoluer. Si information fest pas disponible pour certaines des questions, veuillez Findiquer
et fournir une estimation si possible.

Nom ettaille de Voici un len qu peut vous etre utile: Tale de Forganisation
organisation

Nom de organisation:Commission de la capitale nationale (CCN)

Nombre d'employés: environ 500 employés

Votre organisation a-t-elle des bureaux régionaux?

Non

Vos bureaux réglonau sont. des espaces de coworking GC?
Sans objet

Evaluations des postes | Est-ce que votre organisation a évalué la compatbilté des postes avec e
travail ybride?
Oui sommairement

Selon les besoins opérationnels certains postes ont é4é désignés comme
incompatibles avec le télétravail ou le travail hybride. Gependant,
occasionnellement du travail distance pourrait éte offert (par exemple
formation).

Aextérieurde ces postes opérationnels une analyse détallée de
compatibilté n'a pas été ffectu au niveau de toute Forganisation.
Dans affirmative,
Quel pourcentage des postes ont été déterminés comme étant des postes
oils employés doivent étre présents au bureau3 temps plein?
Ne sappliquepas aux processus de la CCN.
Quel pourcentage des postes ont été détermins comme étant des postes
compatibles ave le travail hybride, of les employés peuvent consacrer
une certaine parte de leur temps au télétraval et doivent travaillr ur les
tieux le reste du temps?
Ne s'appliquepas aux processus de la CCN.
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‘Quel pourcentage des postes ont été déterminés comme étant des postes
compatibles au télétravaila temps plein?
Ne s'appliquepas aux processus de la CCN.

Quelles considerations ontétéappliquéespour déterminer un poste
entiérement éloigné (par exemple, embaucher a lextérieur du RCN,
pénuries de compétences, considérations relatives la diversité et a
Finclusion, etc)

Ace stade la CCN maintien sa politique d‘embauche3 Fintérieur de la
RCN. Cependant, nous sommesadévelopper des critéres qui pourraient
‘permettre d'identifierdans quels types de situation fon pourrait
permettre de travailler  Fextérieurdu RCN.

En ce moment, est-ce que votre ministére effectue fa misea essai” d'un
ou de plusieurs modeles hybrides ou d'autres aspects3 [app de la mise:
en ceuvre du travail hybride?
oui

Sivous avez répondu non, veuilez expliquer pourquoi?
Dans affirmative:
Surquoi portelamise a essai de votre organisation?
Quel est fe calendrierde fa mise a essai?
Mars 2022 - Ouverture des bureau: les bureaux sont ouverts aux
employés souhaitant revenir sur les lieu de travail. La réservation
préalable d'un espace de travail est exigée; un certain maximum de
personnes présentes doit étre respecté selon les espacesdetravail

Mai 2022—amorce d'un retour les bureaux sont ouverts3 tous les
employés, le retour sur les lieux de travail est permis sanspréavis ou
contrainte. (En parallél, les recommandations de Ia santé publique
demeurent en vigueur)

Juin 2022 -premiers événements d'engagement des employds organises.
en personne3travers les directions. La participation est volontaire, les.
gestionnaires avisent leurs équipes que Ia fréquence des rencontres en
personnes devrait augmenter prochainement.

£16 2022-Les gestionnaires commencent 3 préparer la rentrée,
transforment progressivement les espaces de travail ndividuels en
spaces partages.

Octobre 2022-tous les employds doivent serendre au bureau 1 jour par
semaine; la journée est fixes et déterminéepar les gestionnaires.

Novembre 2022-tous les employes doivent serendreau bureau 2 jours
par semaine; une journée fixée par les gestionnaires, et une journée au
choix.
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La haute gestion s'engage a réévaluer le processus au printemps 2023.
Quel pourcentage des employés participent?
100%
La participation est-elle facultative ou obligatoire?
Obligatoire

De quelle fagon les données sont-elles recueillies?
il peut sagir, par exemple, de sondages aux employes, de données
administratives et de données sur les systémes des RH, de données sur les
systémes de Ti etc.
*'ivous avez des données sur le ressenti des employes, veuillez partager
ls résultats agréges.

Les suivs seront fats auprés des gestionnaires

Quelles mesures de résultats votre organisation utiise-t-elle ?

Les indicateurs des résultats désignent les aspects des résultats de la mise
& Fessai qui éclaireront les décisions futures. Dans le but d'orienter nos.
activités de mise & I'essai du travail hybride & [échelle du gouvernement,
‘nous voulons en savoir davantage au sujet de ce quiest important pour les
organisations. En voici quelques exemples: a diversité et linclusion, lo
santé mentale, a rétention des talents, 'intégration, a cohésion sociale.

Etes-vous intéressé & vous joindre &Initiative d'expérimentation * Hybride
en boite "du BOPRH ? Dans le cadre de cette initiative, Iéquipe de
recherche et d'expérimentation du BDPRH administrerait de fagon
centralisée une évaluation des modéles hybrides que vous testez et vous
fournirait un résumé ministériel ainsi qu'une synthese des résultats des.
autres organismes participantsa échelle du gouvernement du Canada.

Septembre 2022-premier événement d'engagement corporatit
(extérieur). La participation était encouragée.

Dans affirmative, veuillez fournir le nom d'une personne-ressource :

WModéles hybrids. Votreorganisation est-elle passée un modéle de travail hybride?

Mis en ceuvrea venir bientot

11 octobre 202: 1 journée par semaine fixée par le directeur
14 novembre 2022  ajout d'une 2" journée par semaine flexible selon
Vemployé et les besoins opérationnels de son poste.
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Maintenant, combien de jours les employes travaillant entiérementa
distance durant la pandémie doivent. venir travailerau bureau? Si votre:
organisation teste plusieurs modéles, indiquez-en autant que possible :

Une fois par mois ou moins.
Dun 3trois jours par mois
Un jour par semaine
Deux jours par semaine.
Trois jours par semaine
Quatre jours par semaine
Cing jours par semaine (3 temps plein)
Ne s'applique pas : On n'a pas indiqué aux employes qu'ils devaient
travailler sur les lieu de fagon réguliére.
Différentes exigences en fonction de emplacement des employés.
Autre:

Sivous avez sélectionné plusieurs moddles hybrides ci-dessus, veuillez
inclure des informations supplémentaires sur les modéles que vous
testerezetsur la manidre dont ils 'appliquent a l'ensemble de votre
organisation

Comment choisit-on les jours ol Femployés doit travaillerau bureau?
Les employés choisissent eux-mémes les jours ois fs veulent travaille sur
le lieu de travail.
11y a des jours d'équipe ols tous les employeés de Féquipe doivent travailler
aubureau.
Une combinaison des réponses a) et b).
Autre:
De quelle fagon votre organisation a-t-elle choisit les modeles hybrides?

Evaluations des profil des postes.
Emplacementdes employes les employs de a RCN travaillent au bureau)
Précédent établi par d'autresorganisations gouvernementales
Mobilisation des employs /Exercices de chartre d'équipe.
Autre: CetD

Votre organisation a-t-elle adopté une perspective de ACS lorsquelle a
choisi les models de travail hybrides?

Non, cette perspective 'a pas été considéréea ce stade.

Biensimmobiliers et | Quelle est la configuration actuelle de votre milieu de travail?
technologie Postes de travaila a carte

Modele traditionnel de cubicules assignés.
Lieu de travail basés sur lactivité
Autre : combinaison des 3 typesde poses de travail
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Votre organisation a-t-elle envisagé de créer davantage d'espaces de
travail collaboratifs et/ou de alles de conférence pour mieux facilter les
réunions hybrides ?
oui
Envisagez-vous de réduire Iencombrement de votre bureau ?
oui

Avez-vous investi dans des technologies pour vous adapteraun
environnement hybride ? Par exemple, a technologie des réunions dans
les salles de réunion, les systemes de réservation en ligne du lieu de
travail, etc.
oui
Si oui, veuillez énumérer :
Achat déquipement informatique pour que les postes detraval solent
accessibles station d'accueil pour les ordinateurs portables) écrans avec
cameras intégreés. Téléphones celluaires.

Présence surle lieu de | Avez vous un outl qui vous permet deffectuer le suivi du pourcentage des
travail employes de votre organisation qui travaillent sur le lieu de travail de:

fagon hebdomadaire?
Non
Dans Fafirmative :
Veuillez préciser le nom de foul
Veuille préciser les derniéres données dont vous disposez sur
__ %des employés qui travaillent au bureau 4 temps plein

9%des employés qui suivent un modele de travail hybride
9%des employes quifont du télétravail temps plein

Périodea laquelle les données se réferent :

Quels sont vos trois principaux obstacles (p.ex., politiques du SCT, bureaux
non assignés, le nombres d'employes est plus grand que es bureaux

disponibles,autre) affectant Ia transition vers un leu de travail hybride ?
1. Aucune politique sur le télétravail en place
2. Le nombre demployés est plus grand que les bureaux disponibles
3. Aménagement de bureau non-assignes pour la premise fos.

‘Avezvous consulté vos employés au sujet de la transition vers le travail
hybride? Dans Faffimative, quels sont les principaux points a retenir?

Oui, nous avons effectués quelques sondagessur le tlétraval ete
projet de modernisation de nos lieu de travail.

Intérét dlevé de continuer 3 travaillr 3 distance.
Désird'atre mieuxéquipé et outilé pour le travail hybride.
Enjeux a gérera distance.

Avez-vous consulté des groupes d'équité en matiére d'emploi de votre:
organisation?

aooerr



UNCLASSIFIED / NON CLASSIFIE

Non
Avez-vous consulé vos agents négociateurs?
Nous consultons réguliérement avec les agents négociteurs.

National Research Council
Departmental Hybrid rofes
Current Status: lease provide a brief overview of your department's hybrid plans for fal 2022. We understand
departments ar in various stagesof planning and implementation, and that plans continue to evolve. If
information i not availabe fo some of the questions, please indicate and provide an estimate if posible.

Name and size of “This link maybe helpful: Sizeoforganization

Organization
& Organization Name: National Research Council

NumberofEmployees: 4287

Does your organization have regional offices?
ves
Ave your regional offices GC co working spaces?
No

Position Didyour organization assess positions for compatibiity with hybrid work?
Assessments ves

Ifyes,
What percentage of positions were assessed as havin fulltime in-office requirements?
Did not perform a tally
What percentage of positions were assessed 0be compatible with hybrid work, where
some time s spent working remotelyand some time is spent on-site?
Did not perform a tally

What percentage of positions were assessed as compatible with fully remote work/
telework?
Did not perform a tally
What considerations were applied to determine a fully remote position (e.g., hiring.
outside of the NCR, sils shortages, Diversity and Inclusion considerations, tc.)
Management was ven the discretion to determine the possibiltyofmodel (on site/off
site/hybrid) based on theoperationalrequirementsof each position. A comprehensive
guide on telework at the NRC, including a playbook andgeneric questions(a journey map)
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to help guide conversations between employeesand supervisors to gauge which work
arrangement type was appropriate was created and provided to the organization

We acknowledge that positions assessed for ful time remote are not always offered this
option

Experimentation | Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
No

no, why?

We have implemented3models fully on-site; ull off-site; hybrid
yes:
Whatis your organization experimenting with?
Whatis the experimentation timeframe?
What percentage of employees are participating?
Is participation voluntary or mandatory?
How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc
“Ifyou have employee pulse data, please share aggregate results

What outcome measures" is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversity and inclusion, mental healt, talent retention, onboarding,
social coesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of other participating organizations.
Yes No/ My organization s alreadlya partner

No

Ifyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes -asofSept 12, 2022 for those whose position permits it
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How many days arestaffwho worked fullime remote during the pandemic now required
0 come ntothe office? Ifyourorganization i testing multiple models, indicate as many
as apply.

Oncea month or ess.
One tothree daysa month
One daya week
Two days a week
Three daysa week
Four days a week
Five days a week (full ime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence

Different requirements based on employee location
Other: Different requirements based on operationalrequirementsofthe position andor
team

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you will betesting and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
A combination ofa) and b)
Other: Determination on onsite days has been lef to th discretionofthe employee and
their managers/supervsors based on discussion of operational requirementsof the
employee's positon and/or team

Howdid your organization choose hybrid models?

positon profile assessments
Employee location (NCR employees come into the office)
Precedence set byothergovernment organizations
Employee engagement/ Team charter exercises
Other: implementationof hybrid model, long with other2models ~fully onsite; fulloff
site were choose based on the early analysis project we did on work arrangements (sept
2020)and follow-upworkcompleted by NRC Future ofworkproject team

Didyourorganization applyaGBA lens when choosing hybrid work models?

No

Real Property & How s your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
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Activity Based Workplaces
Other: All of the above
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
ves
Are you planningto reduceyour offce footprint?
ves
Have you invested in technologies to adapt to hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes — in progress
Ifyes, please ist:
MS Teams in boardrooms/meeting rooms
Piloting meeting technology tools like Ow! Prop within boardrooms to support virtual
meetings
Currently looking a options for an online workplace booking system (no decision made)
Working with SSC to make upgrades to onsite WIFI and bandwidth with someofour
buildings

Onsite Presence | D0 you have a ool o track what percentage of employees in your organization are going
into the offce on adaily or weekly basis?
Yes
ifyes:
Please specify the name of the tool:
NRC security badges swiped upon entry and exit of buildings (not availableforall
buildings)

Please specify the latest data / estimate you have on:
60.5% of employees in office fulltime
_27_% of employees in hybrid work
137% of employees fll time teleworking
Time period the data refer to: 4s of Sept 12, 2022, not all telework agreements have yet
been processed, data is only a reflection of what has been processedas of that date. It is
anticipated that there will be more hybrid & full time telework agreements to come,
therefore, the %ofemployees inofficefull timewillreduce.

Challenges What are your top three barriers (e.g, 65 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
1. Barrie related to offsite work arrangement — portions of NIC relocation and travel
directives
2. individual management team’s vision on number of days onsite versus employee
preferencenot aligning, anticipate to receive grievances
3. T onsite infrastructure to support virtual meets. NAC has a number of older buildings
‘with limited or poor WIFI reception and/or bandwidth. Currently working with SSC to
address these issues, but this will taketime and resources.

the key takeaways?
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NRCsurvey administeredIn Now 2020 had some questions o ry and gauge employee's
view onmore flexible work arrangements. We also received employeefeedback during
telework information sessions. Consultations were held with senior level stakeholders.

Someofth key takeaways from staff include:
Appreciate the opportunity to telework (new Telework Police is timely —speaks to new
reality)
Concerns about how well wewill be able to make this work,ifonsite IT infrastructure is not
improved to support this new way of working - a reliabletechnology platform is need for
both offsite and onsite employees
Needforfair applicationof telework - concerns expressed that notall employees may get
an opportunity to telework (fully offsite or hybrid)

Have you consulted with Employment Equity Groups within yourorganization?
No
Have you consulted with your Bargaining Agents?
ves

Natural Resources Canada
Departmental Hybrid Profs
Current Status: Please provide a brief overviewofyour department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not availabe or someothe questions, please indicate andprovide an estimate if posible.

Name and size of | Ths ink may be helpful: Sizeoforganization
Organization Organization Name: Natural Resources Canada

Number of Employees: 4351 as of March 31, 2022
Does your organization have regional offices? yes

Ave your regional offices GC co working spaces? NRCan owned buildings

Position Didyour organization assess positions for compatibiiy with hybrid work?
Assessments ves
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Ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
NRCan mapped occupational groups rather than positions for this exercise using National
Occupation Classification (NOC) codes. 11 categories were mapped to ull time in-office
requirements

What percentage of positions were assessed to be compatible with hybrid work, where:
some time i spent working remotely and some time is spent on-site?
19 categories were mapped as compatible with hybrid work
What percentage of positions were assessed as compatible with fully remote work/
telework?
None at the moment. Aseries ofcriteria were proposed to assess these scenarios which
will be consideredasexceptions and assessedby an ADM levelbodyto ensure consistency
and fairness across the organization.
What considerations were applied to determine a fully remote position (e.8, hiring
outsideof the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
Fulltime telework will be on an exceptional basis based on the following criteria:
To hire employees with specialized skils, difficult tofill retain positions.
To reduce identified employment equity gaps or use as a partof a strategy to increase.
representation
To honor full-time agreements in place pre-pandemic
For employees hired during the pandemic who are not within reasonable commuting
distance
For employees requiring accommodations due to restrictions or functional imitations.
At the moment we do not know what percentage of our workforce this will represent

We acknowledge that positions assessed forfull time remote are not always offered this
option

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes

Ino, why?
Ifyes:
What is your organization experimenting with?
NRCan has requested employees to experiment with returning in the officeover the
summer months to test the technology and other elements that may be problematic such
as work station set ups, obtaining security passes, and other. Note that the
experimentation was mostly geared toward our NCR employees given the type of work
conducted inthe regions many have already returned or never left during the Pandemic.

What s the experimentation timeframe?
Our experimentation began in June. We will be turning to a more structured hybrid
return in the fall but wil stil be framed as experimentation as we know our tools and
facilities are not quite ready.
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What percentage of employees are participating?
Although we do not have precise number, participation has been low (between 5-10%)
Is participation voluntary or mandatory?
Voluntary for the summer months; the period we are entering in the Fall willbe:
mandatory based on telework agreements.

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“If you have employee pulse data, please share aggregate results

NRCan launched in the ast week an experimentation survey to get a sense of how many
participated and obtain their feedback.
Wearealso looking at turnstiledata on adaly basis to geta roxy of numbers.

What outcome measures is your organization using:

“Outcome measures refer to aspects of experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some.
examples include diversityandinclusion, mentalhealth, talentretention, onboarding,
social cohesion.

NRCan's hybrid approachis based on avisionof “moments that matter” and is supported
by the following 4 C's: Connection, Collaboration, Creativity, Culture. Our outcomes wil
be such that teams and employeesareable torelateto these and together understand
the benefits of working in a hybrid environment.

We willbe developingamonitoring framework which will include retention asa key
component.
Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up ofthe results ofotherparticipating organizations.
Yes No/ My organization s alreadya partner

ves

Ifyes, please providea contact name: Sophie Cimon-Kingsley

Hybrid model(s) Has your organization shifted to hybrid work model(s)?

Yes/No/Soon to implement
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How many days arestaffwho worked fullime remote during the pandemic now required
0 come ntothe office? Ifyourorganization i testing multiple models, indicate as many
as apply.

Once a month or less
One tothree daysa month
One daya week
Two days a week
Three daysa week
Four days a week
Five days a week (full ime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
other:

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you wil be testing and how they apply acrossyour organization:

NRCanwill oon be implementing their hybrid model with 3 daysaweek for ADMs and 2
days a week - more or less — as required to achieve our #OUNRCan objectives. There wil
bea certain level of lexibilty with our Framework.

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
A combination of 2) and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into th office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
other:

Didyourorganization applyaGBA lens when choosing hybrid work models?
Our employee networks were consulted which raised many valid concerns. Our approach
will be evergreen which will allow us to pivot and address these concerns andothers as
we move forward over the next 6 months. We plan to review and adjust for next fiscal
year.

Real Property & How s your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
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Other:
All our NCR offices have moved to unassigned seating for which we will be making use of a
desk booking application. We do have one floor that was renovated before the pandemic
which s all activity based. Limited renovations are underway as we are planning to move
out of our bulding ina few year.
Our regional posture s different as each building is managed regionally. We are however,
retrofitting some space in these buildings for hoteling workstationsinorder to
accommodate folks that were hired during the pandemic outside their designated
workplace.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Some of our closed offices will be turned into small meeting rooms. We are also
renovating 2 floors for collaborative workspaces.
Are you planning to reduce your office footprint?
Yes/No
Wehavealready let goof one of our leases that was expiring and are looking at the
remaining of our portfolio.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes/No
NRCan has put in place an online parking reservation system as parking is limited in our
NCR office. Weare also putting in placea desk reservation app (Archibus)in the Fall
alignedwith our launch of ourhybrid approach. In addition, thereare a series of RFPs on
the street for boardroom technology but notall will be available ina short term basis.
Our ADM have been equipped with Surface Hubs on wheels to help faciltate hybrid
meetings.

Onsite Presence D0 you have a tool to track what percentage of employees in your organization are going
into the office on adail or weekly basis?
Yes/No
As indicated abovewe areusing turnstile datafor our NCR office. This is not available in
our regional offices at this time.
Difficult to provide information belowaswedo not have ourwork arrangements in place
vet. For our NCR main building we have approx. 250 employees on a given day ~trend is
increasing daily.
Ifyes:
Please specify the name of the tool:

Please specify the latest data /estimate you have on:
3% of employees in office full time
3% of employees in hybrid work
3% of employees full time teleworking

Time period the data refer to:

Challenges What are your top three barriers (e.g. TBS policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to.a hybrid workplace?
1.78S policy or lack ofclear guidance from the Center resulting in inconsistencies across
the GoC which may lead to employee retention issue.
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2 technology making it difficult for employees to have a good experience
3resistence from employees

Engagement Have you consulted with your staff on the shift to hybrid work? Ifso, what are some of
the key takeaways?

Discussions re underway. Some of thekey takeaways are needing to clearly explain the
value propositionto cometo the office,fear of lack of productivity and the need to do
additional hours to catch up and the fact that the offices are not ready/equipped.

Have you consulted with Employment Equity Groups withinyourorganization?

Yes — lots of concerns especially from our People with Disability network:

Have you consulted with your Bargaining Agents?
ves

Natural Science and Engineering Research Council
NSERC/SSHRC Departmental Hybrid Profle

Natural Science and Engineering Research Council (NSERC)
Number of employees: 531
Regional Offices: yes
‘Social Sciences and Humanities Research Council (SSHRC)

Number of employees: 315
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Regional Offices: no

NSERC and SSHRC are Separate Employers within the public service. Both NSERC and SSHRC employees have adopteda
remote first approach during the pandemic while continuing to deliver on our mandate to support research excellence in
‘Canada.Thisapproach continuesasweplanforoccupancy of our new Headquarters at Zii ater this al. Its important to
note that, currently, both NSERC and SSHRC donot haveaphysical workplace. In the interim, we leverage the GC
coworking site as and when needed.

Basedona seriesofstaff engagement, research, and eflecion/lscussion of SSHRC and NSERC’ current and future:
business mode, the agencies have articulateda vision fora new hybrid work model that wil enable both in-person and
remote collaboration. This new model aims to strengthen,to optimize creativity, flexibly, and diversity,tofoster
innovation and prioritize health and wellnessfo a employees.
While bothSSHRC and NSERC’ core business wil continuetobe conducted in hybrid model, in-person collaborationsat
our new headauarters and other spaces across the country willbe emphasized. This approach wil advanceourvision for
our People Strategy and attract and access more broadly talent, improve work fe balance, and broaden the diversity of our
workforce twill ensure that the health, safety, and wel-being of our employees remain at the forefront, and will support
the GovernmentGreeningStrategyand contribute to reducing greenhouse gas emissions and minimize the impacts on the
environment. Hybrid worl willbe supported bya new bi-agency Mobile Work policyand Full-Time Telework Directive.
The new Headquarters at 281s conducive to hybrid work. The workspace includes three functional zones: Quiet,
Transitional and Interactive zones. Each zoneoffersachaiceofwork settings tha best suits the employee and is optimal for
that work asks to be performed. These include unassigned workstations, touch down points, focus rooms and reservable
teaming rooms, project rooms and more traditional meeting rooms. The technology provided throughout the ofice space
will enable hybrid meetings.
Within SSHRCand NSERC, each branch has led sees of engagement sessions with thelr teams to build Team Charters that
can articulate what work will require on site presence, what work wil be optimizedon site, what culture we want to
‘maintain and enhance, how employee preference is reflected, andhow the teams will communicate and work effectively
together.
We will begin occupying our new Headquarters late this fll with staggered entry to ensurea successful transition toa
new work location, new unassigned workplace, and new hybrid work model, while mitigating th risks associated with
building readiness and operational capabilties. We will take the winter t experiment, learn and adapt aswe find our new
normal work experience. We willbe monitoring the level of occupancy throughout this period in order to adjust and adapt
as reauired.

Office of the Commissioner for Federal Judicial Affairs Canada

Departmental Hybrid Profiles
Current Status: Please provide a brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and Size of This link may be helpful: Size of organization
Organization
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Organization Name: Office of the Commissioner forFederal Judicial Affairs Canada

Number of Employees: 70

Does your organization have regional offices? No

Are your regional offices GC co working spaces? N/A

Position Assessments | Did yourorganization assess positions for compatibility with hybrid work?
Yes
Ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
0%
What percentage of positions were assessed to be compatible with hybrid work, where:
some time is spent workingremotely and some time is spent on-site?
100%
What percentage of positions were assessed as compatible with fully remote work/
telework?
0%
What considerations were applied to determine a full remote position (e.g, hiring
outsideof the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
WA

We acknowledge that positions assessed for full time remote are not ahways offered this
option.

Tsyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

Ino, why?
Ifyes:
Whatisyour organization experimenting with?
Employees are expected to work on-site (in the office) 2 days per week, minimum.
Employees have also been briefed bytheirdirectors that should operational requirements
arise, additional days on-site will be necessary to meet those needs.
What is the experimentation timeframe?
We started April 1, 2022 and there is no end date. We plan to continue with ths practice
until such time as either operational requirements or central agencypolicydictates
otherwise.
What percentage of employees are participating?
100%
Is participation voluntary or mandatory?
Mandatory

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
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“Ifyou have employee pulse data, please share aggregate results

We are not collectingdata.Wearelisteningand adaptingto managementand employee
feedback and concerns

What outcome measures* is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning mre about what is important to
organizations to help inform ourgovernmentwide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.

Fromthestart,we have focused on diversity and inclusion, mental health, flexibility,
operational requirements, talentretention and recruitment, onboarding, social cohesion
and fairess

Fairness is an important factor or us. Why would employees earning 1500005year not
have to come into the offce when the anes earning $60 000/year have to come into the

office and payforparking/public transportation, spend time commuting, etc.? We have
opted for the same number of days inthe office for all employees a ll levels (a minimum
2 days per week in the offic). lease note that we are a very small department and that
all employees ive and work in the NCR
Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
thisiniiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-upof the results ofotherparticipating organizations.
No

1fyes, please providea contact name:

Hybrid modells) Hasyour organization shifted to hybrid work model(s)?

ves

How many days arestaffwho worked fulltime remote during the pandemic now required
to come ntothe office? fyourorganization i testing multiple models, indicate as many
asapply:

Oncea month or ess.
One tothree days month
One daya week
Two days a week
Three days a week
Four days a week
Five daysaweek (ful time)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
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Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
Acombination of a) and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: Management decision based on diversity and inclusion, mental health, lexibilty,
operational requirements, talentretention and recruitment, onboarding, social cohesion
and fairess.

Didyourorganization applya GBA+ lens when choosing hybrid work models?

Yes

Real Property & How s your office space currently configured?
Technology Hoteling workstations

Traditional assigned cubicles
Activity Based Workplaces
Other: Mostly assigned closed offices with afewassigned cubicles
Has your organization considered building more collaborative workspaces and/or
boardroomsto better faciltate hybrid meetings?
No
Are you planning to reduce your office footprint?
No
Have you invested in technologies to adaptto a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
ves
Ifyes, please list
Boardroom meeting technology, MS Teams, web cams and microphone/head sets for al
employees at home and in the office, Skype, cell phones, laptops/tablets

00 you have a tool to track what percentage of employees inyour organizationare going
nto the office on adail or weekly basis?
No
Ifyes:
Please specify the name of the tool:
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Please specify the latest data / estimate you have on:
1%ofemployees in office full time
98% of employees in hybrid work
“19% of employees full time teleworking
Time period the data refer to: _since April 1, 2022.

Challenges Whatare your top three barriers (e.g. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to.a hybrid workplace?
1. The lack of specific guidance from TBShascreated some issues. Leaving every.
department to make their own decisions regarding hybrid work has made things difficult
for small departments.
2. Employees that do not want to work in theoffice anymoreare looking for other jobs in
other departments where 100% telework is possible. We want to retain our employees,
recruit talent, maintain morale and deliver on our operational requirements. Employee
turnovervill and has created a lot more work for management and HR. Departments are:
fighting for resourceswhile there is a shortage of available qualified workers.
3. Leave, sick days, appointments, hoursofwork, lackofproductivity and performance
issues have been harder to manage in a remote work environment.

Engagement Have you consulted with your staff on the shift to hybrid work?

Yes

1 so, what are some of the key takeaways?

Employeeswantto continue to telework. Most do not want to come into the office 5 days
week. Most like to come in a few timesaweek (social connections, gets them outofthe.
house, team building, problem solving, training, printing, filing, mailing, etc.

Have you consulted with Employment Equity Groups within your organization?

No,wedo not haveEEGroups;weare too small,
Have you consulted with your BargainingAgents?
No
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Office of the Commissioner of Lobbying of Canada

UNCLASSIFIED / NON CUASSIFIE

Departmental Hybrid Profiles FOR OCL

Departmental Hybrid Profiles FOR OCL
Current Status: lease provide a brief overviewofyour department's hybrid plans for all 2022. We understand
departments are in various stages of planning and implementation, and tha plans continue to evolve. If
information is not available for some of the questions, please indicate andprovidean estimate if possible.
1. Name and Size of Organization
This link may be helpful: Sizeof organization
Organization Name: Office of the Commissioner of Lobbying
Number of Employees: 33
Doesyourorganization have regional offices?

No
Are your regional offices GC co working spaces?
NA
2. Position Assessments
Did your organization assess positions for compatibility with hybrid work?
No -Sizeofthe organization is oo small
ifyes,
What percentage of positionswere assessed as having full-time in-office requirements?
What percentage of positionswereassessed to be compatible with hybrid work, where some time is spent
workingremotely and some time is spent on-site?
What percentage of positions were assessed as compatible with fully remote work / telework?
What considerations were applied to determine a fully remote position (e.g, hiring outsideof the NCR, skills
shortages, Diversity and Inclusion considerations, etc)
We acknowledge thatpositionsassessed fo fulltime remote are not always offered this option
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3. Experimentation
Isyour department currently testing out one or more hybrid models orother aspects supporting the
implementation of hybrid work?

Yes
£00, why?

ifyes:

What is your organization experimenting with?

All employees were expected to come to the Office one dayaweek since April 1st.
As of September 12, employees will be expected in the Office twiceaweek.

Whats the experimentation timeframe?
Ongoing.

What percentage of employees are participating?

Al- except for one employee that resides in Montreal. He was hired in the last 3 months.
Is participation voluntary or mandatory?
Mandatory

Howisdatabeingcollected?Only 33 employees~expected to enter in an Outlook reintegration calendar when
they intend to be present.
What outcome measures is your organization using:

“The purpose of the reintegration is to encourage in person collaboration, innovation and team brainstorming.
Team meetings will be in person every other week (depending on the team) and the other day is at the
discretion of the employee, however their choice of day will be based on who they need to meet for specific files
or projectsso that thereis a coordinationof attendance to reduce the use of MS Teams meetings.
“Outcome measures refer to aspects of experimentationoutcomes that will inform future decision-making. We
are interested in learning more about what is important to organizations to help informourgovernment-wide
hybrid experimentation efforts. Some examples include diversity and inclusion, mental health, talent retention,
onboarding, social cohesion.

UNCLASSIFIED/ NON CLASSIFIE

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under this initiative, OCHRO's
Research and Experimentation team would centrally administer an evaluation of the hybrid models you are
testing and provide you with a departmental summary and a GoC-wide roll-up of the results of other
participating organizations.
No
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If yes, please provide a contact name:
4. Hybrid model(s)
Has your organization shifted toa hybrid work model(s)?

Yes

How many days are staff who worked full-time remote during the pandemic now required to come into the
office? If your organization is testing multiple models, indicate as many as apply:

.Two daysaweek starting September 12th, 2022
1f you have selected multiple hybridmodels above, piease include additional information on the models you will
be testing and how they apply across your organization:
How are the on-site days chosen?

a. Employees individually decide which day(s) to come on-site
b. There are fixed “team days" where everyone in the team comes on-site c. A combination of a) and b)
How did your organization choose hybrid models?
a. Employee location (NCR employees come into the office)

b. Employee engagement
Did yourorganization apply a GBA lens when choosing hybrid work models?

No
5. Real Property& Technology

How is your office space currently configured?
Traditional assigned cubicles

Activity Based Workplaces
UNCLASSIFIED/ NON CLASSIFIE

Other:
“The Office was refurbished in May 2019 based on Activity Based Workplaces model however our employees.
have assigned cubicles in avery open environment with many options forgroupdiscussions.
Has your organization considered building more collaborative workspaces and/or boardrooms to better
facilitate hybrid meetings?

“The Office isalready equipped with these workspaces.
Are you planning to reduce your office footprint?

No
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Hove you investedintechnologies to adapt toa hybrid environment? For example, boardroom meeting
technology, online workplace booking systems etc)
No ~only because our new offices buil in Spring of 2019 already had those amenities and equipment. The
transition to working from home was quite seamless.
6. Onsite Presence
D0 you havea tool to track what percentage of employees in your organization are going into the office on a
daily or weekly basis?
No -we are a smal office of 33 employees and we use the Reintegration Outlook Calendar to track the
presence.
ifyes:
Please specify the name of the tool:
Please specify the latest data / estimate you have on

__% of employees in office ull time
97.5 of employees in hybrid work (one employee resides in Montreal)

3% of employees fll ime teleworking
Time period the data refer to: __Since April 1t, 2022
UNCLASSIFIED/ NON CLASSIFE
7. Challenges.
What are your top thee barriers e.g, TBS policy, unassigned seating, growth of employees vs. allocated space,
other)affecting the transition toa hybrid workplace?
1. Not Applicable ~ there are no barriers. We have enough space to accommodate every employee. Although
nota barrier, we are in a non-governmental building which means tha the COVID restrictions are not the same
between public space of the building and our workspace (ex. Wearing of the mask).
2
3
8. Engagement
Have you consulted with yourstaff on the shift to hybrid work? If so, what are some of the key takeaways?
We conducted a survey in the summer of 2020. Since thenwe have continued todiscuss and update the staff
With respect o the reintegration in the workplace to support a hybrid model.
Have you consulted with Employment Equity Groups within your organization? No
Have you consulted with your Bargaining Agents? No- however we have kept them informed through the LMCC
of the OCL experience
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Office of the Commissioner of Official Languages
Profils hybrides des ministéres

Situation actuelle: Veuillez fournir un bref apersu des plans hybrids de votre minstére pour Fautorne 2022.
Nous comprenons quelesministersen sont &diverse étapes de planiication et de mise en ceuvre, et que es
plans continuent dévoluer. Si information 'et pas disponible pour certines des questions, veule indiquer
etfournir une estimations possible.

om et tile de Voict un lien qu peut vous gtr ute: Taile de Forganisation
organisation

Nomde Forganisation: Commissariatauxanguesoffceles
Nombre demployés: 177

Votreorganisation a-telle des bureaux régionaux?
oui

Vos bureaux régonaux sontis des espaces de coworking GC 7
Non

aluations des postes | Est-ce que votre organisation évalué I ompatiii des postes avec e
avai hybride?
Oui, mais de maniére non officielle. Nous avions ffectué une analyse
Fautorne dernier oileirecteurs devaient compléter un tableau
indiquant sis postes nécesitient une présence au bureau.
Dans afirmative,
Quel pourcentage des postes ont été déterminés comme étant des posts
oi es employés doivent tre présentsau bureau3 temps plein?
Seulement un poste avait éé dentiié comme étant ncessare& temps
plein au bureau

Quel pourcentage des postes ont été déterminés comme étant des posts
compatibles avec le travail hybride, oi les employés peuvent consacrer
une certaine parte de leur temps au éltraval ot dort travailer sur fs
lieux le reste du temps?

Environ 99%, car tous lespostesaucommissariat exception de
quelques-uns sont compatibles avec le travail hybride.
Quel pourcentage des postes ont été déterminés comme étant des postes
compatibles au téétravail temps plein?
Nous avons étabi une approche de demande d'exception pour évaluer les
demandesde télétravail a temps plein. Cs demandes font objet de
niveau d’approbation a un niveau supérieur (comité de gestion). La
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‘majorite des employes présentent une demande d exception afin de ne
pas devoir se présenter au bureau 30 heuresparmois. Par contre, dans

certainscas, ls doivent quand méme venir 3 Foccasion

Queles considerations ontété appliquéespour determiner un poste
entierement éloigné par exemple, embauchera lextérieurdu RCN,
pénuries de compétences, considérations relatives a diversité eta
inclusion, etc)

Nous avons créé un formulaire que Femployé et son gestionnaire doivent
compléter. Je joins une copie3 titre information.
n ce moment, est-ce que votre miristére effectue la mise essai” d'un
ou de plusieurs modeles hybrides ou d'autres aspectsafappui de la mise
en ceuvre du travail hybride?
Non, maisnous avons une date de retour en milieu de travail le 3 octobre
2022, date a laquelle nous mettrons  Fessai notre approche
organisationnelie

Sivous avez répondu non, veuillez expliauer pourquoi?

Au printemps 2022, nous avons déterminé que la date de retour en milieu
de travail se feraite 3 octobre, permettant aus employes de prendre des
mesuresafin de se préparera un retour  Fautomne (par exemple services
de garde).
Dans affirmative:
Sur quoi porte lamise a essai de votre organisation?
Nous avons déterminé une approche organisationnelle qui exge a ous les
employésde se présenter au bureau 30 heures par mois et sur demande.
avec 24 heures de préavis
Quel este calendrier de a mise a essai?
Le3 octobre 2022
Quel pourcentage des employes partcipent?
100% des employés exception des quelques personnes qui ont
demand une exception par entremise de notre processus
approbation.
La participation est-elle facultative ou obligatoire?
Cest obligatoire pour tous les employes.

De quelle fagon les données sont-elles ecules?
Wi peut Sagi, par exemple, de sondages aux employés, de données
administratives et de données sur les systemes des RH, de données sur les
Systemes de Ti etc.

Si vous avez des données sur le ressenti des employés, veuillez partager
les résultats agréges.

Nous avons fait des sondages dans esdernieres annes et nous prévoyons
avoir des rencontres avec les employes apres la mise en ceuvre pour
répondrea leurs questions
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Quelles mesures de résultats* votre organisation utiise-t-elle ?

Nous avons des rencontres de directeurs aux deux semaines et apres e 3
octobre, ce sujet sera récurrent aux rencontres, afin d'évaluer la mise en
ceuvre denotre approche organisationnelle. De plus, nous avons un plan
de communication et prévoyons une revue de notre approche.
organisationnelle a hiver 2023.

Etes-vous intéressé &vous joindre &Initiative d'expérimentation * Hybride
en boite " du BDPRH ? Dans le cadre de cette initiative, Iéquipe de
recherche et d'expérimentation du BDPRH administrerait de fagon
centralisée une évaluation des modaleshybridesque vous testez et vous
fournirait un résumé ministéril ainsi qu'une synthése des résultats des
autres organismes participant a Féchelle du gouvernement du Canada.

oui

Dans affirmative, veuillez fournir le nom d'une personne-ressource :

Michéle Lampron
Directrice adjointe, Centre d'expertise
Commissariat aux langues offcilles
30, ue Victoria, Ge étage, Gatineau (Québec) K1A 0T8
‘michele lampron@clo-ocol.gc.ca / Tél. 613-410-1866

Modéles hybrides. Votreorganisationest-elle passe8 un modele de travail hybride?

Mis en ceuvrea venir bientot le 3octobre 2022,

Maintenant, combien de jours les employs travaillantentiérement a
distance durant la pandémie doivent. venir travailerau bureau? Si votre
organisation teste plusieurs modéles, indiquez-en autant que possible :

Une fois par mois ou moins.
Dun 3trois jourspar mois
Un jour par semaine

Deux jours par semaine.
Trois jours par semaine
Quatre jours par semaine
Cing jours par semaine (3 temps plein)
Ne s'applique pas : On n'a pas indiqué aux employés qu'ils devaient
travaille sur les lies de fagon réguliére.
Différentes exigences en fonction de emplacement des employés
Autre: v'
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Les employés doivent se présenter a leur lieu de travail désigné 30 heures
par moisetau minimum des demi-journées.

Sivous avez slectionné plusieurs modales hybrides ci-dessus, veullez
inclure des informations supplémentaires sur es modeles que vous
testerezet sur la maniere dont is appliquent 3 ensemble devotre
organisation

Comment chositon les jours os Femployés doit travailau bureau?
Les employes choisissent eux mémes les jours ols veulent travaller sur
Te lew de travail.
11y a des jours d'équipe oi tous les employes de éauipedoivent ravailler
au bureau.
Une combinaison des réponsesa et b).
Autre:

11agit principalement de 8, mais a gestion détermine les besoin
organisationnels et es employés doivent s'y conformer. Le but est pas
que les employes se présentent seulement au bureau pour les 30 heures,
mais Cest pour favoriser es rencontres d'équipe et collaboration avec.
les autres secteurs de organisation.

De quelle fagon votre organisation a--le choisit es modales hybrids?

Evaluations des profis des postes
Emplacementdes employés (les employes de la RCN travaillent au bureau)
Précédent établpa d'autres organisations gowernementales ¥
Mobiisation des employes /Exercices de chartre d équipe
Autre:

Votre organisation a-telle adopté une perspective de FACS lorsau'elle a
choisiles modzles de travail ybrides?

Pas de fagon officielle, mais en demandant un nombre heures vs un
nombre de jours, ceci permet une plu grandeflxibilté aux employes.

Bien immobillers et | Quelle est la configuration actuelle de votre milieu de travail?
technologie Postes de travail ala carte

Modele traditionnel de cubicules assgnés
Lieu de travail basés sur [activité
Autre:
Votre organisation at-lle envisagé de créer davantage d'espaces de
travail collaboratfs et/ou de sales de conférence pour mieus facilter les
réunions hybrides ?
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le logiciel Microsoft Teams® Rooms. Il dispose d'un écran tactile de table

Nous avons aussi développé une application pour la réservation de bureau

travail employés de votre organisation qui travaillent sur le lieu de travail de

Présentement, il n'y a pas d’employés qui travaillent au bureau 3 temps.

Quels sont vos trois principaux obstacles (p.ex., politiques du SCT, bureaux

|
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Nous avons rencontré tous les employsa fautomne dernieret avons
demandécequi les inciterait a travailer sur le lieu de travail, quelles sont
les raisons pour lesaquells is ne voudraient pas retourner en milieu de
travail

‘Avez-vous consulté des groupes d'équité en matiére d'emploi de votre.
organisation?

Indirectement oui en rencontrant tous les employs de organisation.
Avez-vous consulté vos agents négociateurs?
Nous avons des rencontres patronales syndicales réguliérement (2 fois par
année) oi nousdiscutons de notre approcheparrapport auretour en
milieu de travail Nous partageons les communications aux employés avec
ls syndicats et sommes ouverts toutes discussions au besoin

Office of the Information Commissioner of Canada

Profil hybrides des ministéres

Situation actuelle : Veuillez fournir un bref apercu des plans hybrides de votre ministére pour Fautomne 2022.
Nous comprenons que les ministéres en sont 3 diverses étapes de planification et de mise en ceure, et que les
plans continuent d'évoluer. i information n'est pas disponible pou certaines des questions, veuilez lindiquer
et fournir une estimation si possible.

Nom et taille de Voici un en qui peut vous étre utile : Taille de I'organisation
Forganisation

Nom de Forganisation : Commissariat information du Canada

Nombre d'employés: 135
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Votreorganisation -telle des bureaux égionaux?
Non

Vos bureaux réionaux sont des espaces de coworking GC ?
Non (Le Cl fait partie de Initiative coworking GC et prévoit utiliser des.
bureaux régonaux dans un future rapproché)

Evaluations des postes | Est-ce ue votre organisation valu J compatIIte des posts avec le
travail bybride?
Dans Faffirmative,
Quel pourcentage des postes ont été déterminés comme étant des postes
oi es employés doivent tre présentsau bureaua temps plein?
25%
Quel pourcentage des postes ont été détermins comme étant des postes
‘compatibles avec le travail hybride, oli les employés peuvent consacrer
une certane parte de leur temps au téltraval et doivent travailer surfs
lieu le reste du temps?
98%
Quel pourcentage des postes ont été détermines comme étant des postes
compaties au télétravail temps plein?
9%

Quelles consdérations ont été appliquéespourdéterminer un poste
entiérement éloigné (pa exemple, embauchera Fextérieur du RCN,
pénuries de compétences, considération relatives la diversité et»
inclusion, etc)
Nous reconnaissons que les employés occupant des postes compatibles au
télétravail& temps plein n’ont pas toujours I'option de travailler de cette
fagon.
Pour déterminersi un poste ou les fonctions associesa une catégorie de
postesseprétentau télétravll il faut tenir compte de la mesure dans
Taquele is exigent une présence sur place. Les posts ne peuventpasetre
évaluts isolément. evaluation dot reposersur des princes, des critres
communs, approche organisationneleet es besoinsopérationnels de
Féauipe ou de Funité de travail

La présence sur lace peut tre rendue nécessaire par:
un service en personne externe ou interne de premier ligne;
unaccesobligatoire a équipement ou aux documents physiques
disponibles uniquement sur eeu de trovaldésgné;
incidence sur les postes connexes de Fuité de travail et es besoins
‘opérationnels combinés;
acces obligatoire des réseaux sécurisés pour des tiches réguliéres qui
ne sont pas accessbles 3 distance.
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Suite2Fanalyse des postes du Commissariat, i a été déterminé que les
catégories de postes suivants ont un potentiel de télétravail3 temps
partil (possibilté d'une combinaison de traval sur place et de
télétraval)
Sécurité et administration
Gestion de information
Supporta la technologiede information
Tous les autres postes du Commissariatont un potentiel de télétravail en
grande partie a temps plein. Le télétravail a temps plein ne signife pas
nécessairementque femployé n'aura jamaisa se rendre a son lieu de
travail désigné comme par exemple pourallertravaillersurdes dossiers
secrets ou se rendre 3 des rencontres, mais plutdt qui pourrait, en régle
générale, travailer3 temps plein dans un lieu de télétravail

En ce moment, est-ce que votre ministére effectue la mise3 essai” d'un
ou de plusieurs modeles hybrides ou d'autres aspectsa [app de la mise:
en ceuvre du travail hybride?
oui

Sivous avez répondu non, veuilez expliquer pourquoi?
Dans affirmative:
Surquoi portelamise a essai de votre organisation?
Travail hybride. Tous les employés ont signé une entente travail en mode
hybride
Quel est lecalendrierde la mise a essai?
Début juin 2022, fin mars 2023 avec des misesa joursa chaque trimestre
Quel pourcentage des employés participent?
100%
La participation est-elle facultative ou obligatoire?
Obligatoire

De quelle fagon les données sont-eles recueillies?
ii peut sagir, par exemple, de sondages aux employes, de données
administratives et de données sur les systémes des RH, de données sur les
systémes de Ti, etc.
*'ivous avez des données sur le ressenti des employes, veuillez partager
les résultats agréges.
Sondage et rencontre avec la haute direction, gestionnaires et
superviseurs

Quelles mesures de résultats votre organisation utiise-t-elle ?

Les indicateurs des résultats désignent les aspects des résultats de la mise
& Fessai qui éclaireront les décisions futures. Dans le but d'orienter nos
activités de mise  Iessai du travail hybride & Iéchelle du gouvernement,
nous voulons en savoir davantageausujetdece quiest important pour es
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‘organisations. En voici quelques exemples : a diversité et inclusion, lo
santé mentale, a rétention des talents, 'intégration, a cohésion sociale
La rétention des talents, Fintégration (3 travers le pays) et la cohésion
sociale.

Etes-vous intéressé dvous jindre 6 Initiative d'expérimentation * Hybride
en boite " du BDPRH ? Dans le cadre de cette initiative, Iéquipe de
recherche et d'expérimentation du BDPRH administrerait de fagon
centralisée une évaluation des modales hybrides que vous testez et vous
fournirait un résumé ministéril ainsi qu'une synthse des résultats des
autres organismes participantsa échelle du gouvernement du Canada.

oui

Dans affirmative, veuillez fournir le nom d'une personne-ressource :

Sebastien Lafond

Modéles hybrides. Votreorganisationest-elle passe& un modéle de travail hybride?

oui

Maintenant, combien de jours les employs travaillantentiérement a
distance durantla pandémie doivent. venir travailer au bureau? Si votre:
organisation teste plusieurs modéles, indiquez-en autant que possible :

Ne s'applique pas : On n'a pas indiqué aux employés qu'ils devaient
travaille sur les eux de fagon réguliére.

Sivous avez sélectionné plusieurs modeles hybrides ci-dessus, veuillez
inclure des informations supplémentaires sur les modéles que vous
testerez et sur la maniére dont ls s'appliquent a l'ensemble de votre
organisation

Comment choisit-on les jours oii Femployés doit travaillerau bureau?
N/AN/A
De quelle fagon votre organisation a-t-elle choisit les modeles hybrides?

Evaluations des profil des postes.

Votre organisation a-t-elle adopté une perspective de IACS+ lorsquelle a
choisi les models de travail hybrides?

Non
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FT
Biens immobiliers et | Quelle est la configuration actuelle de votre milieu de travail?

technologie Postes de travail ala carte

Votre organisation a-t-elle envisage de créer davantage d'espaces de
travail collaboratifs et/ou de salles de conférence pour mieux failter les
réunions hybrides ?
Non
Envisagez-vous de réduire Iencombrement de votre bureau ?
oui

Avezvous investi dans des technologies pour vous adapter3un
environnement hybride ? Par exemple, a technologie des réunions dans.
lls salles de réunion, les systémes de réservation en ligne du lieu de
travail, tc.
oui
Si oui, veuillez énumérer
Technologie des réunions dans les salles de réunion (A venir en mode
collaboratif)
Systemes de réservation en ligne du lieu de travail (A venir en mode
collaboratif)
Entente de travail en mode hybride (formulaire électronique
présentement en mode papier verse au dossier des employes)

Présence surle lieu de | Avezvous un outl qui vous permet deffectuer le suivi du pourcentage des
travail employes de votre organisation qui travaillent sur le lieu de travail de:

fagon hebdomadaire?
Non (effectué manuellement; par courriel)
Dans Fafirmative :
Veuillez préciser le nom de Foutil

Veuillez préciser les dernires données dont vous disposez sur
2% des employes qui travaillentau bureau 3 temps plein
9% des employés qui suivent un modele de travail hybride

93 % des employés qui font du télétravailatemps plein
Période laquelle les données se réferent jun a aot

Défis Ques sant vos trois principaux obstacles (p-ex, politiques du SCT, bureau
non assignés, le nombres ‘employes est plus grand que les bureaux
disponibles, autre) affectant la transition vers un lieu de travail hybride ?
1. Le Commissariatadébuté le recrutement de talenta Fextérieurde la
RCN mais le lieu de travail identifié dans es lettres d'offres reste Gatineau
Impact sur beaucoup de politiques du CT (ex : voyage).
2. Pas de financement pour améliorer lieux de travail
3. Besoin de vision stratégique desagencescentrale et impact sur les
politiques (NIC) et les conditions de travail standardisées afin de traiter les
employés équitablement et avec transparence.
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‘Avez-vous consulté vos employs au sujet de fa transition vers le travail
hybride? Dans faffirmative, quels sont es principaux points a retenir?.
Oui, nous avons consultés les employés et a gestion.
Uéquilibre entre les besoins organisationnels et les besoins individuels
sont au caeur de nos préoccupations.

Les équipes voulaient de la flexibilité pour établir le modélequi convenait
le mieux a leur besoin (ne pas imposer le mode en présentiel pour le
‘moment de fagon standardise).

‘Avez-vous consulté des groupes d'équité en matiére d'emploi de votre.
organisation?
oui
‘Avez-vous consulté vos agents négociateurs?
Oui, nous avons partagé nosplans aveceux.

Office of the Intelligence Commissioner of Canada

Departmental Hybrid Profiles

Current Status: Please provide a brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | Thislinkmaybe helpful: Sizeoforganization
Organization Organization Name: Officeofthe Intelligence Commissioner

NumberofEmployees: 7

Does your organization have regional offices? No

Are your regional offices GC co working spaces?
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Position 01d yourorganization assess positions for compatibility with hybrid work? Yes
yes,

Assestments What percentage of positions were assessed as having full-time in-office requirements?
20%
What percentage of positions were assessed to be compatible with hybrid work, where

some time is spent workingremotely and some time is spent on-site?
80%
What percentage of positions were assessed as compatible with full remote work/
telework?
0%
Whatconsiderations were applied to determine a full remote positon (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
Security Classification of Documents/Operations which require the employee to be
physically working in office

We acknowledge that positions assessedfor full time remote are not always offered this
option

Experimentation | 1s your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work? No
no, why? The current model isefficient and is working effectively.

Hybrid model(s) Has your organization shifted to hybrid work models)? Yes

How many days are staffwho worked full-time remote during the pandemic now required
to comeintothe office? Ifyour organization is testing multiple models, indicate as many
as apply:

“The ICO did not have any staff who worked full-time remote during the pandemic due to
the security classification of documents/operations which require the employee to be
physically working in office

How are the on-site days chosen?

Acombination ofa)and b)

Howdid your organization choose hybrid models?

Position profile assessments

Didyourorganization applyaGBA lens when choosing hybrid work models?

No
Real Property & How is your office space currently configured?

Other: assigned office spaces
Technology Has your organization considered building more collaborative workspaces and/or

boardrooms to better facilitate hybrid meetings?
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Ves
Are youplanningto reduceyouroffice footprint?
No
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
No

Onsite Presence | Do you have a ool o track what percentage of employees inyourorganizationare going
into th office onadaily or weekly basis?
No

Challenges Whatare your tp three barriers (e.8, T85 policy, unassigned seating, growth of
employeesvs. allocated space, othr) affecting the transition toa hybrid workplace?
Nil ICO has adopted a hybrid workplace

Engagement Have you consulted with your staff on the shift to hybrid work?Ifso, what are someof
the key takeaways?

Yes, and employee satisfaction is a keytakeaway with the shift to hybrid work.

Have you consulted with Employment Equity Groups withinyourorganization?

No
Have you consulted with your Bargaining Agents?
NA-ICO does nothaveany bargaining agents

Office of the Secretary to the Governor General
Departmental Hybrid Profiles
Current Status: lease providea brief overview of your department's hybrid plans for fall 2022. We understand
departments ae in various stages of planning and implementation, and that planscontinue to evolve. If
information i not available for some ofthe questions, please indicate and provide an estimate if possible.
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Name and size of | This ink may be helpful Sizeof organization
Organization Organization Name:

Office ofthe Secretary tothe Governor General

Number of Employees:

“160

Does your organization have regional offices?

Yes

Aveyour regional offices GCcoworking spaces?

No (Citadel in Quebec City)

Position 01dyourorganization assess positions for compatibility with hybrid work?
Aanants es (informally)

ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
>20%
What percentage of positions were assessed to be compatible with hybrid work, where
some time i spent working remotely and some time is spent on-site?
<80%
What percentage of positions wereassessedas compatible with fully remote work/
telework?
780
What considerations were applied to determine afully remote position (e.g hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
WA
We acknowledge that positions assessedfor ful time remote are not always offered this
option

Experimentation | 1syour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
ves
yes:
What is your organization experimenting with?
A combinationof both full imeon site (guides, kitchen staf, etc) and 1-2 days i the
office. For ane of our teams,they have re-configured theofficeandschedulesto allow for
maximum flexibility and more touchdown stations
Whatis the experimentation timeframe?
Summer 2022
What percentage of employees are participating?
10%
Is participation voluntary or mandatory?
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Strongly encouraged, but have accommodated some employees fora variety of reason
(e-health)

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

0566 is currently developing a pulse survey.

What outcome measures* is your organization using:

NA

“Outcome measures refer to aspectsofexperimentation outcomes thatwillnform future
decision-making. We are intrestedi learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mental healt,talent retention, onboarding,
social cohesion.
Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
thisiniiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-upof the results of other participating organizations,
ves

1fyes, please providea contact name:

Bradley Harkness (bradleyharkness@gs.ca)
Ginette Bailey (ginette.bailey@gg.ca)

Hybrid model(s) Hasyour organization shifted to hybrid work models)?

ves

How many days arestaffwho worked fulltime remote during the pandemic now required
to come ntothe office? Ifyourorganization i testing multiple models, indicate as many
asapply:

Oncea month or ess.
One tothree daysa month
One daya week
Two days. week
Three daysa week
Four days a week
Five daysa week (full ime)
Not applicable: Staff have not been instructed to work on-site at aregular cadence
Diferent requirements based on employee location
other:
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Ifyou have selected multiple hybrid models above, please include additonal information
on the models you wil be testing and how they apply acrossyour organization:

It dependson the work, for some staf (tour guides, kitchen staf, events) are in full-time.
For more corporate / typical office work job, staff ae coming into the ofice (more
administrators than supenvsors/managers) to check mail print/scan materials to return
back to ther emote offices.

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days" where everyone inthe team comes on-site
A combination of 3) and b)
Other:

How didyour organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

Did your organization apply a GBA+ lens when choosing hybrid work models?

No

Real Property & | Hows your office space currently configured?
Hoteling workstations

Technology Traditionalassigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better failtate hybrid meetings?
ves
Are youplanningto reduce your office footprint?
80
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
to
ifyes, please lst

Onsite Presence | Do you have a tool to track what percentage of employees in your organization ae going
into the office onadaily or weekly bass?
Yes using calendar system
ifyes
Please specify the name of the tool:
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Excel Outlook
Pleasespecify the latestdataestimate you have on:
10% of employees n office full time
780.5% of employeesin hybrid work
~10_5%of employees full time teleworking
Time period the data refer to: April 2022 ~ September 2022.

Challenges Whatare your top three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
1. Occupational Health Guidance s dated. Understanding that the health situation hasn't
changed much ince may, but it would be helpful if the guidance on maskingwasupdated.
2. Workspace will become an sue in the coming months (not because OSGGhas grown
that much over the last 2.5 years, but is looking to modernize someof the way it alots
workspaces)
3.NA

Engagement Haveyou consulted with your staff on the shift to hybrid work? Iso, what are someof
the key takeaways?

8D- All staf planned for October

Haveyou consulted with Employment Equity Groups withinyour organization?

No.
Have you consulted with your Bargaining Agents?
Yes — UMCC held in July 2022.

Office of the Superintendent of Financial Institutions Canada

Departmental Hybrid Profiles
Current Status: lease providea brief overviewofyour department's hybrid plans for fall 2022. We understand
departments ar in various stages ofplanning and implementation, and that plans continue to evolve. If
information isnot available for someofthe questions, lease indicate and provide an estimateifpossible.
Note: Responses are highlighted in green font.

Name and size of | This ink may be helpful: Size of organization
Organization© Organization Name: Office of the Superintendent of Financia Institutions

Number of Employees: 994
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Does your organization have regional offices?

Yes/No.

Ave your regionalofficesGC coworking spaces?
Yes/No

Position Did your organization assess positions for compatibility with hybrid work?
Assessments eye

yes,
What percentage of positions were assessed as having fll time in-office requirements?
What percentage of positions were assessed to be compatible with hybrid work, where
some tim is pent working remotely and some time i spent on-site?
What percentage of positions were assessed as ompatibe with full remote work/
telework?
What considerations were applied to determine a fully remote position (e.g., hiring
outsideofthe NCR kil shortages, Diversity and Inclusion considerations, etc)
We acknowledgethatpositions assessedforfull time remote arenotalways offered thisoption

Experimentation | 15your department currently testing out ane or more hybrid models or ther spects
supporting the implementation of hybrid work?
Yes/No

no, why?
tyes:
What is your organization experimenting with? of tlework/ in-office, based on work
activites
Whats the experimentation timeframe? 12 month:
What percentage of employees are participating? 100%
Is participation voluntary or mandatory? VircatoryHows data bing collected?
Avarity of mechanismsareused, e.g, employee surveys, workinggroupfeedback,
feedback received via our dedicated hybrid generic mailbox, acces card usage (by office
location) Weare stilin theearly days of ourexperimentationandcurrently aokingat
metric. As our workplace and technology evolve, tracking mechanisms will be adjusted.
What outcome measures* is your organization using:
Ks hybrid work model was built on key principles that considered wellness, inclusion
and lexibiy. t start rom a place of trust and empowers employees to make informed
decisions recognizing that at times, proximity and physical presence mater and
contribute to ur effectiveness, relationships, and community building, The “employee
experience s very important-the onboarding approachprovides support to people
leaders and employees from change management perspective, allowing the to thive
in uncertain.
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Gur upcoming surveywilcollet Information touching on wellbeing, inclusion, and
employees feelings towards working from the office(level of enthusiasm, comfort, and
anxiety) and level of awareness of modernization plans and of our hybrid work model

“Outcome measures refer to aspectsof experimentation outcomes thatwill form future
decision-making. We are interestedin learning more about wht is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.

Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
thisiniitive, OCHRO's Research and Experimentation team would centrally administeran
evaluation ofthe hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide rollupof the results of other participating organizations,
Yes/ No/ My organization is alreadya partner Nor at this time. Joining in anther sprint
could, however,be of interest. We arein the carly stage ofouronboardingandthevast
majority of our employees are onboarding this fall

1fyes, please provideacontact name:

Hybrid model(s) Hasyour organization shifted to hybrid work models)?

Ves / No /Soon to implement Note: Phased onboarding ofemployees in progress.

How manydaysare staff who worked fulltime remote during the pandemic now required
0 come ntothe office? fyourorganization i testing multiple models, indicate as many
as apply.

Once a month or less
One to three daysa month
One daya week
Two days a week
Three daysa week
Four daysa week
Five days aweek (full ime)
Not applicable: Staf have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybridmodels above, lease include additional information
on the models you wil be testing and how they apply acrossyour organization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
Acombination of a) and b)
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ther: Managers/Employees Getermine where best to complete therwork, based on
thei individual and team-based activities. The onboarding process leading to the
establishment ofworkarrangements i supported by a step conversation (one-on-one
conversation and team conversation).

How did your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: Senior leader engagement and union and employee consultations led to the
development of hybrid modelprinciples and guidance on where best to complete various
types of work actiites

Didyourorganization apply a GBA lens when choosing hybrid work models? OSF's
ybrid work modelwasbuilt on key principles, one of which is “Hybrid working leverages
effective ways to deliver on mandate, whi realizing people-related benefits wellness,
inclusion, flexibility)". Our Diversity, Equity and Inclusion team has been involved and
continues to be involved in the development and review of hybrid-related materia.

Real Property & How s your office space currently configured?
tne Ftvortat Wark vari ct bed workglce 3s ue progres nour

Traditional asigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces andor
boardrooms to better faciitate hybrid meetings? Yes. After surveying employees on
their in-officepreferences and needs,a facilites renovation plan was developed
allocating more space to collaborative workspaces.
‘Are youplanning to reduce your office footprint?
Yes/No Urknown t the moment
Thisis unknown at thi time as we are experiencing employee growth and we have not
fully implemented our hybrid working model. We wil need some time to determine the
actual onsite space requirements.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Ves/ No
IFyes, please ist. OSE has invested in Microsoft Surface Hubs, and tools to integrate our
onsite video conferencing solution with MS Teams. We are exploringoptions fora
workplace booking solutionaswe arecurrentlyusing MS outlook. I addition, we are
looking at wireless solutions for mice and keyboards. Wearealso investing in increasing
onsite bandwidth capacity to support more employees participating in Hybrid work
scenarios; utiizing Wii and Video Conferencing solutions much more regularly with
colleagues. We are moving Office toolsto the cloud; enabling mobile access
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Onsite Presence 00 you have a tool to track what percentageof employees in your organization are going
into the offce on adaily or weekly basis?
Yes/No
We are still arlyinour hybrid onboardingprocess. At this time, we do not haveameans
to rack the percentages below, but we will be tracking number of employees inthe office
daily o identify trends and to monitor office usage.
tyes:
Please specify the name of the tool:
Please specify the latest data /estimate you have on:

9% of employees in office fulltime
5% of employees in hybrid work
9% of employees ull time teleworking

Time period the data refer to:

Challenges What areyour top three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
While our rollout to hybrid work is underway, and will not be completed until December
2022, the anticipated barriers we foresee are:
1.COVID trepidation to return to the office
2. Broad and reliable Wi-Fi access in the office (currently identifying “dead space”)
3. Extensive commuting time
Note: Given the locationsofseveral ofour offices (Greater Toronto Area, lower Vancouver
Mainland, and Montreai), mostofour employeesare faced with an extensive commute,
which can be 90 minutes each way. Employees feel much more productive at home as a
result of th time gained.

Engagement Have you consulted with your staff on the shift to hybrid work?If so, whatare some of
the key takeaways? Ves, we have.Beloware the main takeaways:

Employees like teleworking for a variety of personal and work-related reasons.
Employees appreciate the ability to make decisions that work for them and their teams, as
opposed to being mandated on where to work and when.
Productivity is important to employees.

Have you consulted with Employment Equity Groupswithinyourorganization? O51 has
not directly reached out to specific employment equity groups regardingit shift toa
hybrid model. Roadshows on the hybrid approach were delivered in all sectors and
employees were surveyed regularly. Our Diversity, Equity and Inclusion (DEI) team has
been involved and continues to be involved in the development and review of hybrid-
related material.

Through OSFI Family Tables’ and other DELrelated forums and discussions, we learned
that employees, particularly those fromEEgroups,areat times subject to micro-
aggressions in public transportation. OSFY's forums and networks provide key insights

05s Family Tables areatype of DELelated events, in which we have createda safe spaceforstaffto share ther
views, thoughts,experiencesand opinions directly with colleagues on how issues related to DEI have impacted them or
people they know.
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That strengthen the development of policies, programs and approaches and a safe pace
for staf, fostering awareness and a culture of respect and inclusion
Have you consulted with your Bargaining Agents? es, the unions have been engaged at
differenttimes and participated nthe review of our Hybrid Work Model Playbook and
Guidelines on Telework.

Pacific Economic Development Canada
Departmental Hybrid rofes
Current Status: lease provide a brief overview of your department's hybrid plans for fal 2022. We understand
departments ae in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not availabe for some of the questions, please indicate and provide an estimate if posible.

Name and size of ‘Organization Name: Pacific Economic Development Canada (Pacifican]

Organization Number of Employees: 155

Does your organization have regional offices? Yes

Ave your regional offices GCcoworking spaces? No

Position Didyour organization 2556s postions for compatibility with hybrid work?
Pacifican looked at the compatibility of hybrid work from the perspective of our

Assessments ‘organizational culture, rather than on an individual basis. Employees’ physical presence in

the workplace will promote stronger team work, cohesion and an overall positive
workplace culture. All ofour positionswere assess o be suitable ora mix foffice and
remote work, with very few exceptions as determinedby delegated managers.
What percentage of positions were assessed tobe compatible with hybrid work, where
some time is spent working remotely and some time is spent on-site? n/a
What percentage of positions were assessed as compatible with fully remote work/
telework? n/a
What considerations were applied to determineafully emote position (e.g. hiring
outside of the NCR, skills shortages, Diversity and Inclusion considerations, etc.) n/a

Experimentation | Isyour department currently testing out one or more hybrid models ar other aspects
supporting the implementation of hybrid work? Yes
What i your organization experimenting ith?
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+1 ybrid Mode - this model allows for staff to gather with teammates inthe office on
one Team Day set by management, and a second Flex Day inthe office of their choosing,
though not necessarily at the same time as other team members.
Implementation of this model i intended to be gradual. In the Lower Mainland of British
Columbia, our current plans to start with one Team Day a week, and gradually build to
0 days per week once our interim space in Surrey is available.

Once an interim SurreyHQlocation issecured and the Vancouver Lisson office
renovations are complete, we il implement the full 1+1 hybrid model inthe Lower
Mainland. In this scenario, employees will spend one Team Daya week at Surrey HQ, and
one Flex Daya week at either the Surrey HQo the Vancouver Liaison office.

With respect to regional offices notin either Surrey or Vancouver, employees willalso be
in the office one day a week to meet as a team, and an additional day (or more) to meet
with clients, stakeholders, etc.
What is the experimentation timeframe? Official implementation launch 24 Oct 2022,
However employeesarealready being encouraged to begin experimenting with tis model
now to becomefamilar withthe new schedule
What percentage of employees are participating? 100%
Is participation voluntaryormandatory? Mandatory
How is data being collected? Employee surveys, administrative data collection through
workspace booking tool, Future of Work committees working groups, team meetings to
discuss and collect feedback from employees.

What outcome measures* is your organization using:

TBD we will request best practices from OCHRO to establish consistent measurements.
In addition, Public Service Employee Survey results, particularly employeesatisfaction and
engagement levels, will continue to inform outcome measurement.
Ave youinterested in joining OCHRO's Hybridn-a-Box Experimentation initiative?
We would request more info on what s involved. Contact: Paul Bharaj@pacifican gc.ca

Hybrid model(s) Has your organization sifted to a hybrid work model(o? Official, as of 24 Oct 2022, but
with some inital voluntary implementation currently underway. Ful implementation
anticipated for 2023 once Surrey interim and the Vancouver Liaison Offices are in place.

How many days are staffwho worked full-time remote during the pandemic now required
to come ntothe office? fyourorganization i testing multiple models, indicate as many
as apply.

We are currently at one daya week on avoluntary bass, will transition to one dayon a
mandatory basia of 24 Oct 2022, then two days mandatory a space becomes available.

Oncea month or ess.
One tothree days month
One day a week- currently
Two daysa week—when model fully implemented
Three days a week
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Four daysa week
Five days a week (full ime)
Notapplicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
other:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone inthe team comes on-site
Acombination ofa)and b)
Other:

Howdid your organization choose hybrid models?

Position prof assessments
Employee location (NCR employees come into the office)
Precedence setbyother government organizations
Employee engagement/Team charter exercises
Other: al of the above

Didyourorganization applyaGBA lens when choosing hybrid work models?
Although a formal GBA* analysis has not been conducted, the ExecutiveCommitteeand
individual managers have considered related factors such as differential impacts of work-
from-home and hybrid office models on women and parents of young children, as well as
other identity factors such as socioeconomic factors, disabilty, age and mental health.

Real Property & How is your office space currently configured?
Currently we only have access to borrowed space/interim space, specifically:

Technology Hoteling workstations — swing space and touchdown space available on loors within our
main office buikling whileour central workplace in Vancouver, BC is under renovation.
Activity Based Workplaces (ABW)~ once renovation ofour central Vancouver, BC office is
complete and interim)/lon term Surrey, BC space is acquired, work station configurations
will be ABW, largely unassigned apart from executive and Ministerial offices.
GCcoworking space-unassigned ABW space available from PSPC inVancouver, BC
Has your organization considered building more collaborative workspaces and/or
boardrooms to better failtate hybrid meetings? Yes, all our meeting spaces are able to
support simultaneous in person and remote attendance. All new builds will aso
incorporate the same technology.
Are you planning to reduce your office footprint? PacifiCan and PSPC have been
collaborating on External Mobility Scenarios to review space reduction optionssince we.
are no longer five days a week inthe office.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc) Yes~ creation of
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in-house, customized workspacebooking tools o support interim office space booking:
longer term solutions currently under review. In addition, each employee hasa tablet and
cellphone as basic technology tools.

Onsite Presence D0 you have a tool o track what percentage of employees in your organization are going
into the office on adaily or weekly basis? Yes- our in-house, customized workspace
booking tool can generate data on numberof employees requesting onsite work space;ll

requests are also tracked through requests to our Corporate Administrative Services
team. The tool, however, does not capture those who come in for a tear meeting as they
are not required to book a spot for the day since the meeting room is already booked.
Please specify the latest data / estimate you have on: We have employees working hybrid
who are in the office to receive/configure/deploy IT and office equipment and supplies,
assist with office space booking and space use requirements, meeting with property
managers to tour office space, meeting with designers and other contractors to manage:
our space requirementsand refit projects. Administrative staff meet onsite with new
employees as part of thei onboarding process.
We also have employees attending in-person meetings to discuss priorities, training
purposes with other subjectmatterexperts, and collaboration with partners from other
‘government departments and agencies.

Challenges What are your top three barriers affecting the transition to 3 hybrid workplace?
1. Lack of dedicatedswing space to support the Vancouver Library Square refit project and
the need to seek and secure space from OGD to suppor our space requirement.
2. Timeframe required to establish a new national headquarters in Surrey, BC for our new
agency, as wellasthe complexity of “returning” to the office when our office HQ is
moving.
3. Technology to support truly hybrid meetings where every speaker across each virtual
boardroom across the country can be seenbyall participants when speaking to bring a
more realistic experience across each in-person team.

Engagement Have you consulted with your staff on the shift to hybrid work? Yes - we have had
surveys, town hall meetings, team meetings, and individual meetings.

Have you consulted with Employment Equity Groups withinyour organization?

Not specifically.
Have you consulted with your Bargaining Agents?
Yes, weve had meetings with our Labour Management Consultation Commitee.

Parks Canada

Departmental Hybrid Profiles
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Current Status: lease providea brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not avilable for some of the questions, please indicate and provide an estimate if possible.

Name and size of | This ink may be helpful: Size of organization
Organization Organization Name:

Parks Canada

Number of Employees:
4666
“does not reflect seasonal employees

Does your organization have regional offices?

ves

Are your regional offices GC co working spaces?
No

Position Did your organization assess positions for compatibility with hybrid work?
ves

Assessments Parks Canada i currently in the midst of running its Position leibity assessment
exercise. Results at Parks Canadalevelare expected by October 31.
Discussion with employees on Telework and setting telework agreements for positions
with such flexibility profile are expected to take place in November, 2022.
What percentage of positions were assessed as having full-time in-office requirements?

What percentage of positions were assessed to be compatible with hybrid work, where
some time i spent working remotely and some time is spent on-site?
What percentage of positions were assessed as compatible with full remote work/
telework?
What considerations were applied to determine a fully remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)

We acknowledge that positions assessedor ull time remote are not aways offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
ves
tyes:
What is your organization experimenting with?
Communications was shared with employees informing them of the adoption of an hybrid
model on the long run.
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Directorates have been invited on a voluntary basis to experiment the hybrid work
settings throughout the summeras the organization complete ts position flexibility
assessment exercise.

Given the nature of our operations, the scopeof the experiment is limited to employees
from National Office locations.

Note that Parks Canada is highly operational and decentralized organizationand most of
the operational staff have been workingonsie since faily soon afte the beginningof the
pandemic. For office type staf, there has beena mix of on site, hybrid and telework.
Decisions and direction have been taken at the field unit level in many cases to ensure the
most appropriate model or delivery of services.
How i data being collected?

Parks Canada has developed an application to capture office reservation. However, the
application is limited to one location a this time. The application capture presence in the
office and allow for data monitoring and reporting.

“Ifyou have employee pulse data, please share aggregate results
What outcome messures* is your organization using:

No Key Performance indicator as been developed todateto help measure
success/progress.

“Outcome measures refer to aspectsofexperimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about wh is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mental healt, talent retention, onboarding,
social cohesion.
Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
this nitive, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of therparticipating organizations.
Yes

1fyes, please providea contact name:

Patick Laplante
Patrcklaplante@pe gc.ca

Hybrid model(s) Has your organization shifted to hybrid work model(s)?

Soon to implement

How many days arestaffwho worked fulltime remote during the pandemic now required
to come ntothe office? fyourorganization i testing multiple models, indicate as many
as apply:
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Once a month or fess
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days a week(full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Differentrequirementsbased on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

ParksCanada is currently in the midst of runing its Position flexibility assessment
exercise. Results at Agency level are expected by October 31. Those results will allow to
tailor the hybrid model to the operational requirements associated to specifi positions.
Howdid your organization choose hybrid models?

The models will be selected basedon the position profile assessments.

Did yourorganization applya GBA lens when choosing hybrid work models?

No

Real Property & How s your office space currently configured?
Technology Each office site is configured differently. Most National Office locations reflecta

traditional WP2.0 configuration. Rural and remote office locations reflect older
workstationsthat are not compatible to modern reconfigurations. Due to space pressures
inremote and rural locations, these offices have smaller utilization rates, despite the
dated fit-up.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
We are actively working on a design strategy to include collaboration spaces at Parks”
NCA location (30 Victoria). We are analyzing and prioritizing boardrooms and offices, as
wellas possible collaboration spaces, in ordertosee partial space changes.
Are you planning to reduce your office footprint?
No./ maybe - with respect to National Office locations, space reductions could be.
possible. However, as it relates to remote and rural locations, Parks Canada salready
severely underaccommodated. For most of these sites, employees are already desk-
sharing.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes - Options are being analyzed and tested for boardroom technology, aswellasother
small enclosedofficesto be used as collaboration.
As an immediate and interim solution, Parks has adoptedanapplication for workspace
booking. This tool is being used at one location and will be made available for some other
locations
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‘Additonal investments have been made to ensure WiFi is avaiable, workstations have
universal docking stations, monitors, height adjustable work surfaces, etc.

Onsite Presence | 00 you have a ool o track what percentage of employees in your organization are going
into the offce on adaly or weekly basis?
Yes — the booking app will allow for trackingofoccupancy; however, this application is not
available for each office site, therefore there remains gaps. Thi continues to be
developed.
Please specify the name of the tool:
Book IT (an application developed by Transport Canada, Flexidesk app).
Please specify the latest data / estimate you have on:
305% of employees in office fulltime
30 %of employees in hybrid work
40. % of employees ull time teleworking.

Time period the data refer to: une toSeptember 2022

Challenges What are your top three barriers (e.g, 65 policy, unassigned seating, growth of
employees vs. allocated space, ther)affecting the transition toa hybrid workplace?
1. Change management
2. Technology (Bandwidth/Network capacity)
3. Allocated space (foot print/space design), including growth of employees.

Engagement Have you consulted with your staff on the shift to hybrid work? If so, what are some of
the key takeaways?
A pulse survey was completed in May 2022, data was captured with regards to hybrid
work setting, preferred approach to hybrid work as well as challenges encounteredso fr.

a
10 surveyRessENGappro

Have you consulted with Employment Equity Groups withinyourorganization?

The Persons with disabilities network was consulted.

Have you consulted with your Bargaining Agents?
ParksCanada have been holding monthly consultations with bargaining agent since the
tart of the pandenic
Director Labour Relations is meeting on a weekly basis with national PSAC representative
10 keep them abreast of anyandall development on the return to work fe.
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Parole Board of Canada
Departmental Hybrid Profiles
Current Status: lease provide a brief overview of your department's hybrid plansfo fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and Size of This link may be helpful: Size of organization
Organization

Organization Name: Parole Board of Canada

Number of Employees: 498 FTE

Does your organization have regional offices?

Yes/No

Are your regional offices GC co working spaces?
Yes/No

Position Assessments | Did yourorganization assess positions for compatibity with hybrid work?
Yes/No

tyes,
What percentage of positions were assessed as having full-time in-office requirements?
%
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotelyand some time is spent on-site?
51%
What percentage of positions were assessed as compatible with full remote work/
telework?
36%
What considerations were applied to determine a fll remote position (e.g. hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)

We acknowledge that positions assessedfor ful time remote are not always offered this
option
Is your department currently esting out one of more hybrid modelso other aspects
supporting the implementation of hybrid work?

Yes/No

1£no, why? We are currently implementing the new telework so far 81% ofour staff have:
a veld telework.
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yes
Whatisyour organization experimenting with?

What s the experimentation timeframe?

What percentage of employees are participating?

Is participation voluntary or mandatory?

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
#If you have employee pulse data, please share aggregate results

What outcome measures" is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion,mental health, talent retention, onboarding,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Yes/ No/ My organization salready a partner

If yes, please providea contact name:

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/ No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to come intothe office? Ifyourorganization is testing multiple models, indicate as many
as apply:

Once amonth or less:
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days a week (full time)
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Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
Acombination ofa) and b)
Other: Each division has the flexibility to determine what would be the best for the team

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement /Team charter exercises
Other:

Did your organization apply a GBA lens when choosing hybrid work models? YES.

Real Property & How is your office space currently configured?
Technology Hoteling workstations

Traditional assigned cubicles.
Activity Based Workplaces
Other: We are in transition to have different office space configuration unassigned,
assigned. other
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
All options are on the table.
Are you planningto reduce your office footprint?
Yes/No
Have you invested in technologies to adapt to a hybrid environment?For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes/No
Ifyes, please ist: Our IT service provider doesn't have the capacity to support new.
initiative.

Onsite Presence, Do you have a tool to track what percentage of employees in your organization are going
into the office on a daily or weekly basis?
Yes/No
Ifyes:
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Please specify the name of the tool:

Please specify the latest data / estimate you have on:
3% of employees in office ful time
5% of employees in hybrid work
3% of employees full time teleworking

Time period the data refer to:

Challenges What are your top three barriers (e.g. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transitiontoa hybrid workplace?
1
2
3

Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?
Yes, flexibility

Have you consulted with Employment Equity Groups withinyour organization?

No
Have you consulted with your Bargaining Agents?
ves
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Patented Medicine Prices Review Board
Departmental Hybrid Profies
Current Stats: Please providea brief overviewofyour department's hybrid plans for fall 2022. We understand
departments ar in variousstagesof planning and implementation, and tha plans continue t evolve. If
informationis not avalible fo some of the questions, please nlcate an provideanestimate f posse

Name and size of | This ink may be helpful Size of organization
Organization© Organization Name: Patented Medicine Prices Review Board (PMPRE)

Number of Employees: 79 per nk above)
Does your organization have regional offices?
Yes/No
Ave your regional offices GCco workin spaces?
Yes/No/Not applicable

Position Oid yourorganization asess positions for compatibity with hybrid work?
Assessments Yesito

The PMPR did not, and does not intend 0, do 2 position-by-position review. The PMPRE
was able to work almost entirely remotelysince March 2020, with ony the occasional

office vst on an as and required basis (., forserver oom maintenance, faciity
management, and conducting hearings, etc). Withouthaving done a formal assessment,
80% positionscould likely work ul time remotely, withthe remaining 20% hybrid,
ifyes,
What percentage of positions were assessed as having fll time in-office requirements?
What percentage of positions were asessed tobe compatible with hybrid work, where

some time i pent working remotely and ome time isspent on-site?
What percentage of postions were assessed as compatible with ul remote work/
telework?
What considerations were applied to determine a full remote position (e.. iig
outsideofthe NCR, kil shortages, Diversity and Inclusion considerations, etc)
We acknowledge that postions assessfo full timeremote are not aways offered ths
option
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Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

fo, why?

The PMPREs policy on location of work allows employees to choose their location of work
(ie. office, home, mix of both). With that and given the small izeof the PMPR (79 FTEs),
and the foct that all employees have assigned seating, the PMPRS hasn't had to prioritize
seating or test anything out. Prior to Covid, the PMPRB was already setup to be fully
mobile, with a digital frst strategy; therefore, implementation experimentation took
place in 2010-20 and the PMPRS is resuming its previous posture (e.g. in 2019-20,
meetings were already being held in a hybrid fashion, with n person and online
participants).

ityes:
Whats your organization experimenting with?

Whatis the experimentation timeframe?

What percentage of employees ae participating?

Is participation voluntary or mandatory?

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

What outcome measures* is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental health, talent retention, onboording,
social cohesion.

Are you interested in oining OCHRO’sHybric-in--8ox Experimentation intatve? Under
thisiniitive, OCHRO's Research and Experimentation team would centrally administeran
evaluation ofthe hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-upof the results of otherparticipating organizations.
Yes/ No/ My organization is alreadya partner

1fyes, please providea contact name:
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EE I |
Hybrid model(s) Hasyour organization shifted to hybrid work modells)?

Yes/ No /Soon to implement

How many days are staffwho worked full-time remote during the pandemic now required
to come ntothe office? If yourorganization i testing multiple models, indicate as many
as apply:

Once a month or ess.
One to three daysa month
One daya week
Two days. week
Three daysa week
Four days a week
Five days a week (full ime)
Notapplicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other: Varies ranch by branch but generally no requirement to come in. The PMPRS
encouragessomeofficepresence, and employeescome in as thy see it. The PMPRB
doesn't track when employees are in the office, but employee office presence is
increasing,

16you have selected multiple hybrid models above, please include additional information
on the models you will be testing and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
Acombination of a) and b)— prt b depends on the branch
other:

How did your organization choose hybrid models?

Position profile assessments
Employeelocation (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

Did your organization apply a GBA lens when choosing hybrid work models?
No.
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Real Property & How is your office space currently configured?
Hoteling workstations.

Technology Traditional assigned cubicles~ completed a Workplace 2.0 efit in February 2020 with
assigned spaces
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facltate hybrid meetings?
No. The PMPR already has al such required spaces.
Are you planning to reduce your office footprint?
Yes/No
The PMPRB is open to the possibilty but has oly 1.5 floors of building, withsix years
remaining on the lease. If PSPC i interested in some ofour space, we could give some up.
Have you invested in technologies 0 adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
Ifyes, please ist
All boardrooms are equipped with Surface Hubs and online booking systems ar in place
for boardrooms, etc. Since al employees haveasigned workstations, no booking systems
are needed for these.

Onsite Presence | D0 you have a ool to rack what percentage of employees in your organization are going
into the office onadail or weekly basis?
Yes/No
Given the smal size of the PMPRB (79 FTEs), and since all employees have assigned
seating, the organization has not been tracking this
ityes:
Please speciy the name ofthe took:

Please specify the latest data / estimate you have on:
3% of employees n ofice full ime.
5 of employees in hybrid work

5% of employees full ime teleworking
Time period the data refer to

Challenges What are your top thee barriers (e.g, 85 poicy, unassigned seating, growth of
employeesvs.allocated space, other) affecting the transition toa hybrid workplace?
2.785 policy, uncertainty of future direction
2A
INA

Engagement Have you consulted with your staff on the shift to hybrid work? Iso, what are some of
the key takeaways?

Yes. The PMPRE's approach is toallow employees thechoice of whento come to the
office, with certain restrictions (e.g. telework within NCR, come in when called in, etc).
Employees have been very pleased withour approach and flexibly. Some employees
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Come into the office regularly, others do mot. The PMPRB welcomes and encourages office
presence.

Have you consulted with Employment Equity Groups withinyourorganization?

The PMPRS consulted all employees, 50 es.
Have you consulted with your Bargaining Agents?
No. Given the small size of the PMPRB (79 FTEs), and the fact that we consulted al PMPRS.
employees, we did not consult bargaining agents,

Prairies Economic Development Canada
Departmental Hybrid Profiles
Current Status: Please provide a brief overviewofyour department's hybrid plans for fall 2022. We understand
departments are in various stages ofplanning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | This link may be helpful: Size of organization
Organization eatOrganization Name: Prairies Economic Development Canada (PrariesCan)

NumberofEmployees: 392.45 of August 2022 (283 indeterminate, 109 term, casual and
student)

Does your organization have regional offices? Yes

Yes/No.

Are your regional offices GC co working spaces? Ho
Yes/No.

Position 01d your organization asses positions for compatibility with hybrid work?
Qur department took the view that, with very few exceptions as determined by delegated

Assessments ‘managers, all of ourpositions are suitable for a mix ofoffice and remote work.
Yes/No.
Ifyes,
What percentage of positions were assessed as having full-time in-office requirements?
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent workingremotelyand some time s spent onsite?
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What percentage of positions were assessed as compatible with fully remote work/
telework?
What considerations were applied to determineafully emote position e.g, hiring
outsideofthe NCR, sks shortages, Diversity and Inclusion considerations, etc
We acknowledge that positions assessedfor ful time remote are not always offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work? Yc:
Yes/No

no, why?
yes
What is your organization experimenting with?
Some employees have been working in ouroffices throughout the pandemic. Since late
20212, we have been experimenting with broaderreturns of groups towards a hybrid
office model. This has involved asymmetric, progressive implementation of regularoffice
schedules, currently ranging from ad hoc to 2 or more days, per week, per employee.
Whatis the experimentation timeframe?
We began hybrid offce experiments in the fal of 2021. However, with setbacks due to
COVIDvariants, most of our regions began thei ull implementation in late winter or early
spring 2022
What percentage of employees ae participating? “507%
Is participation voluntary or mandatory?
tis mandatorythatemployees complywith management’direction. OurDeputy

Ministeroutlined the current approach n anal staf communication on September 3,
2021 and reminded employees that they are expected to “play ball” when needed to work
in the office. However, implementation has progressed asymmetrically based on group
functions and operational requirements. Managers have also stayed attuned to the

individual needs of employees, in the spirit ofmanagingwithflexiilty throughthe COVID

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

We have surveyed employees through various tools and are gathering feedback
anecdotally, through HR datasets, EAP usage and union management consultations.

What outcome measures is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interestedin learning more about wht is important to
organizations to help inform our government-wide hybrid experimentation effort. Some
‘examples include diversity ond inclusion, mental health, talent retention, onboarding,
social cohesion.
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Public Service Employee Survey results, particularly employee satisfaction and
engagement levels, will continue to be of utmost importance to us. We are also paying
close attention to internal measures regarding diversity and inclusion and mental health,
Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upofthe resultsof otherparticipating organizations. 1.
Yes/ No/ My organizationisalreadya partner

Ifyes, please providea contact name:

Hybrid model(s) Has your organization shifted to a hybrid work model(s)? Ve:

Yes/ No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to come into the office? If your organization is testing multiple models, indicate as many
as apply:

Once amonth or less
One to three days a month
One day a week
Two days a week
Three days a week
Four days a week
Five days aweek (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbe testing and how they apply acrossyour organization:

Ourorganization hasbranded itshybrid working model “1 +1.” This meansthatstaff
gather with teammates in the office on one day set by management and that they choose
the second day oftheweek to work in the office, but not necessarilyat the same time as
other team members. The logic that one day is with their team and the second day
allows for informal and random interactions with people fromother teams.

How are the on-site days chosen?

Employees individually decide which day(s) to come on-site:
‘There are fixed “team days” where everyone in the team comes on-site
Acombination of a) and b)
Other:

How did your organization choose hybrid models?
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We conducted several employee surveys and focus group discussions, which showed that,
whileopinions varied significantly, the vast majority (~90%) wanted to work n the office
some of the time. Our Executive Comittee decided on the “1+1” approach after many
discussions considering staff desires, the natureof our work functionsand the
organization's regional mandate.

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set byother government organizations
Employee engagement / Teamcharterexercises
Other:

Didyourorganization apply a GBA lens when choosing hybrid work models?

Although a formal GBA analysis has not been conducted, the Executive Comittee, in
arriving at this policy, and individual managers in implementing it, have considered
elated factors such as differential impacts of workfrom-home and hybrid office models
on women and parents of young children, as well as other identity factors such as
socioeconomic factors, disability,age and mental health.

Real Property& Howsyourofficespace currently configured?
Technology Currently we have a mix of hoteling workstations tha ar free for any employee to use as

well astraditional assigned cubicles. In some regions, the assigned cubicles are assigned
to more than one employee, who share them usinga“buddysystem.”
Hoteling workstations
Traditional assigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, this has been done in some regions in the short term, to provide more meeting
space, with fewer individual workstations. We are working with PSPC towards longer
term office space refts.
‘Are youplanningto reduce your office footprint?
No, we do not have imminent plans. This might make sense in the future, but our
organizationhas been in growth mode as a result of COVID relief funding, other new.
programs and the expansion of western regional development agencies.
Yes/No
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Earlier in the pandemic, we used anoffice entry reservation application to track and
maintain office presence undera certain % threshold. More recently, we have invested in
technologiestobetter work ina hybrid environment, such as the integration of Enterprise
VC System with Ms Teams, which allows a videoconference device to connect to Ms
Teams meetings. We have also increased our capacity of GCSRA (remote access) and have:
increased the procurement of SurfacePro and mobile phone devicesfor employee use.
Yes/No
ifyes, please ist
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EE |
Onsite Presence | D0 you have a ool to rack what percentage of employees in your organization ae going

into the office on a daily or weekly basis?
No, we have not sed such a tool since removing the requirement to use the Office Entry
Application. However, our officesizesare sufficiently small to afford management with a
500d visual view ofthe employeeswho are in the office
Yes/No
Ifyes:
Please specify the name of the tool:
Please specify the latest data / estimate you have on:
“2 5% of employees in office full time.
~75.80%of employees in hybrid work
~20259%% of employees fll time teleworking
ime period the data refer to: Sumer 2022

Challenges What areyourtop three barriers (e., T85 policy, unassigned seating, growth of
employeesvs.allocated space, ther) affecting the transition to a hybrid workplace?
1. Whole space e-configuration -while minor improvements have been made, our office
space requires modernization to newer and emerging federal office space standards;
2. Culture~ we have yet to fully replicate, virtually or in a hybrid office seting, certain
features of our postive office culture, such as the quick and effective onbosrding of new
Hires and regular social cohesion activites potluck celebrations, birthdays, retirements,
etc)
3. Health and Safety —e..; regular availabilty of trained frst aid attendantsand
emergencyevacuation volunteers; ongoing concerns with COVID-19 transmission and
proper curren safety protocols

Have you consulted with yourstaffon the shift to hybrid work? I so, what are some of
‘the key takeaways?

Yes, through surveys and anecdotal feedback received through various means (focus
groups, town halls, and 1 on 1). Key takeaways have been largely positive. Aftergetting
past the inital anxietyand logistics related to returning to office, many staf report
enjoying the benefits of working in an office and seeing colleagues in person. Others
report that they have not flly bought into the need to work for hybrid model and that
they would prefer to work from home full-time.

Have you consulted with Employment Equity Groups withinyourorganization?

Yes, our departmental employment equity, diversity, and inclusion employee resource
groupisactively engaged anddiscusses areasof departmental concern such as hybrid
workplace, return to work, employeewellbeing and learning and development needs.

Have you consulted with your Bargaining Agents?
Ves, informally and through ongoing formal consultation at department.vide and regional
labour management consultation committees
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Privy Council Office
Departmental Hybrid Profiles
Current Status: Please provide bref overview of your department's hybrid plans for fll 2022. We understand
departments are in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not available for some ofthe questions, please indicate and provide an estimate if possible.

Name and size of | This link may be helpful: Size of organization
Organization© Organization Name: Privy Council Office

Number of Employees: 1215

Does your organization have regional offices?

ves

Ave your regional offices GC co working spaces?
No

Position Did your organization assess positions for compatibility with hybrid work?
Assessments resifyes,

What percentage of positions were assessed a having fulltime in-office requirements?
31%ofemployees have operational requirements that require them to be in the
workplace between 45 days week
What percentage of positions were assessed to be compatible with hybrid work, where

some time is spent working remotely and some time is spent on-site?
53%ofemployees have operational requirements thatrequire them to be in the
workplace part-time.
28%2:3 days week
17% 1day / week
85% 1.3 days / month
What percentage of postions were assessed as compatible with fully remote work/
telework?
159%ofemployees do not have an operational requirement to be inthe workplace

What considerations were applied to determine a fully remote position (e.g, hiring
outsideofthe NCR, sls shortages, Diversity and Inclusion considerations, etc
Fulltime telework arrangementsvil ony be offered in exceptional circumstances. Al
requests for full-time telework will be reviewed and discussed on a case-by-case basis
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with HR and such things as skis shortages and diversity and inclusion may be considered
as part of the decision process.

We acknowledge that positions assessed for full time remote are not always offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

ino, why?
ifyes:
What is your organization experimenting with?
PCO employeeswereasked tohave a recurrent in-person presence inthe office every
week,beginning June 13, 2022 to help test our hybrid technologies, accommodations, and
to give all employees a chance to contribute to a period of experimentation and testing.
Managers were encouragedto try different models within their work units such as having
employees non the same day, allowing employee choice inthe day of the week they
come to work, etc and thenassessing the impact. Employees and managers were
surveyedtogauge the success of the experimentation period and perceptions of the
various approaches.
What is the experimentation timeframe?
June 13 tl the endof summer
What percentage of employees are participating?
Most participated. According to a survey conducted in August 2022, 93% of respondents
indicated having some presence inthe workplace between June 13, which was the launch
of the experimentation period, to August 9, when thesurvey ended.
Is participation voluntary or mandatory?
Mandatory.

How is data being collected?
Someexamples could include employee surveys, HR system/ administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

Employee survey: An nial survey, designed to capture employee feedback andserve asa
temperature check, was launched on July 28, 2022 and closed August 9, 2022.
Office Entry Application: employees have been asked to log their presence n the
workplace and select thei workstationfo each day in the workplace
Discussions within each branch between management and employees.

What outcome measures* is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interested i learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversityandinclusion, mental healt, talent retention, onboarding,
social cohesion
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In the survey that was conducted, employeeswere asked to rate whethertheirexperience
improved or declined during the experimentation period with various attributes including
team building/collaboration, networking, communication, cross-functional collaboration,
idea generation, work satisfaction, well-being, productivty/performance and worklfe
balance.
“Thesurveyalso asked new employees who joined PCOduring the pandemic how their
onboarding and integration experience had been.
“The surveyhad an optional questions fo respondents to identify ther designated EE
group(s) tohelp conduct additional analysis from a diversity and inclusion perspective.
Are you interested in joining OCHRO's Hybric-in-2-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of otherparticipating organizations,
Maybe~we would ike o learn more. We definitely want to support OCHRO initiatives

Ifyes, please providea contact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes. Amessage was sent by the Deputy Head to al employees, whichwe can share.
Many employeesare already required to be in the office for operational reasons. For
those who are not,aminimumof 2 days per week in the office wil be required for al
employees beginning later in September.

How many days are staffwho worked full-time remote during the pandemic now required
to comeintothe office? If your organization i testing multiple models, indicate as many
as apply:

Oncea month or ess.
One to three days a month
One day a week
Two days a week
Three days a week
Four daysa week
Five days aweek (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location

Ifyou have selected multiple hybrid models above, please include additional information
on the models you will betesting and how they apply acrossyour organization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days"whereeveryone in the team comes on-site
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Acombination ofa) and b)
Other:

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
other:

Didyourorganization applyaGBA lens when choosing hybrid work models?

Yes, through surveysofstaf

Real Property & How s your office space currently configured?
Hoteling workstations.

Technology Traditional assigned cubicles
Activity Based Workplaces
Other: A mix of traditional closed offices and assigned and unassigned workstations
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facltate hybrid meetings?
Yes
Are you planning to reduce your office footprint?
Notin the immediate term, but we are in the process ofa longer-term accommodation

planningexercise with PSPC and our experiences with hybrid work will influence the
outcomes.
Have you invested in technologies to adapt to a hybrid environment?For example,
boardroom meeting technology, online workplace booking systems etc)
Yes
Ifyes, please lst
SSC supported integrated boardroom solutions;
M365 ful site;
Increased network bandwidth;
Secure Video terminals installed throughout PCO and inthe homes ofsenior officals;
Secure laptops for home access to secret material
Upgraded laptops to support hybrid work
Full hybrid boardrooms fo secure video, webex, and MS Teams including interpretation

Onsite Presence | D0 you have a ool to track what percentage of employees in your organization are going
into the office onadaily or weekly basis?
ves
ifyes:
Please specify the name of the tool:
The Office Entry App was developed to make t easier to manage building entries and
occupancy levels in order o keep everyone safe. Through tis app, employees and
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contractors (users) can submit requests to use and reservea specie workstation within
applicable PCO facilis ata chosen date and time.
“The employee survey asked respondents to identify thir weekly presence inthe
workplace, which s the data stated below:

Pleasespeciy the latest data / estimate you have on:
20.5% of employees in office ull time
_73_% of employees in hybrid work
7.5% ofemployees ull time teleworking
Time period the data refer to: June 13 unti the survey closed on August 9,2022____

Challenges What are your top three barriers (e . T8S policy, unassigned seating, growth of
employees vs. allocated space, ther) affecting the transition to a hybrid workplace?
1. Change Management ie. Employee resistance
2. Inconsistency between departments undermining efforts to bring employees nto the
offic.
3.Disincentives to come to the office requirement for masks, increased transportation
costs, loss of work-life balance, etc)

‘Engagement Have you consulted with your staf on the shit to hybrid work? Ifso, what are some of
the key takeaways?

Yes, PCO employees and managers were surveyed to gauge the success of the
experimentation period and perceptions of the various approaches
Generally, survey respondents indicated they are participating in the experiment and
coming nto the office more frequently compared to prior to the experimentation period.
For those who indicated a change intherexperienceduring th first month of
experimentation, the improvements outweighed the declines. Workfe balance and
productivity/performance had the largest declines.
Access to secure systems, team building exercises and networking were the top three
most voted activities better performed in theworkplace.
Work-fe balance was the #1 most valued aspect of emote work.
Most respondents prefer an unstructured approach with return to the workplace with the
flexibility to choose their own day(s) in the workplace.
Transportation / commute was the highest concern with returning to the workplace for
respondents.
“The majority ofsupervisors/managers indicated having no challenges managing
employees remotely. The highest ranked support tools for managers/supervisors were
guidelines on technology in the workplace, training on working in hybrid models and HR
accommodations suppor.

Have you consulted with Employment Equity Groups withinyourorganization?

RTW was discussed at a June 28, 2022 meeting with our Employment Equity and Diversity
Advisory Committee. Throughout the fll we wil meet with various employee networks
and conduct additonal surveys potentially.
Have you consulted with your Bargaining Agents?
Yes-through our National Labour Management Consultation Committee, Occupational
Health and Safety Policy Committe, and ad-hoc Labour-Management meetings
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Public Persecution Service of Canada
Departmental Hybrid Profiles
Current status: lease providea brief overview ofyourdepartment's hybrid plans or all 2022. We understand
departments ae in variousstagesof planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of |This link may be helpful: Size of organization
Organization© Organization Name: Public Persecution Serviceof Canada

Numberof Employees: 1124

Does your organization have regional offices? Ye:

Yes/io

Are your regional offices GC co working spaces? No
Yes/No

Position Did your organization asses positions or compatibility with brid work? Vc:
Assessments ves/o

ifyes,
What percentage of postions were assessed s having fulltime in-office requirements?
10%
What percentage of positions were assessed tobe compatible with hybrid work, where

some time is spent working remotely and some time is spent on-site?
70%
What percentage of postions were assessed as compatible with ully remote work/
telework?
20%
What considerations were applied to determine a fully remote position (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc.)
Tasks allow them to befull remote and hiring outside worklocation

We acknowledge that positions assessedfor ful time remote are not always offered this
option
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Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
ves

Yes/No

no, why?
tyes:
What is your organization experimenting with?
We're experimenting with Hybrid in all our regions and NHQ and we will review
effectiveness and examine lessons learned and best practices n the coming months.
Whatis the experimentation timeframe?
BeginninginSeptember 2022 Until March 2023
What percentage of employees are participating?
00%

Is participation voluntary or mandatory?
All employees wil take part in the hybrid workplace.

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc
“If you have employee pulse data, lease share aggregate results

We have done and will continue to conduct surveys.

What outcome measures is your organization using:

We will be assessing employee's experience with hybrid and the impacts on their
wellbeing and mental health as well as impactson productivity, retention, recruitment
and team cohesion etc. This will be done via surveys, town halls and employee focus
groups.

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversityandinclusion, mental healt, talent retention, onboarding,
social coesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO' Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofother participating organizations. 10
Yes No/ My organization s alreadya partner

Ifyes, please providea contact name:
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Hybrid model(s) Hasyour organization shifted to hybrid work models)?

Yes some regionsalready have and all willin September 2022

Yes/ No / Soon to implement

How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If your organization is esting multiple models, indicate as many
as apply.

Oncea month or ess.
One tothree daysa month
One daya week
Two days a week
Three days a week
Four days a week
Five daysaweek (full ime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

1§ou have selected multiple hybrid models above, please include additional information
on the models you will be testing and how they apply acrossyour organization

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
Acombination of a) and b}
other:

How did your organization choose hybrid models?

positon profil assessments
Employeelocation (NCR employees come into the office)
Precedence set by other government organizations
mployee engagement/ Teamcharter exercises

Other:

Did your organization apply a GBA lens when choosing hybrid work models?

ves

Real Property & How s your office space currently configured?
Hoteling workstations

Technology Traditional assignedcubicles
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Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to batter facilitate hybrid meetings?
Ves
Are youplanningto reduce your office footprint?
Yes/No
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc
Yes/No
Ifyes, please ist
MSTeams, new video conferencing equipment for boardrooms, WiFi at workplaces, work
phones forall employees.

Onsite Presence | D0 you have a ool to track what percentage of employees in your organization are going
into the office on adaily or weekly basis?
Yes/No
ityes:
Please specify the name ofthe tool:
Security check ins via employee passes

Please specify the latest data / estimate you have on: Dory currently have ths
information
3% of employees in office full ime
sof employees in hybrid work
3 of employees full ime teleworking
Time period the data refer o:

Challenges What are your tp three barriers (e.g, T85 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
1. Employees who have settled nto new routines after 2 years of remote work
2. Health concerns with ongoing pandemic
3. Managing hybrid workforce for middle managers.

Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?

Yes- we heldfocus groups with groups of employees. All prefer the fleibilty of
teleworking, but recognize that or some tasks, team building and team cohesion that
some worksite presence is requir.

Have you consulted with Employment Equity Groups withinyourorganization?

Yes — same as above
Have you consulted with your Bargaining Agents?
Yes — same as above
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Public Safety Canada
Departmental Hybrid rofes
Current Status: lease providea bref overview of your department's hybrid plans for fal 2022. We understand
departments ar in various stages of planning and implementation, and that plans continue to evolve. If
information i not availabe for some ofthe questions, please indicate and provide an estimate if posible.

Name and size of “Thislink may be helpful: Sizeoforganization

Organization Organization Name: Public Safety Canada
Number of Employees: Approximately 1,450

Does your organization have regional offices?

Yes/No

Ave your regional offices GC coworkingspaces?
Yes/No

Position Didyour organization assess positions for compatibility with hybrid work?
Assessments. Yes/No

ifyes,
What percentage of positions were assessed a having fulltime in-office requirements?
In November 2021, 21%ofpositions were assessed as havinglimited potential to telework
What percentage of positions were asses 0be compatible with hybrid work where
Some time s spent workingremotelyand some time is spenton-site?
In November2021, 79%ofpositions were assessed to be compatible with hybrid work

What percentage of positions were assessed as compatible with fully remote work/
telework?
Nopositions at Public Safety have been assessed tobe compatible with full remote or
telework
What considerations were applied to determine a fully remote position (e.5, hiring
outside of the NCR, skills shortages, Diversity and Inclusion considerations, etc.)
N/A
We acknowledge that positon assessedfor fll time remote are not always offered this
option

Experimentation | Isyourdepartment currently estingout one or more hybrid models or other aspects
supporting the implementation of hybrid work?
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Yes/No

no, why?
tyes:
What is your organization experimenting with?
A progressive transition to hybrid will ensure the workplace is equipped and ready
to support employees and that we have opportunites to learn and continue to
adjust based on feedback and lessons leamed.
During the experimentation period. it will be incumbent on managers to faciltate
bringing people together and on every employeeto actively participate in this
‘period of experimentation. An experimentation period during which PS encourages
teams to come into the workplace to: Connect, Create and Celebrate
Transition activities during the Summer 2022.
Depersonalization
Transitional Management Workshops
Meetings and team activities

Whatis the experimentation timeframe?
The experimentation timeframe is scheduled tocontinue until the endoffiscal year to
allow employees and management to experiment the workplace as well as developing.
their team charters and tw agreements
What percentage of employees are participating?
20%ofemployees have come on-site to experience the workplace
Is participation voluntary or mandatory?
Participation isvoluntary but highly encouraged

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results
“The collectionof on-site experimentation i being done through:
Monthiy feedback surveys
Turnstile Card Access
As of October—the data will be collected using the reservation Buro App, this will provide:
numbers per floor, per branch and provide more data on the use of the space as we move:
forward with the transition period.

What outcome measures is your organization using:

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversityandinclusion, mental healt, talent retention, onboarding,
social cohesion.

Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
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evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofother participating organizations.
Yes/ No, My organizations already a partner

Ifyes, please provideacontact name: Emmanuelle Dany

Hybrid model(s) Has your organization shifted to hybrid work models)?

Yes/ No /Soon to implement

How many days are staffwho worked fulltime emote during the pandemic now required
to come intothe office? If your organization i testing multiple models, indicate as many
as apply.

Once a month or ess.
One to three daysa month
One daya week
Two daysa week
Three daysa week
Four days a week
Five daysa week (full ime)
Notapplicable: Staf have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you wil be testing and how they apply acrossyour organization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days” where everyone inthe team comes on-site
A combination of a) and b)
Other:

Howdidyour organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
Other:

Didyourorganization applyaGBA lens when choosing hybrid work models?
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Real Property & Hows your office space currently configured?
Hoteling workstations

Technology Traditional asigned cubicles
Activity Based Workplaces
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, PS accommodation team in collaboration with IT are working in identifying more:
collaborative location in the NCR as well as in the Regional Offices. More boardrooms
willbe enabled throughout this FY and more will be built with the accommodation
modernization plan.
Are you planningto reduce your office footprint?
Yes No (although there is more flexibility in hybrid model, the organization is growing
andmany areas have ongoing “in-the-offce” needs).
Have you invested in technologies to adapt to a hybrid environment?Forexample,
boardroom meeting technology, online workplace booking systems etc.)
Yes/No
Ifyes, please list
Videoconference tool to enable boardroom to conduct hybrid meetings.
Developed a “Buro application” to reserve workstations.

Onsite Presence 00 you have a tool 0 track what percentage of employees in your organization are going
into the offce on a daily or weekly basis?
Yes/No
Ifyes:
Please specify the name of the tool:
Building Turnstiles
As of October using data from the Reservation Buro App
Please specify the latest data / estimate you have on: N/A ~ Only number of employees
Who have visited the workplace:
_3% of employees in office fulltime

o% of employees in hybrid work
5 of employees full time teleworking

Time period the data refer to: _June - August 2022__

Challenges What are your top three barriers (e.g. TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition toa hybrid workplace?
1. Employees not understanding difference between remote work and telework / as well
as operational requirements. The pandemic has created entitlements”.
2. Challenge in reorganizing the workplace — supply issue (equipment, wif etc.)
3. Recruitment challenge ~al departmentsnotapplying same approach, employees
ooking for most flexibility ~ many policies not lexible enough for national recruitment
(NC, etc.)

the key takeaways?
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Regular discussion and information sharing held at our Workplace Consultative
Committee (WCC).
Quarterly discussion with our NOSHPC.
Discussion with NLWICC
Presentation to our DAC - Departmental Audit Comittee
Have you consulted with Employment Equity Groups within your organization?

Accessibilty discusion — considering the needs of persons with disability
Have you consulted with your Bargaining Agents?

Public Service Commission of Canada
Pris hybrides des miniséres

Situation actuelle: Veuillez fournir un bref apersudes plans hyridesdevotreministre pour fautomne 2022.
Nous comprenons que esministeres en sont adiverses étapes de planification et de mise en cauvre, et que les
plans continuent d'évoluer. Si Information n'est pas disponible pour certaines des questions, veuillez I'indiquer
etfourni une estimation si ossiie.

omettile de Vic un fen qu peut vous gtr ute: Taile de [organisation
organisation

Nom de Forganisation: Commission de I fonction publique du Canada
Nombre demployés £78

Votreorganisation -telle des bureaux régionaux?

Oui

Vos bureaux régonaux sontis des espaces de coworking GC 7
Non

Evaluations des postes | Est-ce que votre organisationavalu J compatIIte des posts avec le
travail ybride?
Ou, Vévaluation 66réalsée3 Fautomne 2021 ors de a confirmation
des employés requis sur place pour es besoins opérationnels de notre
olan pour augmentation de foccupation en phase 1
Dans Faffirmative,
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‘Quel pourcentage des postes ont &1 déterminés comme étant des postes
oi les employés doivent tre présents au bureau3 temps plein?
21%
Quel pourcentage des postes ont été déterminés comme étant des postes
compatibles avec le travail hybride, of les employés peuvent consacrer
une certaine parte de leur temps au télétraval et doivent travaillr ur les
lieux le reste du temps?
31.9%
Quel pourcentage des postes ont été déterminés comme étant des postes
compatibles au télétravala temps pein?
66%

Quelles considérations ont été appliqués pour déterminer un poste
entiérement éloigné (par exemple, embauchera Fextérieur du RCN,
pénuries de competences, considérations relatives 3a diversité ot 3
inclusion, etc)
Lorsde Iévaluation des postes, on a demande aux gestionnaires d'évaluer
les facteurs sunants ;

Fonctions exigeantdu soutien su place (SST, sécurité, soutienen T etc
Exigence de collaboration avec collgues sur place
Travail pousant ére efectué de maniére autonome.
Fonctions de supervision sur place
Fonctions exigeant interactions avec intervenants exteressurplace
cients, partenaires, etc
Neécessité d'accés des équipements spécialisésoudes documents
secrets/cassfés
Fonctions peuvent etre effectuées & un des bureaux de I CFP (sige social
oubureauxrégionaus)
Exigences du poste particuliéres exigeant une présence importante sur
place.
La vision ministériellepour 'avenir du travail  é¢ approuvée au printemps
2021 comme suit: Un employeurde chor avec une main-deure agile,
inclusive et équipée dans un miu de trovoil numérique.
Cette vison:
offre uneflexbilt pour e élétravll oul travail 3 distance lorsque cela
est possible
fovorse Ia santé et le bien-éure des employés
fovorse Iaccessbiit et augmente a dversté
fournit un modéle d entreprise plus flexible 3 nos clients
side ativer et retenir les meilleurs talents dans tout le pays

Effortderégionalisation/diversfcaton(recrutementcandidatsvariésde
diférentesrégionsduCanada).
Compe tenu de a concurrence pour lstalents dans Ia RN, a capacité
dattirer des talents3 travers le Canada est devenue une préoccupation
croissant
Embauche de ressources autochtones vivant en réserves/ communautés
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Ence moment, st-ce que votre ministre effectue fa mise3 essai” &'un
ou de plusieurs models hybrides ou d'autres aspects  'appui de la mise
en ceuvre du traval hybride?
Oui

Sivous avez répondu non, veuillez expliauer pourquoi?
Dansaffimative:
Sur quoi portefa mise a essai de votre organisation?
Actuellement aCEPest danssaphase1(Entrée contrdlée)
travailsurplaceauxbureau de fa CFP est imitéaux employesde fa
CEP dont la présence est requise et & ceux qui veulent ravailer ur place
pour des raisons de santé mentale ou d'autres raisons.
Centaines présences ponctuelles peuvent éte approuvées parun directeur
général,en fonction desbesoinsopérationnelsoude asituation
personellede Femployé.
“Quel et le calendrier de la mise a Fessai?
url 20023 octobre 2022
Quel pourcentage des employés participent?
Entre 15et20%
La participation est-lle facultative ou obligatoire?
Les deux, obligatoire pourceux dont I présence estrequiseet facultative
pour ceux qui le préfere ou le demande,

De quelle fagon les données sont-lles recueilies?

Le systéme de Is CFP Accsau bureau (gestion et confirmation de:
présences) et commentaires des employés transmis3 une boite de.

couriegénérigue._Deméme,Fenquétederéférencede approche
Hybrid en bite ancéeenseptembre 2022 fournia des données sur
Texpérience des employes,

Quelles mesures de résultats votre organisation utise-lle ?

La santé mental, Patrait et rétention des talents, intégration, a
collaboration et Ia cohésion sociale,

Etes-vous intéressé & vous oindre a initiative d'expérimentation " Hybride
en boite "du BOPRH ?

Mon organisation est éia un partenaire

Dans afirmative, veullz fournir fe nom d'une personne-ressource :

Stéphane Chartrand, Directeur=Gestiondu milieude travail

Modéles hybrides. Votre orgarisationestelle passée3un modéle d travail hybride?
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is en ceuure venir bientot (3octobre 2022
Maintenant, combien de ours les employes travaillant entiérement a
distance durant a pandémie doivent. venir travailler au bureau? Si votre
organisation teste plusieurs models, indiquez-en autant que possible:
Une fois par mois ou moins
Dun ros ours par mois
Unourparsemaine
Deux jours par semaine
‘Trois jours par semaine
Quatre jours par semaine
Ging jours par semaine (3 temps plein)
Ne sapplique pas : On 'a ps indiqué aux employés quis devaient
travailler sures lieux de fagon régulire
ifférentes exigencesen fonction de Femplacement des employés
Autre:

Sivous avez slectonné plusieurs modéles hybrides ci-dessus, veuilez
inclure des informations supplémentaires sur les models que vous
testerez et sur la maniere dont is sappliquenta ensemble devotre
organisation

Le moodle d'un jour par semaine est une exigence minimale, Certaines
fonctions opérationneliesdevront ravaile su place plus d'un four par

Comment chositon les jours os employes doit ravaller au bureau?
Les employés choisissent euxmemes ls ours oi fsveulent ravaller sur
leew de travail,
Iya des fours oéquipe oi tous les employés de Féquipe doivent trailer
au bureau,
Une combinaison des réponses a) et b).
Autre:

De quelle fagon votre organisation a-tlle chosit les modes hybrides?
Evaluations des profs des postes
Emplacement des employés (les employés de la RCN travaillent au bureau)
Prcédent établ pard'autresorganisationsgouvernementales
Mobilisation des employés /Exercices de chartre d’équipe
Autre  Concertationet décision du Comité Exécutf de Gestion de I CEP
(volonté un mogele fve/Stable mais pas trop contraignan)

Votreorganisation a-telle adopté une perspective de FACS+ lorsav'ele a
choisi es modéles de travail hybrides?
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Oui une ressource ACS+ a été consulée sur approche ministérille
progressive et évaluation des postes pour leur compatiblté avec le
avail hybride. Deplus, diverscomités sur a diversit et Finusion ont
16consuités(p. ex.les0us-comitédesfemmeset esous-comitédes
personnes handicapées sur a détermination de approchede a CFP.

Biens immobilers et | Quelle estaconfiguration actuelle de votre milieu de travail?
technologie Majoriairement selon le mod tradiionnel de cubiculs assigns.

Toutefoi, Ia CFP met3 Fesai les postes de travail non-assignés dans deux
bureau régionaux et sur undes étages du bureau national
Votre organisation at-lle envisagé de créer davantage d'espaces de
travalcollaboratfset/ou de sales de conférence pour meu faclter les
réunions hybrides ?
Oui, toutes nos salle de conférences sont isponibes pour réservations
par Fentremise de Outlook. Nous continuons3ravailer avecServices
partagés Canada pour mettre 3 niveau a technologie de réunion dans
nos sales de rencontreet a mise en ceuvre du téléphone logiciel - nous
ne prévoyonspas que cela sera terminé avant la mise en ceuvre de la
phase 2 en octobre, ce qui pourrait avoir un impact négatif sur
Texpériencedesemployés.
Envisagez-vous de réduire Fencombrement de votre bureau 2
Oui. Ala suite duprojet pilote de postesdetravail baséssurles
activités mentionné c-dessus, nous prévoyons de travaillr avec le COEP
pour récuire lempreinte desbureaux au 22, rue Eddy (retour d'un
étage), ainsi que dans deux bureaus régionau(Torontoet Halifax).
Aver-vous investi dans des technologies pour vous adapteraun
environnement hybride ? Pa exemple, la technologie des réunions dans.
les salle de réunion, les systémes de réservation en ligne du eu de.

travalletc.
Oui, nousavons lesystéme de a CFPAccsaubureau (app) en ligne.
Nous continuons3travaille avec Services partagés Canada pour mettre
‘&niveau I technologie de réunion dans nossales de rencontreset la
‘mise en ceuvre du téléphone logiciel - nous ne prévoyonspasque cela
sera terminé avant la mise en ceuure de a phase2en octobre, ce aui
pourrait avoir un impact négatf sur experience des employes.

Présence surle lew de | Avei-vous un out qui vous permet deffectuer suvi du pourcentage des
travail ‘employes de votre organisation qui travaillent sur le lieu de travail de

fagon hebdomadaire?
oui
Dans affirmative
Veuillez préciser le nom de Fouti
Le systéme de Is CFP Accsau bureau (gestion et confirmation de.
présences)
Veuillez préciser les derniéres données dontvous dispose: sur
15 des employés qui travaillentau bureau temps plein
20.5% des employés qui suivent un modéle de traval ybride
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75% des employés qui fontdu tiéravail3 temps plein
période3 laquelle ls données se réferent :
Semaine du 12 3u 16 septembre 2022

Quels sont vos trois principaux obstacles (p.ex., politiques du SCT, bureaux
non assignés, le nombres d'employés est plus grand que les bureaux

disponibles, autre) afectant la transitionversunlieu de travail hybride 2
1. Réticence d'employés qui préfére continuer  Wlétravaller 3 temps
plein
2. Uapplicaton juste et équitable de Ia présence minimale sur place dans
1a phase 2, étant donne Veffort concert de l directionpour embaucher

destéétravailleurs tempspleindanstou lepays, Quinesontpasen
mesure de se présenter su place un bureau de la CFP.
3. application incohérente du retour au travail hybride dans Fensemble
du secteur public ce quia un impact sure recrutement et a étention
pourla GF.

‘Avez-vous consult vos employés au suet de la ransiton verse avail
‘hybride? Dans affirmative, quels sont les principaux points a retenir?

Oui dessondagesont 16 ais et plusieurs employes ont indiqué une:
préférence pourle maintien du élétravail, mas plusieurs ont exprime le
désic de pouvoir retourner au travail pour brser Visolemen, socalsr et
pour colaborer avec leurs colégues

Le sondage de référence de Fapproche hybride en bofte 2 également été
ance auprés de tous les employes de la CP en septembre 2022.

Avez-vous consulté des groupes d'équité en matiére d'emploi de votre:
organisation?
Oui les comités des Personnes en situation de handicap et des Femmes
ont été consultés pou l détermination de approche de a CFP
Avez-vous consulté vos agents négociateurs?
Oui, au moyen d'une rencontre spécile du Comité d'orientation de
poliiques en santé et sécurité au travail et par dew rencontres spéciles

desinstancessyndicaes du niveaunational.
Ls agents négociateurs et es comités de SST ont également été consults
tout au long de Ia pandémie sur notre approche ministérill concernant
Tassouplissement des restrictions COVID 19 et Faugmentation de
Toccupation des lieux de travail de i CF.

Public Services and Procurement Canada
Departmental Hybrid Profiles
Current Status: Please provide bref overview of your department's hybrid plansfo fll 2022. We understand
departments are in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.
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Name and size of | This ink maybe helpful Sizeof organization
Organization eatOrganization Name:

Public Services and Procurement Canada
Number of Employees:
18,927 (Population report August 1, 2022)

Does your organization have regional offices?

ves

Ave your regional offices GC co working spaces?
Yes/No

GC co working spaces provide options for PSPC employees as part of the PSPC network of
space; however, PSPC regional offices are primarily ABW and workplace 2.0 spaces.

Position 0idyourorganization assess positions for compatibility with hybrid work?
Aesessments Yes but wes undertaken ar during he art fhe pandemic ens continuo

Building on experimentation to date and OGD experience, PSPC is planning an assessment
of all positions for compatibility with the current hybrid work model (targeted to be
completed Fall of 2022). Approach will build on work recently undertaken by OGD
counterparts (e.g., ESDC).
What percentage of positions were assessed a havingfullime in-office requirements?
Pandemic context(as described above]: May 2020 assessment identified 1% of NCA
positions requiring fulltime in-office presence. That said, about 10% of employees.
continued to remain on ste.

Departmental Interim WorkArrangements dentifed/projected 5% for fulltime in-office
work arrangements
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time s spent on-site?

Priorto thepandemic approximately 5% of PSPC employees had telework arrangements.

With the exception of the estimated 5% noted above (via the Interim Work
Arrangements) that require in person presence, the majorityof PSPC positions would be
table for hybrid work.
What percentage of postions were assessed as compatible with fully remote work/
telework?
hissbeing confirmed with exercise underway.

What considerations were applied to determinea fully remote position (e.g. hiring
outsideof the NCR, skis shortages, Diversity and Inclusion considerations, etc.)
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To be determined as part of Fal Exercise. Factors being considered to determine level of
flexibility: functional requirements, degreeof autonomous vs collaborative work, whether
characterized by measurable outputs, and whether there are geographically dispersed
teams because ofskils shortages,and possibly diversity and inclusion considerations

Individuals in positions assessed suitable for ful time remote wouldnot automatically be
offered this option as other management considerations may come into pla.

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes, with the easing of restrictions and the opening of branch neighbourhoods n the NCA,
we are encouraging managersto have employees increase presence in offices for
purposeful activities such as collaboration, team meetings, training, on-boarding etc.

Furthermore, we are exploring the options thatar being deployed in other government
departments and those identified in OCHRO Hybrid in a Bos initiative. This work wil
inform further departmental guidance on the matter in early Fall.

Ifno, why?
ifyes:
Whats your organization experimenting with?
See above. Increased use of spaces for moments that matter.
Whatis the experimentation imefiame?
Summer2022 to January 2023, with ongoing evolution based on assessment of approach.
What percentage of employees ae participating?
As of the end of August 2022, there were approximately 25% of PSPC employees in the
NCA who have used the network of space. Of that, 10% of employees continued to remain
onsite throughout the pandemic
Is participation voluntary or mandatory?
Voluntary, though strongly encouraged

How is ta being collected?
Voluntary feedback reports as well as occupancy data calculated viaa space
booking/reservation system. Departmental Diversity, Inclusion and Workplace Well-being
Survey.

What outcome measures* is your organization using:

As part of the Fall exercise, assessing racking of indicators related to Effective Service
Deliveryand Operations, Space Utilization, and Employee Satisfaction.

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation effort. Some
examples include diversityandinclusion, mental healt, talent retention, onboarding,
social cohesion.
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‘Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
ths initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-upofthe results ofotherparticipating organizations.
ves

Ifyes, please providea contact name:
MartinPrescott and Deborah Arranz

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Soon to implement, that aid the current increases in presence for moments that mater
isin fact a hybrid model.

How many days arestaffwho worked full-time remote during the pandemic now required
to come into the office? If ourorganization is testing multiple models, indicate as many
as apply

Once amonth or less
One to three daysa month
One day a week
Two days a week
“Three days a week
Four days a week
Five days a week (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other: no specific requirement atthis time. Optionsbeing considered.

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbe testing and how they apply across your organization:

Predominantly different requirements based on employee location. That said, active
promotion of presence in the workplace in coordination with teams to build social
cohesion through moments that mater. We willbe rolling out team charters and
managers have been encouraged to establish team days once aweek to engage in
purposeful activities.

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
We will be soon promoting team based approaches. We expect to promote purposeful
“team days” where everyone in the team comes on-site:
Acombination of a) and b)
Other: On-site days established by teams.

Howdid your organization choose hybrid models?
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Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

Employee engagement. Will be incorporating team charter approach as part of Fall
experiment.

Didyourorganization applya GBA+ lens when choosing hybrid work models?
Not formally but inclusion is strongly promoted.

Real Property & How is your office space currently configured?
Technology PSPC has been able to leverage al Activity Based Workspaces (ABW) that were already

modernized which includeavariety of heads down workstations, hoteling workstations,
as well a open and closed collaborative spaces.
PSPC has decided to embrace the opportunity created by COVID to completely transition
toan unassigned environment; however, giventhat there is was not enough modernized
ABW spaces completedpriorto COVID, PSPC has made light ft-up with no structural
changes to adapta few traditional office spaces tooffer unassigned workstationswith
adjustable desks, as well as open and closed collaboration spaces. The office space that is
being opened to employees is composed of:
Operational sites (38) traditional for those critica services and those that required access
to space for specific operational purposes
PSPC Coworking site for PSPC shared space (5)
GC-Coworking (8) and
Neighborhoods for branch employees to meet in team or withing their organization to
collaborate.

For fall of 2022 we are planning to have space to accommodate 30%of employees ona
daily basis
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Planning a Return to the Workplaceat PSPC
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Has your organization considered building more collaborative workspaces and/or

iemypimeyd

boardroom meeting technology, online workplace booking systems etc.)
Yes/ No: YES

For AV/VC, we implemented the CVI solution to allow the legacy CISCO system to
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ocapaneyaoa Masons

Challenges Whatare your tp three barriers (e , T6S policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to a hybrid workplace?
1. Employee reluctance to return to workplaces given the success of remote work.
2. Difficulty reconcilingthe need fori office presence with geographically dispersed
teams.
3. Recruting/retention -with very low labour market availabiity, the public service is
competing with not only itself but with the broaderpublic and private sectors, making
offering maximum flexibility to employees a useful tool torecruitand tain talent.

Ergrgomont Wave you consulted with your staff onthe shit to hybrid work? Ifso, what are someof
the key takeaways?
Executive engagement sessions havebeen taking place over the summer. Two townhall
were held with EX's and two broader townhall that included managers. Engagement
with all staff will roll outinthe fal.

Have you consulted with Employment Equity Groups withinyourorganization?
“Ths is planned for fall 2022.
Have you consulted with your Bargaining Agents?
Not specifically regarding hybrid work however consultation is verymich on-goingwith
respecto increasing office presence and wha the hybrid model will look ike going
forward. Consultations will continue.

The Royal Canadian Mounted Police
Departmental Hybrid Profiles
Current Status: Please provide bref overview of your department's hybrid plans for fall 2022. We understand
departments are in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | Thislinkmaybe helpful: Sizeoforganization

Organization Organization Name: The Royal Canadian Mounted Police

NumberofEmployees: 33,052

Does your organization have regional offices?

Yes/No
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Ave your regional offices GC co working spaces?
Yes/No

Position 01d your organization asses positions or compatibility with hybrid work?
Assessments Yoyo

Only ona case-by-case basis. The RCMP has unique needs that may vary, even by
division, as some positions involve duties and operational requirements tht require work
to be done onsite.

The RCMP has developed a framework for flexible work arrangements toolto assess
position suitability. This helps to ensurea consistent approach on how decisions are made
across the department when determiningif a positon is suited for flexible work.
arrangements, specifically related to evaluating the potential or telework.

ASof today, the RCMP has a total of 369 telework agreements completed and approved.
We will continue to assess the data and breakdown the percentages as the transition to a
ybrid model evolves in some areas.
What percentage of positions were assessed as having full-time in-office requirements?
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotely and some time s spent on-site?
What percentage of postions were assessed as compatible with fully remote work/
telework?
What considerations were applied to determine a fully remote position (e.g. hiring
outsideof the NCR, sks shortages, Diversity and Inclusion considerations, etc.)
As the RCMP is. highly operational organization, all positons are assessed based on ts
operational requirements in each division/region and their districts.

We acknowledge that positions assessedfor ful time remote are not always offered this
option

Experimentation | Isyour department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?

Yes/No

fo, why?
ifyes:
Whats your organization experimenting with?
The RCMP has unique needs that may vary, even by division, as some positions involve
duties and operationalrequirements that require work to be done onsite. However, ts
possible that teams will be made up of some employees who work on-site and some,
where there s flexibility, who worka combination of on-site work and telework.

AS of March 2022, the RCMP released the RCMP Telework Guidelines which servesas a
tool orall RCMP managers and employees i terms of how they choose to optimize work
and workplace flexible. These Guidelines ae consistent with government direction and
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are inclusive toal categories of employees (Regular Members, Civilian Members, Public
Service employees). In addition, a framework for flexible work arrangements tool has.
been developed to ensurea consistent approach on how decisions are made across the.
department when determiningif a position s suited for flexible work arrangements,
specifically related to evaluating the potential for telework.

Once a position is assessed against the flexible work arrangements tool, employees have:
been encouraged to discuss their individual circumstancesand options for telework/
flexible working arrangements with their managers. The conversation starts with the.
employee and their manager, who are best placed to know and understand the
operational requirements oftheir unit as wellasthe employee's day to dayduties to be
carried-out.

What is the experimentation timeframe?
The RCMP has taken a divisional approach to workplace reintegration and transitioning.
from “remote work” to telework agreements, as thedivisions deems appropriate,aseach
province and territory experience unique circumstances. ROMP Commanding Officers in
each division,as well as Business Lineheads, are responsible forplanning their own
reintegration strategies, taking into consideration their operational needs.

What percentage of employees are participating?
“The RMP is in the process of collecting data related to the number of telework.
agreements approved.
Is participation voluntary or mandatory?
Participation is voluntary.

How is data being collected?

#If you have employee pulse data, please share aggregate resuits

Data on telework is currently being managed through our labour relations advisors
throughout the divisions. As per the RCMPTelework Guidelines, managers are to submit
their employee's telework agreements to their LR advisor for tracking purposes. The.
RCMP is working with subject matter experts to developa telework agreement tracking
module within our HR system inthe near future.

What outcome measures" is your organization using;

“Outcome measures refer to aspectsof experimentation outcomes that will inform future
decision-making. We are interested in learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion,mental health,talentretention, onboording,
Social cohesion.
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‘Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
ths initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoCwide roll-upofthe results ofotherparticipating organizations.
Yes/No/ My organization s alreadya partner

Ifyes, please providea contact name: who should be the contact or are we already
participating?

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes/No/Soon to implement

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? If ourorganization is testing multiple models, indicate as many
as apply

Once amonth or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days a week (full time)
Not applicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days” where everyone in the team comes on-site
A combination of a) and b)
Other: Case-by-case. The employee and their manager will have a discussion, as they are
best placed to know and understand the operational requirements of their unit, as wellas
the employee's day to dayduties tobecarried-out.

Howdid your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
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Other: Case-by-case. The RCMP has used a combined approach of assessing position
profiles and having managers determine suitability basedon operational requirements.
“The telework guidelines include tools to assist managers and employees in terms of how
they choose to optimize work and workplace flexiilties.

Didyourorganization applyaGBA lens when choosing hybrid work models?

Real Property & How is your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other: Given the number of regions/divisions and the uniqueness of each respective
province, there are variety of office space configuration across the country.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes/No
During the COVID-19 pandemic, the RCMP has been moving forward with a pilot project
toapply the GCworkplace standard within its national headquarters location, specifically
for the Corporate Management & Comptrollership (CMC) organization. The.
GCworkplace approach reduces thepreviousfootprint of CMEC significantly, enable.
others programs within the RCMP to expand/grow within the existing footprint (space
expansionavoidance) and to create unoccupied space for further GCworkplace:
implementation. This project will becompleted in October, enabling the RCMP CMEC
program to pilot the space, have employees engage in a hybrid environment, develop
lessons learned and best practices, which will be applied to future RCMP GCworkplace:
projects.
Are you planningto reduce your office footprint?
Yes/No
We are commencinga functional programming exercise in the National Capital Region,
which represents a large portionofour real property portfolio. Given the variety of roles:
and responsibilities that RCMP personnel have, ths exercise will be more complex thana
typical functional programming exercise. The RCMP's intent is to work with PSPC on a
long-term accommodation planforthe pure ‘office worker’ typeofoffice
accommodation, and over the long term, look at reducing the number of RCMP locations
within the portfolio while ensuring that similar programs are co-locatedor consolidated to
support a reduced footprint.
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes/No
‘The RCMP has invested in the Archibusreservation tool, which will be used for the
aforementioned GCworkplace pilot project. The goal i for employees to have access to
the reservation tool online through their laptops, as well as through an application on
their phones. This is still being developed and i anticipated for use upon completion of
the pilot project (October 2022). Performance results of the system will dictate future use.
and application at other locations.
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The GCworkplace environment has been designed to considerand incorporate new
communication technology, to facilitate hybrid meetings i. meeting with in-person and
virtual presence).

Onsite Presence D0 you have a tool o track what percentage of employees in your organization are going
into the offce on adaily or weekly basis?
Yes/No
yes:
Please specify the name of the tool:
Please specify the latest data / estimate you have on:
__% of employees in office ful ime

5% of employees in hybrid work
5% of employees fulltime teleworking

Time period the data refer to

Challenges What are your top three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
1. Operational natureofthe organization and of manyofthe positions
2. Limited IT infrastructure,bandwidth, and internet plans with limitation in some remote
locations.

Engagement Have you consulted with your staff on the shift to hybrid work? Ifso, what are some of
the key takeaways?

Have you consulted with Employment Equity Groups within your organization?

Have you consulted with your Bargaining Agents?
The bargainingagentswere consulted and had the opportunity to provide feedback
during the developmentofthe RCMP Telework Guidelines and at various meetings (eg.

National and Local Labour Management Consultation Committees).

Shared Services Canada

Departmental Hybrid Profiles
Current Status: lease providea brief overview of your department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information s not available for some of the questions, please indicate and provide an estimate if possible.
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Name and size of “Thislink maybe helpful: Szeoforganization
Organization Organization Name: Shared Services Canada

Number of Employees: 8995

Does your organization have regional offices?

ves

Are your regional offices GC co working spaces?

No, SSC has its own regional offices. Part of our strategy i to leverage the useofGC
coworkingspace i the future to hi talent inareas where there is no dedicated SSC
space.

SSC has a number of employees that provide servicesinother settings,for example in
data centres, at cient offices,acients service delivery sites, et. other employees
are assigned to deliver projects with cients and in some cases o co-locate with cients
meaning their work location i riven by the partner department (and not by SSC). As
such, in addition to our national distribution of employees among GCworkplaceand
traditional office set-ups, iti important to note that more than 8%ofthe SSC
workforce is embedded within other departments (eg, accessing andworking out of
client department instalation). his representsa unique layer in our overal hybrid

approach, and demands broaderlens~beyond current GCworkplace models.

Position Assessments | Did your organization assess positions for compatibility with hybrid work?
ves.

SSC completed an inital position assessment based on funciona requirements and
whether or not the activities duties associated with given position could be carried
out remotely. Moreover, consideration was given to SSCs priority to hire and retain
talent from across the country to deliver o its enterprise-wide mandate.

itis important to note that thi assessment was conducted as a preliminary evaluation
in a very specific context. a pandemic environment where mosto the Public
Service was working from home and hybrid models were yet to be defined). As such,
the distribution below may not represent SSC’end-state hybrid approach.

Over the coming months, his assessment will be refine, including by establishinga
closer ink between the positon assessment, our workforce distribution and our
branch-specifc ‘concept of operations’/ hybrid models. This is particularly true given
SSCs mandate asa service provider to other departments and agencies, where the
availabilty ofourworkforce is impacted by clients’ evolving needs. I tis context, SSC
will ontinue to pivot and adap to various operational environments ~ meaning that
the current position assessment is 2 snapshot in time.
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itis further important to remember the manner in which SSC was created in 2011,
when employees from across the country joined SSC fromotherdepartments. This
hasorganically led to distributed workforce, with more than half of SSCs employees
working remotely or accessing traditional GCworkplace office space on a part-time:
basis.

Pre-pandernic, between 30% to 50% of employees accessed S5C's GCworkplace space
ona daily basis (out of 1750 unassigned workpoints nationally), and approximately
50% to 60% accessed traditional space (out of 6250 assigned workpoints nationally)
SSC has also requested ID access logs from the RCMIPwith a view to gathering further
information on pre-pandernic building occupancy. Note that the RCMP manages the IT
system used by SSC for 70%ofSSC buildings.

Thatsaid, tis worth noting that SSC's workforce is comprised ofa range of different
types of employees—those occupyingtechnical oles at SSC and in facilis or client
departments (the majority of the departments’ employees), and more traditional
office workers (a lesser number of employees a SSC). With this, SSC is continuously
evolving and refining ts workforce management approach tobestserve clients and
deliver on its mandate. This means identifying the most suitable hybrid model and
veal property footprint / office design for the various types of workers.

itis important to highlight that for a number of years pre-pandemic, SSC put priority
(inclucing targets) onhiringstaff in the regions. I fot, regiona hiring grew since the
beginning of the pandemic, with 49% (626 out of 1288) of new hires ince March 2020
in regional locations, resting in a regional presence increase of 37% from pre-
pandemic levels (1710to 2336). This hiring further reinforces SSCs decentralized
model which impacts our hybrid approach.

Prior to the pandemic, SSC seta strategic goal to reduce its footprint by 44% by 2031-
32.The pandemic served to accelerate timelines and confirmourworkforce
management/ realpropertyvision, solidifying the staffing strategy to hire talent
regardless oflocation and to continue to promote flexiblework arrangements. This s
especially the case in the IT field, and 63%ofSSC's population is comprised of IT
professionals.

Given theabove, S5C asa department is ot an advanced stage in leveraginga
distributed, remote and nationally distributed workforce. The employee baseline data
on which SSCis basing the development of is current hybrid models kely

considerablydifferent than those of other departments. SSC intends to continue
moving towardsa hybrid model, both from areal propertyandHR angle.
What percentage of positions were assessed as having fulltime in-office
requirements?
382%

What percentage of positions were assessed to be compatible with hybrid work,
where some time is spent working remotely and some time is spent on-site?

17.05%
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What percentage of positions were assessed as compatible with fully remote work/
telework?
79.03%

** The number of remote workers at SSC will be affected over time by the approach
of client departments with whom the department works, as well as by operational
requirements.

Experimentation Ts your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

Experimentationhasallowed SSCs senior management to better understand the
experience of worksite users and their requirements fora successful onsite
experience, including information needed before, during and after an onsite work day,
security requirements, navigating accommodationsand having the information
technology hardware and software to enable employees to transition to more hybrid
work options. Additionally, over the past six months, SSC has been working on
defining branch-level ‘concepts of operations’ that are being adopted by work units to
enablea successful hybrid return to theworkplace in away that is based on the
unique business requirements of that unit. These concepts of operations are now
being implemented and have already informed real propertydirectionfor some.
branches (e.g, adoption of branch neighborhoods).
What is your organization experimenting with?
Given that experimentation occurredover the summer period, employees chose their
individualexperimentation approach, adapted to the needs of thei team, their leave
schedules and other requirements. This has allowed employees to visit worksites
either individuallyor as groups, to familiarize themselves with the facies, processes
and tools ina pressure-free environment. This approach has allowed for
experimentation with change management approaches, internal communications,
and adjusting processes in response to feedback. SSC has also been able to leverage
positive employee experience stories to encourage increased adoption of onsite.
worksites. Individual userevaluations were collected to better understand the needs
of users and their experience of the work location.
What s the experimentation timeframe?
SSC initiated experimentationin June 2022 and continued throughout the summer.
“The feedback collected over this period will be used to adjust the experimentation
approach in the fall and beyond.
What percentage of employees are participating?
Less than 10%ofSSC employees in the NCR who used to go to the office on a full-time
basis pre-pandemic have participated in this experimentation.
Is participation voluntary or mandatory?
Over the summer months, experimentationwason avoluntarybasis. That said, there
was an expectation that all office workers would come into a building at one point in
time, and that managers would organize team events in the workplace during this
period. Managerswere also asked to be ready to provide direction to employees in
early fall 2022, based on their respective concepts of operations.
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Hows data being collected?
Data i being collected through an Employee Questionnaire (MS Forms) that is shared
with employees upon bookingawork point through SSC's reservation tool (Archibus).
Asof August 31, 2022, 243 employees registered through Archibus, with 117
employees having completed the Employee Questionnaire.

What outcome measures* is your organization using

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform
future decision-making. We are interestedin learning more about what s important to
organizations to help inform our government-wide hybrid experimentation efforts.
Some examples include diversity and inclusion, mental health, talent retention,
onboarding,socio cohesion.

During the summer months, the model for experimentation was established to
encourage early adopters’ 0use and provide feedback on SSC worksites. By allowing
Voluntary participation, SSC gathered important feedback from testers before
extending the worksite experimentation to a larger group. A such, S5C gained
valuable informationon the number of employees who chose to be at worksites fora
variety of reasons, as well as on those who did not participate. Managers encouraged
teams, where appropriate, to gatherat the work site. Further experimentation is
required to better understand the needsofthose employees who did not participate
in the voluntary phase.
Ave you interested in joining OCHRO'sHybridn-a-Box Experimentation initiative?
Under this initiative, OCHRO's Research and Experimentation team would centrally
administer an evaluationof the hybrid models you ae testingandprovide you with a
departmental summary and aGCwide rollup of th results of ther participating
organizations
The SSC Return to Worksites team has engaged OCHRO on the Hybrid-in-2-Box
Experimentation Initiative.

16s, lease providea contact name:
Sar Abdallah @ Sari Abdallah@ssc spe sc ca

Hybrid model(s) Has your organization shifted to hybrid work model(s)?

As pertheabove, itis SSC's goal to continue effort to shift towardsa hybrid work
model for the entire organization. Different models have been established based on
operational requirements and type ofwork. Office workers is one group where the
model described below may be applied more consistently. However, in the case of

technical and other IT workers, it often the operational requirementsand client
demands that will dictate the approach.

How many days arestaffwho worked fulltime remote during the pandemic now
required to come into the office? Ifyourorganization testing multiple models,
indicate as many as apply:

See above.
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How are the on-site days chosen?

See above.

Howdid your organization choose hybrid models?

See above.

Did your organization applya GBA lens when choosinghybridwork models?

Any initiative affecting the SSC workforce must include a GBA plus perspective. At this
time, as SSC continues to work on is return to the office/hybrid model, the
department will further itsGBA plus analysis.

Real Property & How is your office space currently configured?
Technolo, 85%ofSSC's office space is located in the NCR and 15% in the regions, split based ongy :the following configuration

“Traditional assigned cubicles: 6250workpoints (78%)
Activity Based Workplaces: 1750 workpoints (22%)
Workpoints are made available to employees in a phased approach; various models
are being rolled out, from dedicated experimentation space to branch neighborhoods
where employees from the same branch can huddle and collaborate.
As hybrid models evolve and are clarified, and through experimentation approaches,
SSC will convert some of ts traditional workpoints into unassigned and flexible work
spaces, ensuring SSC employees are equipped with the toolsthey need to deliver
products and services in an evolving hybrid work environment.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes, SSC is actively working on the modernization of its space portfolio to increase
collaborative workspaces and enclosed rooms to facilitate hybrid meetings.
However, prior to the pandemic, SSC had undertaken an exercise to reduce its office
footprint. Decisions about space requirements will be adjusted ongoing, based on
the nature of activities GCworkplaces will become the standard for any new
configuration.
Are you planning to reduce your office footprint?
Yes, SSCs planning on reducing its office footprint by 445% by 2031-32.

Haveyou invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes, SSC is currently implementing an online workplace booking system (Archibus) to
allow employees to reserve a workpoint in our unassigned GCworkplace locations.

Onsite Presence Do you have a tool to track what percentage of employees in your organization are.
going into the office on a daily or weekly basis?
ves
Ifyes:
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Pleasespecify the name of the took: We use the LENEL, an RCMP owned and managed
accesscard system that enables the tracking of individual users per day in
approximately 70% of SSCs active workpoins.
Please specify the latest data / estimate you have on:
Less than 10%ofSSC employees inthe NCR who used to go to the offce on a full ime.
basis pre-pandemic have been accessing a workpoint since the beginning of the fscal
‘year, as public health restrictions have lifted. This number has gradually increased
over tha time. We expect this number to increase, with the end of the summer
period.

Challenges What are your to three barriers (e , T8S policy, unassigned seating, growth of
employees vs. allocated space, ther) affecting the transition toa hybrid workplace?
1. Challenge in articulating a value proposition for hybrid, given the success of virtual
work during the pandemic.
2.Pace ofchange and transition to hybrid is expected to introduce challenges from a
change management perspective.
3. Need to adapt Health and Safety/Canada Labour Code provisions To reflect hybrid
environment (e.g., first aid attendants, fire wardens).

Engagement Have you consulted with your staff on the shift to hybrid work?If so, what are some
of the key takeaways?
Yes, employees have been and continue to be consulted on the sift to hybrid work.
Engagement has happened through alstaff pulse checksurveys, allsaff town halls,
£X town hall and branch and directorate discussions. Worksite user feedback is also
being gathered through an Employee Questionnaire that i automaticalysent to
employees after working at aworksite. As more teamsparticipate in experimentation
models, SSC will usefocus group model to better understand the group experience
of the worksite.
Overal, feedback from the Employee Questionnaire has been positive ~ 81% of
participants were either satisfied or very satisfied with thir onsite experience.
Furtherdata shows high employee satisfaction on cleanliness (925%), worksite layout
(823), physicallysafety and onsite experience (83%). Many employees also provided
feedback that they appreciated the opportunity to connect with colleagues.
Responses to the questionnaire aso surfaced the fact that some employees have
concerns related to productivity, work febalance, and defining the value of onsite
experiences. 515% of the respondents from the individual approach fet that they were
less productive onsite compared to working remotely. Since experimentation has
been primarilyan individual choice, participantssometimes equated the experience to
that of working from home, attending virtual meetings i soltion.
Have you consulted with Employment Equity Groups withinyourorganization?

No, but these consultations willbe linked to the aforementioned GBAs assessments
moving forward.
Have you consulted with your Bargaining Agents?
Ves, regular Future of Workmeetingsare held ith all National Bargaining Agents
(minimum every 3 weeks), attended by the ADM of Corporate Services, 0G of HR and
Key Executives from the HR, Real Property, OHS, etc
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Wioreover, Bargaining Agents were invited o attend and participated as panelists at.
SSC all staff townhall where return to work has been a focal topic where SSC leaders
provide updates and discuss next steps with all employees.
Future of Workis aso a standing tem a the National Labour Management
Committee Meeting, in addition to informal ongoing dialogue outside of formal
governance ith the ADM ofCorporate Service to discuss arious operational
approachesto enablea successfulreturnto workplaces.

Statistics Canada
Departmental Hybrid rofes
Current Status: lease providea bref overview of your department's hybrid plans for fal 2022. We understand
departments ar in various stages of planning and implementation, and that plans continueto evolve. If
informationisnot availabe or someof the questions, please indicate and provide an estimate if possible.

Name andsize of |Ths inkmay be helpful: Sic of organization
Organization

® Organization Name: Statistics Canada

Number of Employees:

Asof Aug 30, 2022, number of employees are as follows

Statistics Canada: 6,782 (excludes those on LWOP)

Statistical Survey Operations (separate agency outside of core public administration):
1,957 (excludes those on LWOP), mostly located in the regions.

Does your organization have regional offices?
Yes
Ave your regional offices GC coworkingspaces?

No

Position Didyour organization assess positions for compatibiity with hybrid work?
Assessments ves

Statistics Canada modernization efforts, including significant investments in our technical
and physica infrastructure as wel as our work culture, predate the onsetofthe
pandemic. Increasing user-centricty, using modern tools and methods, greater
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Collaboration, increasing numeracy and iteracy along witha modern workforce and
workplace have formed the foundational pillars ofour transformation agenda resulting in
increasing the depth, timeliness, integration and analysis of our outputs for the benefit of
all Canadians. Even before the pandemic, a portion of our positions had been assessed as
compatible with hybridworkand many employeesalread hadfull- and parttime
telework agreements in place.
What percentage of positions were assessed as having full-time in-office requirements?
Some positions (<5%) for mission-critical programsaswell as enabling functions (HR,
Finance, IM/IT, Security, etc) have beenassessed and identified asrequiringfull-time in-
office presence.

Employees also have the flexibility to work full ime (4 days or more per week) in-office
with a designated workstation.
What percentage of positions were assessed to be compatible with hybrid work, where

some time is spent working remotely and some time is spent on-site?
“The vast majority of positions (>90%) withinour agency are generic (dataanalyst, data
production) and have been assessed to be best suited for hybrid work, balancing the best
of remote and in-person activities, with theaim of betterserving the evolving data and
analytical needs of Canadians.
What percentage of positions were assessed as compatible with fully remote work/
telework?
While some positions (< 5%) were assessed as being compatible with fully emote work /
telework the value of time spent on-site to better meet theneeds of clients, team
building, team cohesion,a strong culture and collaboration applies to all positions

Note thateven before the pandemicwe had full remote work positionssuch asour field
interviewers within Statistics Survey Operations, a separate agency) invariousareas
across the country.
Whatconsiderations were applied to determine a full remote positon (e.g, hiring
outside ofthe NCR, skis shortages, Diversity and Inclusion considerations, etc)
All the considerations noted above have been consideredaswell as labour market

conditions and private sector trends.

We acknowledge that positions assessedfor full time remote are not always offered this
option

Experimentation | 1s your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

no, why?
yes:
What is your organization experimenting with?
Statistics Canada has asked employeesto return to the officea minimumof 2 days per
week or8 days per month, beginning July 12, withfull and sustained implementation by
September 12, 2022. The hybrid work model thatwehave adopted offers meaningful
opportunities to sustain the relationshipsand trust that are foundational to our work,
more effectively engage with Canadians and partners, foster greater team cohesion and
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Collaboration through stranger tears, and support the mental health and wellbeing of
employees.

All teams (Chief level andabove) also had completedateam charterbyAugust 5”. A team
charter is an agreement amongst the team on how to balance individual preferences with
team needs, and operational requirements. It provides a clear understanding for how.
everyone ona given team can work together when everyone has varying work
arrangements.
Whatis the experimentation timeframe?
July 12 to September 12, 2022
What percentage of employees are participating?
All employees were encouraged to participate, however there are some who have
received an exemption for several reasons through consultation with managementand
Labour Relations.
Is participation voluntary or mandatory?
Participation was mandatory during the experimentation periodof July 12 to September
12 providing flexibility to support the transition (e.g. team charters, back to school,
daycare arrangements, care for elderly, accommodation requests, etc). Full
implementation will take effect on September 12.

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

Statistics Canada, must be and has been, a data driven organization. Given the emergence
of new trends (labour market, re-invigorated focus on EDI) and the transition to. hybrid
work model the need for quality data, both quantitative or qualitative to drive
organizational decision-making has been heightened.

To that effect, our Performance Measurement Frameworkfor a Hybrid and Modern
environment leverages various data sources such as administrative data fromour HR
systems, tum style data, multiple surveys, employee engagement, focus groups, etc. to
address key business questions such as:

How is hybrid work impacting employee wellbeing?
Are employees appropriately equipped for hybrid work?
Is Statistics Canada continuing to attract and retain high-performing talent, and remaining
competitive in the labour market?
Is hybrid work delivering on cost-savingsto Canadians through a reduced physical
footprint?
And, perhaps most important, from a cumulative perspective, is hybrid work deliveringon
its stated value proposition —
doesa sustained onsitepresenceallows employees to moreeffectively engage and build
relationships with internal and external clients and partners, while maintaining a strong
organizational culture?
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For example, much effort has gone into connecting with employees through various
means includingvirtual and onsite drop-insessions for real-time feedback as well as
conducting presentationsand providing updates across the department (i.e. Feld
updates).

Power Automate adaptive cards in the MS Teams suitehasalso been useful for quick
feedback from employees on the re-entry to the office, the removal ofpersonal and
business assets as well as the employee experience in the hybrid environment.

Statistics Canadahasalso partnered witha team of research psychologists to develop an
organizational health strategy, with an Employee Wellness Survey at the core. It measures
work engagementand burnout; factors known to affect psychological health; and
outcomes such as jobsatisfaction and self-reported performance.

Results showed that 725% of our employees are doing well or moving along, 15% are
striving, and 39% are struggling. The Employee Wellness Survey also identified some key.
factors to promote psychosocial health, which tells us what we should prioritize:
autonomy, the fit between aperson and their ob, roleclarity, and work-ife balance.

Statistics Canada is currently developinga performance measurement strategy for hybrid
work, which contains a number of outcomes and Key Performance Indicators to measure:
progress toward outcomes.Thisframework sstil adraft, pending further consultation

Data sources for draft performance indicators include:
HR Adminitrative databases
Building automated access controls
Network connectivity

Whatoutcome measures" is your organization using:
Retention
Performance
Attracting new talent
Diversity and Inclusion
Employee Wellbeing
safety
Perceptions of productivity
Employee Engagement
Workplace modernization (PSPC retrofit project)

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mentalhealth, talent retention, onboarding,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administer an
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evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of therparticipating organizations.
ves

1fyes, please provideacontact name:

Jennifer menicholl@statcan ge.ca

Hybrid model(s) Has your organization sifted to hybrid work model(s)?

ves

How many days arestaffwho worked fulltime remote during the pandemic now required
to come intothe office? If yourorganization i testing multiple models, indicate as many
as apply:

Oncea month or ess.
One to three daysamonth
One day a week
Two days a week (or 8 days/month)
Three daysa week
Four days a week
Five days aweek (full ime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other:

Ifyou have selected multiple hybridmodels above, please include additonal information
on the models you will be testing and how they apply acrossyourorganization:

How are the onsite days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days” where everyone inthe team comes on-site
A combination of a) and b)
Other:

We have mandated the use of Team charters to enable discussions between employees
and their managers/Directorsto ensure optimal flexibility and the optimal reasons and
days for attending onsite.

Howdid your organization choose hybrid models?

Position profile assessments
Employeelocation (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement/Team charter exercises
other:
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Long before the pandemic, Statistics Canada embarkedon a modernization initiative
designed to ensure a modern workforce and workplace to increase the value proposition
to Canadians through the delivery of high-quality data and insights, leverage modern
methods and statistical tools, a well as enable greater mobility and flexibility for
employees. As federal health guidance has eased over the past few months, it has allowed
for a return to physical worksites-transitioning to a hybrid model, combining onsite and
remote work that provides employees with access to onsite resources as well as the
ability to work remotely, thus enabling employees to better serve the needs of Canadians.
The hybrid work model that we have adopted offers meaningful opportunitiesto sustain
the relationships and trust that are foundational to our work, engage more effectively.
with Canadians and partners,foster greater team cohesion and collaboration, as well as
support the mental health and wellbeingof employees.

Didyourorganization applyaGBA+ lens when choosing hybrid work models?

Yes. Our studies have confirmed that socioeconomic and sociocultural characteristics
were risk factors for detrimental outcomes during the COVID-19 pandemic in particular.

Identifying distinct segments of employees has been used in designing and implementing
effective and inclusive organizationalpolicies and interventions in the context of our
hybrid model.

Adoptinga person-centered lens (GBA) is essential in order to effectively support diverse
groups of employees through the useoftargeted and adapted information, engagement
efforts and interventions,

Real Property & How is your office space currently configured?
Technology We are currently modernizing and investing in our workplace in partnership with PSPC to

optimizeour space to best meet the needs of our hybrid work model, offering access to
onsite resourcesas well as the ability to work remotely, thus enabling employees to
better serve the needs of Canadians
Duringour transition phase (now until winter of 2023) our space wil provide:
Hoteling workstations:1,141 (workstations plus offices on swing space floors).
Traditional assigned cubicles: 366 (workstationsand offices on other non-swing space
floors).
Activity Based Workplaces: 127 (includes work points, quiet rooms and collab seats).
Other: Boardrooms33onswingspace floors, and 20 additional on non-swing space floors.
Once our modernization has been completed (winter 2023)we will have 2,600to 3,000
hybrid workstation/work points.
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes. Although we have signed an MOU with PSPC to modernize our footprint at the
‘Tunney's Pasture complex commencing October 2022, we have taken the months of
April 2022 to present time to ensure that our 9 swing space floors are equipped with
hybrid boardrooms, fully equipped workstations (dual monitors, docking station, sit-
stand, ergonomic chair, keyboard and mouse), and open collaborative areas.
Are you planning to reduce your office footprint?
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Ves. We plan to reduce the office footprint by 40% in the next 2 years, We have an
‘agreement with PSPC to ensure that his project is delivered
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
ves
Ifyes, please lst
We have made significant investment in our technology to support the hybrid work
model.

During our modernization phase, we have already invested inover 30 meeting rooms that
have been renovatedto that effect and we will invest furthermore as our space is being
fully modernized with PSPC in thenextyear o offer the required technologyto support
our hybrid model. In addition, wearemigratingour datacenter to the cloudtooffer
greater flexbilty, efficiency and increased security

Onsite Presence | D0 you have a ool o track what percentage of employees in your organization are going
into the offce on adaily or weekly basis?
Yes
ifyes:
Please specify the name of the tool:
We currently have an in-house solution built using PowerApps that employee use for
booking presence in the office which provide us estimates of employees going on site in
the NCR.
We will soon als launch Archibus,a tool from PSPC thatisbeing used government wide
to book specific pace to optimize the hybrid experience.
Wearealo in the process of racking occupancy in NCRbuildings using building
‘automated access control (turnstile) collected by a third-partyvendor called Feenics.
We are alo exploring using Wi-Fi connectivity data from SSC with PSPC.
Please specify the latest data / estimate you have on:
We currently estimate tha there have been over 4,000 unique employeescoming on site
in the NCR during our experimentation phase (July 12 to September 12) with 70% of those
coming on multiple occasion.

Challenges What are your top three barriers (e.g, 765 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
1. Lack ofconsistent application of hybrid work across govt deptsand isk of losing
employees to OGDs who offer 100% remote / telework agreements (i.e. Pay and
Compensation).
2.78S policy for guidance on issues such as ‘location of work’ to enablehiring anywhere.
across Canada without the limitation of being located neara Go bulding
3. Supply chain issues for items including laptops, docking stations, monitors, chairs, sit-
stands to equip hybridworking environment as well as time reared to complete the
‘modernization of our workplace to be fully hybrid.
4. Change management as we shit from fully remote to hybrid. There continues to be
some pushback, although diminishing as employees are engage through charters and
experimentation,andwe are keepinga pulse through surveys and experiences.
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Engagement Have you consulted with yourstaffon the sift o hybrid work? If so, what are some of
the key takeaways?

We consulted with our employees in a variety of ways and continue to do 50 as we evolve
othe hybrid model. We surveyed and connectedwith our employees throughout the.
pandemic to find out their preferences of work, and throughout the redesign phaseof the
space to ensure their collaboration and understanding ofthe changes occurring to our
buiding space.

As we reopened our buildings, we sentoutsurveys to employeesforther feedback on the
experience,aswell as our operations. We continue to 40 50.2 ou transition to the
hybrid model continues.

Afew key takeaways include:
Makesure there is clearand transparent communication throughout the process.
Involving employees in the decision-making is key to acitaing th transition.
Leadershipneeds to come from al levelsof the managementcadre this is not just a
Corporate Services project, t requires everyone to take ownership.
Change takes time and people are very anxious and uncertain about more changes.
We need to develop simpler and more effective tools to facilitate thi transition and ease
the burden on employees.
There is education and awareness work to be done with employees regarding workplace
etiquette (respect, inclusion, diversity, mental health etc).

Have you consulted with Employment Equity Groups withinyourorganization?
Yes, we have been meeting with our various network and communities of Employment
Equity groups and Champions to discuss specific needs, and will consult regularly as the
hybrid model becomes more sustainable in the fal
Have you consulted with your Bargaining Agents?
Yes, we have been meeting monthly with our union representatives. Since July/August
2022, meetings now take place on a weekly bass as well as on an as-needed basis (if
required).

Transport Canada
Departmental Hybrid Profiles
Current Status: lease providea brief overviewofyour department's hybrid plans for fall 2022. We understand
departments are in various stages ofplanning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimateifpossible.
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Name and size of Thislink maybe helpful:Sizeoforganization
Organization Organization Name: Transport Canada

Number of Employees: 6413

Doesyourorganization have regional offices?
Yes

Are your regional offces GC co working spaces?
No

Position Assessments Did your organization assess positions for compatibility with hybrid work?
Yes, positions havebeen assessed for compatibility with hybrid work.
ifyes,
What percentage of positionswere assessed as having full-time in-office
requirements?
Approximately 6% of positions were assessed as having fulltime in-office
requirements. However, this number excludes 1,300TC inspectors who have:
been and will continue to be onsite with their clients (at inspection sites) on
an ongoing basis, plus 390 Aircraft Services Directorate employees, most of
‘whom need to be onsite ull ime at airplane hangars across the country.
What percentage of positionswere assessed to be compatible with hybrid
work, wheresometime is spent working remotely and some time is spent on-
site?
‘Approximately 94% of positions were assessed to be compatible with hybrid
work, wheresome time is spent working remotely and some time i spent on
ste.
What percentage of positionswere assessed as compatible with fully remote:
work telework?
‘Approximately 3% of the positions compatible with hybrid work were assessed
as potentially compatible with fullyremote telework; however, review and
approval from the department's senior management committee s required
for each employee's requestfor a fully remote work arrangement.
What considerationswereapplied to determinea fully remote position (e..,
hiring outsideof the NCR, sls shortages, Diversity and Inclusion
considerations, etc.)
The considerationsthat were applied to determinea fully remote position

Condition of Hiring (during and pre-pandemic)
Specialized Position / Skil Shortage
Meeting Diversity& Inclusion Action Plan
Duty to Accommodate (pre-pandemic criteria)

Note that positions assessedfor fulltime remote are not always offered this
option.
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Experimentation Is your department currently testing out one or more hybrid models or other
aspects supporting the implementation of hybrid work?
Yes, the department is currently testing out one or more hybrid models.

If no, why?
ifyes:
What is your organization experimenting with?
Transport Canada is a large and diverse organization with many different
locations across the country and a variety of types of work. Not all of TC's
work can be done remotely, therefore several TC employees have been
performingtheirwork with appropriate safety protocols at the worksite
throughout the pandemic. With the liftingof pandemic restrictions, there isa
need fora formal future work strategy for all employees, TChas made great
strides i establishing and implementing this strategy.

TC'splanfor returning the rest of its workforce to the workplace allows for
hybrid work arrangements where operationally feasible, and aligned with the
needs oftheorganization, teams, and employees

Throughout thewinter and spring of 2022, al staff, managers, and bargaining
agents were informedof the Department's strategic direction regarding the
flexible work model through ongoing communication at multiple levels.

‘The Department's future of work approach combines the benefits of remote:
work and in-person connections atTC worksites, ensuring an effective mix of
employeeflexibility and critcal in-person collaboration and teamwork.

TC has created a process throughwhichsenior management established clear
expectations for the Department andfor eachoftheir respective.
organizations.

What is the experimentation timeframe?
Discussions with managers began in March 2022.
Virtual meetings with all employees~Tuesday, April 12, 2022
Seniorexecutives established strategic directionfortheir organizations—by
Tuesday, April 19, 2022
Strategic direction and plans from senior executives were provided as
direction to their management teams~ Monday, May 2
Although TC worksites were never closed, a grand “re-opening” of worksites.
across the country took place starts on Monday, May.
Team charters were established by managers - Monday, May 30.
C'snewWork Arrangement Agreements were to be finalized by employees
and their manager in a new application,and most employees made the
transition to the new arrangements ~Friday, June 17.
All employees are to complete the transition to the new work model —
Tuesday, September 6.
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‘An adaptive management approach will ensure the ongoing monitoring of
progress, including quarterly employee surveys, and adjustments based on the
early results. This will culminate in astrategic assessment, inJanuary 2023, to
guidemid-course adjustments based onwhatwehave learned.

‘What percentage of employees are participating?
100%

Is participation voluntary or mandatory?
Participation is mandatory.

How is data being collected?
Some examples include employee surveys, HR system/administrative data, IT
system-based data etc.

What outcome measures is your organization using:

‘An adaptive management approach will ensure the ongoing monitoring of
progress, including quarterly employee surveys and adjustments based on the
early results. The department will measure the most appropriate hybrid model
for different situations using:
Employee/manager surveys
Occupancy statistics
Periodic checkpoints to modify Work Arrangement Agreement (WAA)
agreements

“Thiswill culminate inastrategicassessment in January 2023 to guide mid-
course adjustments based on what we have learned and to modify our
approaches accordingly.

Other types of measures could include, TC's ability to:
Continueto successfully deliver on its core mandate
Attractand retain talent
Meet Diversity and Inclusion objectives
Integrate emerging priorities in a meaningful and substantive way

*Outcome measures refer to aspectsofexperimentation outcomes that will
inform future decision-making. We are interested in learning more about what
is important to organizations to help inform our government-wide hybrid
experimentation efforts. Some examples include diversityand inclusion,
‘mental health, talent retention, onboarding, social cohesion.

Are you interested in joining OCHRO's Hybrid-n-a-Box Experimentation
initiative? Underthis initiative, OCHRO's Research and Experimentation team
‘would centrally administeran evaluation of the hybrid models you are testing
and provide youwith a departmental summary and a GoC-wideroll-upof the.
results of other participating organizations.
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No, not at this time.

If yes, please provide acontact name:

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes

How many days are staff who worked ful-time remote during the pandemic
now required to come into the office? Ifyour organization is testing multiple
models, indicate as many as apply:

Once a month or less
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days a week (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular
cadence
Different requirements based on employee location
Other:

1fyou have selected multiple hybrid models above, please include additional
information on themodelsyouwill be testing and how they apply across your
organization:

TC has not established a specific minimum number ofdays employees must be
in per week. Every team has developed a charter to ensure employees seize
the opportunityof on-site work to connect, collaborate and meet with each
other, as wellaswith other teams, clients and stakeholders.

How are the on-site days chosen?

Employees individually decide which day(s) to come on-site
Thereare fixed “team days” where everyone i the team comes onsite
A combinationofa) and b)
Other: Onsite days vary as it i chosen based on team discussions (Team
Charters) and individualworkarrangements.

How did your organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
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Employee engagement / Team Charter exercises
Other:

Did yourorganization apply a GBA lens when choosing hybrid work models?

Ourorganization applied a GBA lenswhen creating personas that influences.
C's flexible work model approach. TC also applieda GBA® lens when it
developed touchdown space designs and implemented it accordingly. The
department will include GBA assessment elementsaspart of our 2023 review
‘and make changes accordingly to ensureour hybrid work model is consistently
applying it.

Real Property & Technology | How is your office space currently configured?
Hoteling workstations
Traditional cubicles
Activity Based Workplaces
Other:CollaborationSpaces
Has your organization considered building more collaborative workspaces
and/or boardrooms to better facilitate hybrid meetings?
Yes, TCs assessing collaborative workspace and boardroom usage to
facilitate building more collaborative spaces to better facilitate hybrid
‘meetings.

Are you planning to reduce your offce footprint?
Yes

Have you investedin technologies to adapt to a hybrid environment? For
example, boardroom meeting technology, online workplace booking systems
etc)
Yes~TChas invested in technologies to adapt to a hybrid environment
If yes, please lst
MS Teams
FlexiDesk App for online workplace bookings.
‘ORION for IT support
Work Arrangement Agreement (WAR) application
Piloting OWL for improved boardroom team meetings

Onsite Presence D0 you have a tool to track what percentage of employees in your
organizationare going into the office on a daily or weekly basis?
Yes
If yes:
Please specify the name of the tool
A mixture of manual and IT tracking methods are used throughout the
department and then fed into a Power Bl dashboard.

Please specify the latest data /estimate you have on:
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‘Asof August 22nd, 2022, TC reported an occupancy rateof 26.5% of pre-
pandemic daily occupancy levels in TC buildings. This ate is expected to
increase by the end of September to roughly 50% of pre-pandemic ates of
occupancy, as TC's hybrid work arrangements were implemented in early
September.

Challenges What are your top three barriers (e.g, TBS policy, unassigned seating, growth
of employees vs. allocated space, other) affectingthe transitionto a hybrid
workplace?
Meeting our employer responsibilities related to Emergency Preparedness
(EP), Business Continuity Planning (BCP), Occupational Health and Safety
(HS), First Aid Requirements in worksites including working alone. Having an
uneven distribution of employees inbuildings and “distributed” teams, TC will
have to re-evaluate how to meet our mirimum OHS requirements per building
inspections, OPIs, incident reporting, evaluations), includinghaving the
correct number of trained First Aders availableat al times in any occupied
location. Addressing safety when working alone ina remote location needs to
be further developed. This challenge extends to EP and BCP as noted above.
Modernizing and updating workspaces to accommodate more collaboration,
unassigned seating, aswell aforecastingthe number of spaces required,
hoteling spaces, etc.
The acceptanceof employees to return to the office for a variety of reasons
and managers/teams being able to organize and fill their onsite days with
meaningful activities to justify being onsite.

Engagement ‘Have you consulted with your staff on the shift to hybrid work? If so, what
are someofthe key takeaways?
The department consulted staff on the shift to hybrid work in early 2022.
Some of the key takeaways were:
Teams felt they were working effectively in their current arrangement.
Managers and employees of hybrid teams, vith employees working in both in-
office and off-site, needied raining on how to work with teammates across
different arrangements.
Management practices and guidance willbe important to support social
connections across various mediums, especially for those managing
employees in multiple work arrangementsonthe same tear.

Have you consulted with Employment Equity Groups within your
organization?

TCwas able tofiler results of surveys by Equity groups tispast year. Our
organizationapplied a GBA+ lens when creating the personas that helped
influence TC's flexible workmodel approach and aso appliedaGBAY lens
when we developed our touchdown space designs. Our planned 2023 review
will consult employment equity groups within Transport Canada.

Have you consulted with your Bargaining Agents?
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Gargaining agents have been engaged and consulted on an ongoing bass of
‘the department's approach and plans for hybrid work.

Transportation Safety Board of Canada
Departmental Hybrid Profies
Current Status: Please providea brief overviewofyour department's hybrid plans for fall 2022. We understand
departments ar in variousstagesof planning and implementation, and tha plans continue t evolve. If
information is not avaiable fo some of the questions, please ncate an provideanestimate if posse

Name and size of | Ths ink maybe elpfl Size oforganization
Organization

& Organization Name:

Number of Employees:
Does your organization have regional offices?

No
Ave your regional offices GC coworkin spaces?
Yes/

Position Oid yourorganization asess positions for compatibity with hybrid work?
Assessments ud

ifyes,
What percentage of positions were assessed as having flltime in-office requirements?
What percentage of positions were asessed tobe compatible with hybrid work, where
some time is pent working remotely and some time is spent on-site?
What percentage of positions were assessed as compatible with fully remote work/
telework?
What considerations were applied to determine a full remote position (e.. iig
outsideofthe NCR, skills shortages, Diversity and Inclusion considerations, etc)
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Pipeline and Ralls such, a hybrid and/or remote workforce ave allowed the
department to more fully consider strategic operational requirementsof hiringstaff in
strategic locations; adjusting toaddress skis shortages; and adapting recruitment
strategies to improve its ability to attract and maintain both a qualified and representative
workforce.

Experimentation | Is ourdepartment currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
ef No

no, why?
yes:
‘What s your organization experimenting with?
The TB is a small professional department of highly specialized investigative staff in each
mode oftransportation; ourworkis structuredaroundtasks, processes, and deadlines;
performance is managed by outputs and trust i placed in our employees to manage their
time, and methods, to meet a number of operationally concurrent demands.

Toassist in thisbalancing effort, the TS8isoffering more choice to employees:

promoting flexible work arrangements to managers and staff;
not takinga “mandatory number of days at the office” approach;
empowering employees to determine where it makes most sense to perform a particular
task.

We are strategically expanding our operational reach by hiring employees in new.
locations where the TSB does not currently have a Regional Office

We are converting offce space to promote teaming/collaborating as a complement to the
option of increased concentrationavailablevia telework.

Overall these workplace modernization efforts such as the optional use of virtual
recruitment solutions, expansion of our use of flexible working arrangements, and
support for full-time teleworking, have strong potential to enable the department to.
access the labour market more broadly, thereby improving its abilty to address
representation and further reduce accessibility gaps.
‘Whats the experimentation timeframe?
Planned review in May 2023
‘What percentageofemployeesare participating?
99.6%
Is participation voluntary or mandatory?
While discussion swith all employeesat al levels, participationis considered voluntaryin
the sense that employees are flly engaged in determining/establishing the best way of
working for them using the available flexibilities

Hows data being collected?
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Someexamples could include employee surveys, HR system) administrative data, IT
system-based data etc.

“Ifyou have employee pulse data, please share aggregate results

What outcome measures* is your organization using:

“Outcome measures refer to aspectsofexperimentation outcomes thatwill form future
decision-making. We are interested i learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mental healt, talent retention, onboarding,
social cohesion.

Ave you interested in joining OCHRO's Hybridn-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you ar testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of therparticipating organizations.
Yes. 110/ My organizations already a partner

1fyes, please providea contact name:

Hybrid model(s) Has your organization shifted to a hybrid work models]?

/No/s00n to implement

How many days are staffwho worked full-time remote during the pandemic now required
to come intothe office? If your organization i testing multiple models, indicate as many
as apply:
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Goce a month or fess
One to thre daysa month
One dayaweek
Twodaysaweek
Three daysweek
Four daysaweek
five days aweek (fll time)
Oiferent requirements based on employee locaton
Other:

1fyou have selected multiple hybrid modes above, please include additional information
on the models you wil be testing and how they apply acrossyour organization:

How are the on-site days chosen?

There are fixed "team days” where everyone in th team comes on-site
Acombination of) and b)
other:

How id your organization choose hybrid models?

Employee location (NCR employees come nto the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other:

Didyour organization applya GBA lens when choosing hybrid work models?

Real Property & |Howisyour office space currently configured?
Hotelingworkstations

Technology Traditional asigned cubicles
Activity Based Workplaces

Has your organization considered building more collaborative workspaces and/or
boardrooms to better facitate hybrid meetings?
All of our existing boardrooms have been setup to accommodate hybrid meetings using

5 Team:
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Are youplanningto reduceyouroffice footprint?
/No

Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
No

Ifyes, please list

Onsite Presence | D0 you have a ool to track what percentage of employees inyour organizationare going
into the office onadaily or weekly basis?
No

ifyes:
Pleasespecify the name ofthe tool:

Please specify the latest data / estimate you have on:
%ofemployees in office ull time
%of employees in hybrid work
% of employees full ime teleworking

Time period the data efer to:

Challenges Whatare your op three barriers (e.g, T6S policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?

3

Engagement Haveyou consulted with your staff on the shift to hybrid work? Iso, what are someof
the key takeaways?

Have you consulted with Employment Equity Groups within yourorganization?
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IRHave you consulted with your Bargaining Agents?

Treasury Board of Canada Secretariat

Departmental Hybrid Profiles

Current Status: Please provide a brief overview of your department's hybrid plans for fall 2022. We understand
departments are i various stages of planning and implementation, and that plans continue to evolve. If
information is not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of “Ths link may behelpful:Szeoforganization
Organization Organization Name: Treasury BoardofCanada Secretariat

Number of Employees: 2800

Doesyourorganization have regional offices?
No

Are your regional offices GC co working spaces?
NA

Position Assessments | Did your organization assess positions for compatibility with hybrid work?
Yes

ifyes,
What percentage of positionswere assessed as having full-time in-office:
requirements?
1%
What percentage of positionswereassessed to be compatible with hybrid work,
where some time is spent working remotely and some time is spent on-site?
85%
What percentage of positions were assessed as compatible with fully remote work/
telework?
14%
What considerationswere applied to determinea full remote position (e.g, hiring
outsideof the NCR,skills shortages,Diversity and Inclusion considerations, etc.)
Operational needs of the positions, skill shortages and recruiting diverse candidates
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I
this option

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

if no, why? N/A
if yes:
Whati your organization experimenting with?
The TBS' experimenttests two models: unstructured hybrid and structured hybrid to
determine if flexibility and intensity has an impact on elements such as productivity,
team cohesion, collaboration,satisfaction and well-being
What is the experimentation timeframe?
June to August
What percentage of employees are participating?
90%
Is participation voluntary or mandatory?
Mandatory

How is data being collected?
Some examples could include employee surveys, HR system/ administrative data, IT
system-based data etc
“If you have employee pulse data, please share aggregate results

Monthly surveys

What outcome measures isyourorganization using:

Weare measuring the impactof a fixed vs flexible hybrid model on elements such as:
Productivity, team cohesion, collaboration, well-being andstress & workload

“Outcome measures refer to aspectsofexperimentation outcomes thatwill inform
future decision-making. We are interested in learning more bout what is important to
organizations to help inform our government-wide hybrid experimentation efforts.
Some examples include diversity and inclusion, mental health, talent retention,
‘onboarding, social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative?
Under this initiative, OCHRO's Research and Experimentation team would centrally
administeran evaluationof the hybridmodelsyou are testing and provide you with a
departmental summary and a GoC-wide roll-upofthe results of other participating.
organizations.
Yes

If yes, please provide a contact name:

DavorDacic (Davor.Dacic@tbs-sct.ge.ca /Tel: 613-618-4221)
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EE |
‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Weare shifting toa hybrid work environment starting September 12, with varying
‘models that ensureasustained and regular presence in all Sectors

How many days are staff who worked full-time remote during the pandemic now
required to come into the office? If yourorganization is testing multiple models,
indicate as many as apply:

Once a month or less
One to three daysamonth
One day a week
Two days a week (minimum, more for some other units)
Three days a week
Four days a week
Five days a week (fulltime)
Not applicable: Staff have not been instructed to work on-site at a regular cadence
Different requirements based on employee location
Other.

1fyou have selected multiple hybrid models above, please include additional
information on the modelsyouwill be testing and how they apply across your
organization:

How are the on-site days chosen?

Employees individually decide which day(s) to come on-site
There are fixed “team days" where everyone in the team comes on-site
A combinationofa) and b) thatwill be supported by work arrangements for all
employees at the launch of our Work APP (targeting Week of September 12)
Other

How did your organization choose hybrid models?

Selected answers are in bold

Position profile assessments
Employee location (NCR employees come into the office)
Precedence st by other government organizations.
Employee engagement / Team charter exercises.
Other

Did yourorganization apply a GBA lens when choosing hybrid work models?

‘GBA was used as part of theanalysis, not n the selection
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EE |
Real Property & How is your office space currently configured?

Hoteling workstations
Technology TrafGpralasigned cubicles

Activity Based Workplaces
Other.
Has your organization considered building more collaborative workspaces and/or
boardrooms tobetter facltate hybrid meetings?
Yes
Are you planning to reduce your office footprint?
Yes
Have you invested in technologies to adapt toa hybrid environment? For example,
boardroom meeting technology, online workplace bookingsystemsetc.)
Yes
If yes, please lst
Meeting Owls
Headsets for employees onsite
Outlook based booking system in place, a more dynamic booking system i planned
for Winter 2023

Onsite Presence D0 You have 21001 to track what percentage of employees in your organization are
going into the office on adaily or weekly basis?
Yes
ifyes:
Please specify the name of the toot
Turnstile system
Please specify the latest data/estimate you have on:
1% of employees in office full time
85%of employees in hybrid work
145% of employees full ime teleworking
Time period the data refer to: Summer 2022

Challenges What are your top three barriers (e.g, T85 policy, unassigned seating, growth of
employees vs. allocated space, other) affecting the transition to 2 hybrid workplace?
1. Population growth vs. available space
2. High demand for onsite presencefor Tuesday to Thursday
3. Notall hybrid employee experiences are equal

Engagement Have you consulted with your staff on the shiftto hybrid work? If so, what are some
ofthe key takeaways?
From our pulse surveys:
Agood proportion of the respondents claim thatthei current state of psychological
well-being is good (43.69%) and even very good (21.98%). This represents roughly
66% of the total number of respondents.
47.33% of respondents said their current overal stress level was moderate. Thereis a
higher percentage of supervisors (28.93% vs 22.53% in the overall population) that
claim to have ahigh stress level currently.
Overall the main factors impacting well-being arepandemicrelated, societal issues,
work-related and family.related
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From our hybrid index surveys:
Amix of both fixed and flexible approaches was the most widely used hybrid model.
Fixed is defined as teams choosing a specific day of the week to go work onsite, while
flexible was defined as not assigning any specifi day of the week to go onsite.
Employees gave the flexible model the highest scores for productivity, team cohesion,
collaboration with stakeholders, and satisfaction with working arrangement, but not
bya huge margin.
Team meetings/team building, collaboration and onboarding/offboarding were the
three top rated activities that employees said work best on-site, while individual work,
workwith stakeholders or clients, and all-staff meetings/retreats were the top three:
activites voted as working best remotely.

Have you consulted with Employment Equity Groups within your organization?

Yes

Have you consulted with your Bargaining Agents?
Yes

Veterans Affairs Canada

Departmental Hybrid Profiles
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Current Status: lease providea bref overview of your department's hybrid plans for fal 2022. We understand
departments ae in various stages of planning and implementation, and that planscontinue to evolve. If
information i not availabe for some ofthe questions, please indicate and provide an estimate if posible.

Name and size of | Ths ink may be helpful: Szc of organization
Organization Organization Name: Veterans Affairs Canada

Number of Employees: [3400]

Does your organization have regional offices?
ves

Ave your regional offices GC co working spaces?
No

Position Oidyour organization assess positions for compatibiity with hybrid work?
Assessments ves

ifyes,
What percentage of positions were assessed as havin fulltime in-office requirements?
2%

What percentage of positions were assessed obe compatible with hybrid work, where
some time is spent working emotelyand some time is spent on-site?
93%

What percentage of positions were assessed as compatible with fully remote work/
telework? 5%
What considerations were applied to determine a fully remote position (e.g, hiring
outside of the NCR, sis shortages, Diversity and Inclusion considerations, tc) Cll
centre roles have been shown to be more effective whe done remotely. Also, a small
number of recent VAC hires were offered remote positions to meetasurge in operational
requirements.

We acknowledge that positionsassessedfor full time remote are not always offered this
option

Experimentation | Isyourdepartment currently esting out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Ves beginning summer 2022 VAC began experimenting with hybrid work model
if10, why?
tyes:
What i your organization experimenting with?
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Frontline service delivery teams have implemented a hybrid model where employees are
required to participate and are scheduled to be onsite ona regular basis (atleast 1xper
week] to meet operational requirements e.g. delivering in-person services to clients);
For the remainderofthe department groups are experimenting with a hybrid model to
determine the optimalhybridposture to meet operational requirements including
productivity and collaboration and heathy workplace.
What is the experimentation timeframe?
Phase 1 (current phase) ~ summer 2022
Phase2-will begin in fall 2022 In Phase 2 VAC will participate in OCHRO's Hybric-in-a-
Box)

What percentage of employees are participating?
The vast majorityof employees are participating in somemannerofhybrid model.
Is participation voluntary or mandatory?
There is a mixof voluntary andmandatoryparticipation. In phase 2 there will be an
increase in theamountofmandatory participation.

How is data being collected?
Some examples could include employee surveys, HR system) administrative data, IT
system-based data etc.
“Ifyou have employee pulse data, please share aggregate results

While no pulse surveys have been launchedsince the onset of Phase 1,a variety of
information s being collected in this phase:
Occupancy dota and trends;
Employee feedback questionnaire
Informalfeedback from employees in a varity offorums (e.g. committees, online MS.
Teams channel, etc. is being recordedand tracked

What outcome measures" is your organization using:
Key outcomes being measuredin Phase 1 ae focused on re-occupancy and logistics and
include:
Resumptionofonsite work in al VACfcilties
Resumptionof in-person client service delivery;
Implementationofoccupancyreporting mechanisms;
Trends demonstrating increasing occupancy in each faclty;
Adoption ofunassigned seating;
Updates tofclties (equipment and technology) tobetter support hybrid work.

Phase 2 outcomes are beingestablished butwill include those measured in Phase 1 as well
as outcomes to measurekeypeople management elements.

“Outcome measures refer to aspectsof experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
examples include diversityandinclusion, mental healt, talent retention, onboarding,
social cohesion.
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Are you interested in joining OCHRO's Hybric-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administeran
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results of other participating organizations.
Yes/No. VACis already apartner

If yes, please provide a contact name: Nancy Pike, Director General Human Resources

‘Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

Yes, as described above in section 3:

How many days ae staffwho worked full-time remote during the pandemic now required
to come ntothe office? If your organization i testing multiple models, indicate as many
as apply:

Once a month or less
One to three daysa month
One day a week
Two daysa week
Three days a week
Four daysa week
Five days a week (fulltime)
Notapplicable: Staff have not been instructed to work on-site ata regular cadence
Different requirements based on employee location
Other: VAC hasdifferentrequirements based on operational needs and the hybrid model
that the employee s participating in-

Ifyou have selected multiple hybrid modelsabove, please include additional information
on the models you will betesting and how they apply acrossyour organization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site:
There are fixed “team days" where everyone in the team comes on-site
A combination ofa) and bjas well aoperationalrequirements.
Other:

Howdid your organization choose hybrid models?

Position profil assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: operationalrequirements.

aoonos



UNCLASSIFIED / NON CLASSIFIE

Didyourorganization applyaGBA lens when choosing hybrid work models?
Notin this phase.Furtherassessments to be undertaken insubsequent phases.

Real Property & How is your office space currently configured?
Technology Due to the closureofour National HQ building (modernizing the aging infrastructure) we

have a combination of swing spaces that include GC Workplace fitups and trditional
cubicles, with a mix ofassigned and unassigned workpoints. VAC s transitioning tofuly
unassignedseating inassignedfunctional/operational neighborhoods.
Other:
Has your organization considered building more collaborative workspaces and/or
boardrooms to better facilitate hybrid meetings?
Yes we are converting enclosed officestofunction as smallgroups collaboration spaces,
we are updating boardroom technology and adding open collaborative workpoints
wherethe footprintandfurniture inventorypermit.

Are you planning to reduce your office footprint?
Yes. We are planning to better assessour space needs with the assumption that our
overallfootprint maybe reduced long ter after the reopeningofour National HQ
building as above.
Have you invested in technologies 0 adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
Yes. Modernized boardroom meeting technology as well as an online workplace booking
system

Onsite Presence D0 you have a tool o track what percentage of employees in your organization are Boing
into the office on adaily or weekly basis?
Yes. A PowerApps tool configured for our needs, Workplace EntryScheduler Tool (WEST).
Please specify the latest data / estimate you have on:
Daily national averageof258 employeesonsite for week ending August 22.

Challenges What are your top three barriers (e.g, TBS policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to a hybrid workplace?
1... Geographically distributedanddifferentiated workforce (cientfacing versus back
office services; team-based versus individual). Outside of HQ we have 70 unique office
locations where the office environment is not necessarily withinoursphereof control. Over
halfofour workforce operate in this environment.
2. Inconsistent approaches across pubic service;
2. Central agency polices;
3. Employeepreferenceforremote work:
4. Reductionof available facilites due to closureof VAC's headquarters building

Engagement Have you consulted with your staff on the shift to hybrid work?Ifso, what are some of
the key takeaways?
Yes, consultations have primarily been related to experimentation outcomes noted in
section3 and key takeaways* include:
Thereis a demandformore collaborative spaces in ourfucites;
Noises experienced onsite areparticularly distracting due to the reductionofbackground
noise caused by low onsite occupancy.
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There is a need to have accesstoergonomic equipmentfor use onsite (e.q.: footrest, ergo
keyboard, etc.) to avoid having to carry back andforth from home

“based on feedbackshared by employees, these isu are th top recurring issues raised.

Have you consulted with Employment Equity Groups within your organization?
Notspecifically.

Have you consulted with your Bargaining Agents?
Yes, Weekly meetings.

Veterans Review and Appeal Board
Departmental Hybrid Profiles
Current Status: Please provide a brief overviewofyour department's hybrid plans for fall 2022. We understand
departments are in various stages of planning and implementation, and that plans continue to evolve. If
information i not available for some of the questions, please indicate and provide an estimate if possible.

Name and size of | This ink maybe helpful: Sizeoforganization
Organization© Organization Name: Veterans Reviewand Appeal Board

Number of Employees: 99 (22 GIC appointed Board Members, 77 staff employees)
For the purposesofthis document, staff employees willbe thefocus

Does your organization have regional offices? No

Ave your regional offices GC co working spaces? V/A

Position 0id your organization assess positions for compatibiity with hybrid work? Ves
ifyes,

Assessments What percentage of positions were assessed as having full-time in-office requirements?
Specific organizational units were identified to require a daily in-office. These units include
‘Admin, 1/Systems, pre-hearing team, post-hearing team, as well as management
representation. This would make up about 10% ofthe Board's employees,
What percentage of positions were assessed to be compatible with hybrid work, where
some time is spent working remotelyand some time is spent on-site?
About 30%ofpositions were assessed to be compatible with hybrid work.
What percentage of postions were assessed as compatible with fully remote work/
telework?
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20% ofpositions are compatible withful telework
What considerations were applied to determine a fully remote position (e.8, hiring
outsideof the NCR, skils shortages, Diversity and Inclusion considerations, etc.)
None of those abovewouldbe compatible with fully remote work, all 77 VRAB employees
have the VRAB Charlottetown office as their home location.

We acknowledge that positions assessedfor ull time remote are not always offered this
option

Experimentation Is your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work?
Yes

Ino, why?
yes:
What is your organization experimenting with?
The Board has just moved into a new office location that i fully designed to accommodate.
hybrid working model. We are currently requiring teams to have an in-office presence

and are allowing staff to determine what that looks ike for them. Currently, staff are
selecting anywherefrom 1-5 days per week/bi-weekly to be in the office.
What is the experimentation timeframe?
This approach will begin inSeptember 2022 andwill tay in place until the endofthe
calendar year. At that time, it wil be reviewed to determine what,ifany, changes need to
be made to adopt to the Board's needs at that time.
What percentage of employees are participating?
100%
Is participation voluntary or mandatory?
Mandatory

How s data being collected?
‘Some examples could includeemployee surveys, HA system/ administrative dato, IT
system-based data etc.
“If you have employee pulse data, please share agaregate results

A survey was completedin early 2022 to gauge employees’ preferences in returning to the
office (non, part-time, fulltime)

Individual confirmationof each employeespianforoffice presence will be completed the
weekof September 6.
Managers will share their teams’ schedule with Directors and the Director General
Monitoring will be supported by the Workplace Entry Scheduler Tool

What outcome measures" is your organization using:

Employee satisfaction with the approach

“Outcome measures refer to aspectsof experimentation outcomes thatwill informfuture
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some.
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examples include diversity and inclusion, mental health, talent retention, onboording,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative? Under
this initiative, OCHRO's Research and Experimentation team would centrally administer an
evaluation of the hybrid models you are testing and provide you with a departmental
summary and a GoC-wide roll-up of the results ofotherparticipating organizations.
Not at thi time.

Ifyes, please providea contact name:

Hybrid model(s) Has your organization shifted to a hybrid work model(s)?

ves

How many days arestaffwho worked full-time remote during the pandemic now required
to comeintothe office? Ifyourorganization is testing multiple models, indicate as many
as apply

Once a month or less:
One to three daysa month
One day a week
Two days a week
Three days a week
Four days a week
Five days aweek(full time)
Other: Employees were asked to have an in-office presence and, for most positions, were
abletoselfdetermine what that schedule looked like for them. Some units ofthe
organization including Management, Admin and IT are required to have a daily presence
while others are doing a mixofmodels including al ofthe above (a-g).

Ifyou have selected multiple hybrid models above, please include additional information
on the models you willbetesting and how they apply acrossyourorganization:

How are the on-site days chosen?

Employees individually decide which days) to come on-site
‘There are fixed days where a unit requires an on-site presence
A combinationof a) and b)

Howdidyour organization choose hybrid models?

position profie assessments
Employee engagement

Didyourorganization applya GBA lens when choosing hybrid work models?
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rere]
Real Property & How s your office space currently configured?
Technology The Board has just moved nto a new office location that i fully designed to accommodate

a hybrid working model including hotelng workstations and activity based workplaces
Has your organization considered building more collaborative workspaces and/or
boardrooms to batter facilitate hybrid meetings?
The Board has just moved nto a new office location that i fully designed to accommodate
a hybrid working model, with manyoptionsor collaborative workspaces
Are you planningto reduceyour office footprint?
The Board's new office location was buit, by design, to accommodate hybrid work, and
can accommodate about 60% ofthe current employee workforce.
Have you invested in technologies to adapt to hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc)
Yes. All boardrooms and meeting spaces in the Board's new office space are equipped to
accommodate a hybrid working environment, ce. Clickshare, video-teleconferencing, etc.
In addition, the Board uses theWESTapplication to manage ts in-office presence.

Onsite Presence | D0 you have a ool o track what percentage of employees in your organization are going
into th office onadaily or weekly basis?
Yes
tyes:

Pleasespeciy the name ofthe tool: WESTApplication
Pleasespecify the latest data / estimate you have on:

3% of employees n office full ime.
100%of employees in hybrid work

5% of employees full ime teleworking
Time period the data refer to: starting in September, 2022

Challenges What are your top thee barriers (e.g, 85 policy, unassigned seating, growth of
employees vs. allocated space, ther) affecting the transition to a hybrid workplace?
1. Change management ~staff have become accustomed toworking from home, and
returning to the office requires a hitin theirpersona ives fi. commuting, fter school
care, schedule, etc)
2
3

Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?
Yes it was presented to ll managers and supervisorsby senior management ot a monthly
managers’ meeting. Managers were asked to discuss with their employees and
communicate back on any concerns raised. Al feedback waspositive from both the
managementandtaflevels.

Have you consulted with Employment Equity Groups withinyourorganization?

No, due to the Board's ize, individuals have not been singledoutforconsultation.
Have you consulted with your Bargaining Agents?
The Board's hybrid approach has been shared at regular union consultation meetings.
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Women and Gender Equality
Departments Hybrid rofes
Current Status: lease provide brief overview of your department's hybrid plans for fal 2022. We understand
departments ar in variousstagesof planning and implementation, and that plans continue to evolve. If
information i not availabe fo some of the questions, please indicate and provide an estimate if posse.

Name and size of | This ink maybe helpful: Size of organization
Organization© Organization Name: Women and Gender Equality (WAGE)

Number of Employees: 429

Doesyour organization have regional offices? Yes

Ave your regional offices GC coworkingspaces? No

Position 0id your organization assess positions for compatibility with hybrid work? Yes (currently
underway)

Assessments We are in the process of assessing in-office operational requirements. This work is being
undertaken not by position but by activities performed by each team to provide for
flexibility in meeting operational requirements
What percentage of positons were assessed as having fulltime in-office requirements?
While this work is currently underway, certain teams have actites that must be
performed in the office (e.g., IT and accommodations services, cabinet affairs). However,
in most cases, in-office operational requirements can be met through rotating schedules,
allowing for hybrid work.
What percentage of positions were assessed 0 be compatible with hybrid work, where
some time i spent working remotely and some time s spent on-site? Wik this work is
currently underway, it appears most positions will allow for hybrid work. This wil likey be
acing scale between mostly in-office to mosty remote depending on the type of
activity
What percentage of positions were assessed as compatible with fully remote work/
telework? While this work i currently underway, it appears that few positions wil be
compatible with fully remote work, given tha several activities suchasteam meetings,
retreat, training and onbosrcing are better performed n person. Nevertheless, fully
emote work maybe authorized asan accommodation to promote inclusivity and regional
diversi.
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What considerations were applied to determine a fully remote position (e.8, hiring
outside of the NCR, skils shortages,Diversity and Inclusion considerations, etc.) While
this work i currently underway, fully remote work may be authorized where people have
been hired outsideofthe NCR, where there are skill shortages, and to promote diversity
and inclusion.

Experimentation 1s your department currently testing out one or more hybrid models or other aspects
supporting the implementation of hybrid work? Yes
Ifyes:
Whatisyour organization experimenting with?
Office Tours
Hybrid Meetings
Team Retreats
Training
Coming into work a few times a week or month
Working in GC co-working spaces
What is the experimentation timeframe? Summer 2022
What percentage of employees are participating?
During the monthsofJuly and August, 185 employees have accessed a WAGE workplace
in the NCR and in regional offices.
Is participationvoluntaryor mandatory? Mixed
How is data being collected?
Dataisbeing collected through employee and management surveys, HR system/
administrative data, IT system-based data, and Corporate Security and Facilites data.
In June 2022,aquick pulsesurveyrevealedthat over 2/3 of employees preferred to
work remotely

What outcome measures" is your organization using:

WAGE is using employee surveys to gauge employee experience in the office to
understand what is currentlyworking and what aspects needs to be improved (e.g. set-up
ofoffice space,etiquette during hybrid meetings, in-person experiencev. remote
experience). WAGE is alsomeasuringtrends in office attendance.

“Outcome measures refer to aspects of experimentation outcomes thatwill inform future
decision-making. We are interestedin learning more about what is important to
organizations to help inform our government-wide hybrid experimentation efforts. Some
examples include diversity and inclusion, mentalhealth, talent retention, onboarding,
Social cohesion.

Are you interested in joining OCHRO's Hybrid-in-a-Box Experimentation initiative?
Under this initiative, OCHRO’sResearch and Experimentation team would centrally
administer an evaluation of the hybrid models you are testing and provide you with a
departmental summary and a GoC-wide roll-up of the results of other participating.
organizations,
No

Ifyes, please providea contact name:
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EE |
Hybrid model(s) Has your organization shifted to a hybrid work model(s)? Soon to implement

How many days are staffwho worked full-time remote during the pandemic now required
to comeintothe office? If your organization is testing multiple models, indicate as many
as apply:

Once a month or less
One tothree daysa month
One day a week
Two days. week
Three days a week
Four daysa week
Five days aweek (fulltime)
Notapplicable: There is currently no required minimumas bright line ule is not
reflective of actual operational requirements and does not consider impacts on various
8roups of employees. Rather, employees and managers are encouraged to organize
activites in the workplace and provide feedback. Furthermore, a functional analysis is
underway to determine the minimum footprint appropriate for each branch.
Different requirements based on employee location
Other

Ifyou have selected multiple hybridmodels above, please include additonal information
nthe models you will betesting and how they apply acrossyour organization:
WAGE is experimenting with hybrid modes that are based on identifying operational
requirements and value propositions (e.g, social connection and team cohesion) that
empower employeesto leverage the workplace for productivity and professional
development in the service of Canadians.

How are the on-site days chosen?

Employees individually decide which day(s) to come on-site:
There are fixed “team days" where everyone in the team comes on-site
A combination of a) and b)
Other:

Howdidyour organization choose hybrid models?

Position profile assessments
Employee location (NCR employees come into the office)
Precedence set by other government organizations
Employee engagement / Team charter exercises
Other: WAGE is experimenting with hybridmodels that are based on identifying
operational requirements and value propositions (e.g. social connection and team
cohesion) that empower employees to leverage the workplace for productivity and
professional evelopment in the service of Canadians.
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] Did your organization apply a GBA lens when choosing hybrid work models?
Yes

Real Property & How s your office space currently configured?
Hoteling workstations

Technology Traditional assigned cubicles
Activity Based Workplaces
Other: GCWorkplace 2.0
Has your organization considered building more collaborative workspaces and/or
boardrooms to batter facilitate hybrid meetings?
WAGEi currently looking at options to convert all closed offices into collaborative
spaces boardrooms.
Are youplanningto reduce your office footprint?
No
Have you invested in technologies to adapt to a hybrid environment? For example,
boardroom meeting technology, online workplace booking systems etc.)
All WAGE boardrooms were equipped with videoconferencing prior to the pandemic. To
adapt to hybrid environment, WAGE deployedPexip Cloud Video Interop (CVI), enabling
boardrooms to join Microsoft Teams meetings.
We also deployed a solution that enables staff to book workspaces directly in Microsoft
Outlook

Onsite Presence | D0 you have a ool to rack what percentage of employees in your organization are going
into the office onadail or weekly basis?
ves
yes:
Please specify the name of the tool:
Access reports through Corporate Security's card access system,aswel as through open
communication with regional office. A new workspace sitebooking tool will be:
implemented shorty which will help gather data.

Pleasespecify the latest data / estimate you have on:
0% of employees in office fulltime
50%ofemployees n hybrid work over 200 individuals have entered the office atleast
once since July)
50% have not yet come into the office
Time period the data referto:July and August 2022

Challenges What are your tp three barriers (e.g, T85 policy, unassigned seating, growth of
employeesvs. allocated space, other) affecting the transition to hybrid workplace?
Employee reluctance
Cost of commuting to the office (gas prices, time spent travelingto the office).
Lack of resourcesnear theoffice (restaurants,other facilities that were availabe before).
WorkplaceHealth and Safety requirements (need towear masks, social distancing).
Unclear about the value propositon/benefits.

Dispersed Workforce
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Growth of Employees v. Allocated Space
Size and numberof meeting spaces.
No lockers to store work items in the office.
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Engagement Have you consulted with your staf on the shift to hybrid work?Ifso, what are some of
the key takeaways?
This workis currently underway. So ar, thekeytakeaways are:
Employees want toretain flexibilty that emote work afforded them
Employees wantcleardirection as to the operational requirements and value proposition
for hybrid work
Employees want to ensure accommodation to promote diversity and inclusion
Employees want to ensure that those outside the NCR have equal opportunities

Have you consulted with Employment Equity Groups within your organization?
“This works currently underway
Have you consulted with your Bargaining Agents?
Informal discussions have occurred with someof the Bargaining Agents during meetings
with HR Management. Formal consultations wil occur a the October 17, 2022, National
Labour Union Management Consultation Committee where the topic of hybrid work is an
agenda item.
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From: Hardy Elzabeth
sent: December 22,2022 3:43 PH
To: Kakising Rassa
Subject FW: Hybrid GOA Plus
Attachments: GBA Plus Workshops Report 2022-08-30 EH docx
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1476

Elizabeth Hardy (se/le/olle)
6138623673

This week

From: Hardy, Elzabeth
Sent: Friday September 2,202 3:46 PM
To: Fox Jason <lason Fox@bsset ge.ca>
Subject: RE: Hybrid GBA Plus

UNCLASSIFIED/ NON CLASSIFIE

Hisason,

This is avery wel writen document. | did reat when | saw how long .. i's 100 long, Unless
You are thinking full doc to PEC and thenavery much shorted version released out?

You wil see all this reflected in my comments. t also veers of topic/focus IMO. Take a look at my
comments (don't just forward to taf) andwe can maybe discuss next week.
Some q's below...

Great work. realy really ike the recommendations

rom: Fox, ason <lason Fox@1hs Sct gs.ca>
Sent: Wednesday, August 31,2022 1050 AM
To: Hardy, Elizabeth <Elzabeth Hardy @1beSctgc.ca>
Subject: FW: Hybrid GBA Plus
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HiLiz

Attached is the final proposed draftof the GBA Plus report~this version incorporatesalthe
‘comments we received from participants and WAGE. WAGE is asking if can share as their Deputy.
has asked to see it. think that we shouldsharewith Denise given that we havea partnership and
they were the facilitators, but caution against sharing with the Deputy at this time as | think the
nextstepfor this report sto go to the ADM Flex Comittee for deliberation and decision about
what to do with i. The sharing and engagement with DEI groups and representatives should also
be part ofthe discussions

At the moment, the optionsthatwe see are the following:

1. Sharing the report as-is with departments~howdo you see this unfolding? How and to
whom would we share it with?

2. Using the report as the basisfor a guidance think piece for departments (., a modified
version of the report that focuses more directly on the advice to departments)~ | assume
that P&C woulddo thi part no?

3. Integrating key material into the hybrid report yes but the hybrid report is geting (s
already) a kitchen sink.

Let me know if OK to share with Denise. Happy to discuss the approach

Jason
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Fox, Jason

From: Walton, Christine
sent: Friday, September 9, 2022 2:30 PM
To: Fox Jason
Subject: RE: GBA+ analysis for the hybrid model of working
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think they said in the email what wouldhelp them -they are looking for “any findings that you could share with us or
any words of wisdomaswestart down this journey” and are “especially interested in any unintended consequences
that might arise”

We could
«send the“preliminaryobservations" document minus the section onrisks and mitigations of different scenarios

(adding link below in case you want to recall the content), with caveats that itis a working level document and
not for broad distribution

«say we are working on a tool for departments to support their GBA Plus of their hybrid approaches
«say that our advice is for departments toworkwith employees to identify impacts and measures based on their

specifichybrid approach and organizational context

5] iybrid GBA Plus - preliminary observations.dock

Let me know if you agree with this approach and | coulddraftan email

Christine

From: Fox, Jason<Jason Fox@tbs-sct ge.ca>
Sent: September 9, 2022 12:55 PM
To: Walton, Christine Christine Walton@tbs-sct gc.ca>
Subject: FW: GBA® analysisforthe hybrid model of working
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Can you follow up with them to see what would help them?

From: Gareau, Denise (FEGC/WAGE) <Denise. Gareau@fec-wage.£6.ca>
Sent: Friday, September 9, 2022 10:44 AM
To: Josephs, Carlene <Carlene Josephs @cra-arc gc.ca>
Ce: Moscovoy, Maggie <Magie.Moscovoy @cra-arc gc.ca>; Fox, Jason <Jason Fox@tbs sct gc.ca
Subject:RE: GBA+analysisfor the hybrid model of working

Hithere,

My apologies for the delay in my response. | would suggest you follow up with our colleagues at TBS OCHRO on this
issue. They have been working withaTiger Team on developing guidance and may have insightstoshare. | have
copied the Director over there, who wil either speak with you or know with whom to connect you on his team.

1
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I
To: Gareau, Denise (FEGC/WAGE) <Denise Gareau@fegc-wage gc.ca>; ACS Plus/GBA Plus (FEGC/WAGE) <ACSPlus-Tora,Dre EGCIAGE)ss Grasfac ssEEosvise
‘Subject: GBA+ analysis for the hybrid model of working

I
By way of introductions, I'm writing to you from the Canada Revenue Agency. Your name was provided to us by ars os
WerlinearG5sisiset imel wring. werseleeimmarataseerore
SRii
Gute fuss (shehell)
Journey to Hybrid Team/ Parcours vers 'hybride

(905) 706-7164

¥ Biers lndusin Gry moaton
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Fox, Jason

From: Fox Jason
sent: Thursday, October 13, 2022 1:58 PM
To: Gareau, Denise (FEGC/WAGE)
Subject: GBA Plus Products-Clean Copies
Attachments: Tool for Organizations - Hybrid Work GBA Plus-clean Oct 13 docx; Report- Hybrid

Work GBA Plus Workshops- clean Oct 13.doox
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Hi Denise

hope this message finds you well. Thankyou also for talking with me earlier this month. | wantedtoshare with you the
documents that are now with my ADM —we tried to create 2 useful documents —1 the results of the discussion we
had, then a second one that 2 - provides some advice targeted at those who may be leading the BGA plus exercise:
within their own organization. My hope i that this will go to the ADMFlexibleWork Committee in the near future and
then out to participants and departments. wil let you know the outcome as soon as| hear.

Jason

1
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Hybrid Work Model Scenarios:

Preliminary GBA Plus Observations

Issue

his document compiles bservations to date with respect to Gender-Based Analysis Plus of the ssue of
flexibility in work location and possible hybrid scenarios that could characterize the future federal public
sence
Itincorporates evidence gathered to date related to flexible and hybrid workarrangements. It also
incorporates the preliminary inputof central agencies andcentral sevice providers with respect to
specific hybrid scenarios

Rates of pre-pandemic telework and pandemic-era remote work in the public
service
There ar diferences between identity groups inthe federal public service, based on the resultsof the
Public Service Employee Survey, in the extentof re-pandemic telework reported by employees in 2015,
as well as pandeic-era remote work reported by employees in 2020.
The 2019 differences may be related to a combinationof factors: how identity groups correlate with
occupational categories (ie. whether members of dentity groups aremore o less likely to be in
positions thatcan be performed off-site), iferences inthe likelihood of requesting telework
arrangement, and differences in the likelihood of having a request accepted.”

12020, when the public service was remote-by-default th relationship between identity groups and
occupational categories would have been the main factor in differences between deniity groups. The
relationship between identity groups and regions, and diferences i local public health advice at the
time ofthe survey, may have been an additional actor.
Regions
The regions with the highest proportions of pre-pandemic telework arrangements amon 2019 PSES
respondents were the NCR (23.7%), New Brunswick (17.5%), Quebec excluding NCR (16.9%), and
Ontario excluding NCR (12.6%).

During the pandemic, the regions with the highest proportions of 2020 PSES respondents working only
remotely were the NCR (83.9%), NFLD (67.4%), ON excluding NCR (66.4%) and QC excluding NCR
(66.4%). This may suggest that the NCR has the highest proportion of positions with the ability to be
performed completely remy

£20198 2020 Public sevice Employee Survey Results
* Potential ferences in the likelihood of requestingtelework arrangements oi the likelihood of having a
request accepted coud be an area for mre evidence calcton.
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Indigenous peoples
Prior to the pandernic, 14.15% of 2019 PSES Indigenous respondents had a telework arrangement,
compared to 17.25% of non-indigenous respondents.
1n2020, 62.2% of Indigenous PSESrespondentswere working only remotely compared to 71.9% of non-
Indigenous respondents. The 2020 result maybedue to geographic, occupational, or other factors that
may be correlated with self-identifying as Indigenous.
Gender
Before the pandemic, women respondents to the 2019 PSES were more likely tosay they had a telework
arrangement (18.8% us 14.5% for men and 13.5% for gender diverse respondents)
In addition, during the pandemic, more women respondents to the 2020 PSES were working only
remotely (75.5% vs 65.5% for men and 73.79% for gender diverse respondents). The 2020 result may

indicate that women and gender diverse employees in the public serviceare more likely to work in jobs.
that can be performed remotely.
persons with Disabilies
Before the pandemic, 21.3% of PSES 2019 respondents with disabilities sid they had a telework
arrangement, compared to 16.7% of respondents withoutadisability.
During the pandemic, 71.3% of PSES 2020 respondents with disabilities were working only remotely,
compared to 71.5% of respondents without adisability.
“This may indicate that while persons with and without disabilities are roughly equally likely to work in
jobs that can be performed remotely, persons with disabilities may, on average, be more likely to
requesta telework arrangement and/or be more likely to have their request approved.
peopleof Colour
nthe 2019 PSES, 14% of respondents who identified asvisible minorities reported having a telework
arrangement, compared to 17.8% of non-visible minorities respondents.
nthe 2020 PSES, 78.25% of respondents who identified as visible minorities were working only remotely,
compared to 69.8% of non-visible minorities respondents. The 2020 result may be due to geographic,
occupational, or other factors that may be correlated with sel-identifying as a visible minority.
Age
Among 2019 PSES respondents, the age group with the highest proportionof pre-pandemic telework
arrangementswas 35-39 years and the age group with the lowest proportion was 24 years and under
(®7%.
Among 2020 PSES respondents, the age group with the highest proportionof respondentsworkingonly
remotely was 24 years and under (76.4%) and the proportion decreased slightly with each successive.
age bracket.
“This may indicate that employees aged 35-39 years are more likely to requesta telework arrangement
and/or have their request accepted. This maybe related to people in this age bracket being more likely
t0 have young children.
Sexual orientation
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In the 2019 PSES, 18.1% of respondents who identified as gay, lesbian, bisexual, or specified thei sexual
orientation said they had teleworkarrangement, compared to 17.4% of respondents who identified as
heterosexual.
In the 2020 PSES, 745% of respondents who identifiedasgay, lesbian, bisexual, or specified their sexual
orientation sad they worked only remotely, compared to 72% of respondents who identified as
heterosexual
Summary
Before the pandemic, those more likely to report having a telework arrangement in the 2019 Public.
Service Employee Survey included NCR employees, non-indigenous employees, women, employees ith
disabilities, non-visible minorities, and those aged 35-39, and those who identifiedsgay, lesbian,
bisexual or specified their sexual orientation.

During the pandemic, those more likely to report working only remotely inthe 2020 Public Service:
Employee Survey included: employees in the NCR, non-indigenous employees, women and gender
diverse respondents, visible minorities, those aged 24 and under, and those who’dentified as gy,
lesbian, bisexual or specified their sexual orientation.
in combination, these datasets indicate who may be more kel to be in positions tht have the
potential to telework, and who were more likely (pre-pandemic) to request telework and/or have their
request accepted (sec comments above, under each group).

Preferences for post-pandemic telework
The public servic s,sofuly 2022, no longer ina emate-by-default postion. For the portion of the
workforce that worked remotely during the pandemic, organizationsare transitioningto a flexible-by-
decisonposition and determining how to incorporate flexibility into their work models.
‘The amount of flexibility in work location that becomes the norm n the federal public service will affect
all employees. It will particularly affect those tht ar in positions that were remote durin the
pandemic, who would prefer flexibility going forward.There are observed diferences between identity
Broups with respect to preferencesfo post-pandemic telework.
Conodion data
A Canadian surveybyresearchers at Carleton and Ryerson Universities n partnership with the
Conference 8oard of Canada found “whetheran employee wanted towork remotely or at an office
100 per cent of the time post-pandemic did not depend on gender, race, age/generational cohort,
maria tatu, or whether they had chicren at home. While family income id, in a few cases, impact
preferences, its impactonour ability to predict how an employee wanted the work arranged was
relatively small. This should reassure employersthat aeconcerned about workplace inclusion issues
moving forward."
AStatsCan study’ of new teleworkers found:

+ men and women would ike to work at east halfof thir hours rom home in fairly similar
proportions; and

Remote, Ofc, o yd? Employee Preferencesfo Post Pandemic Work Arangements conforenceboard ca
«0st ln be cutien ADLODI rg
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«regardless of age, educational atainment, marital status, industry, occupation, and whether or
not they have children, men and women tended report toa similar extent beinga least as
productive at homeas they were in the past t thir usual place of work.

Another study” found:
+ “Men (69%) and women (70%), however, are equaly likely to agree tht, ce the pandemic is

over, their employer should continue to allow them to work from home at leasta coupleof days
week”

UK data
UK data als finds minima differences in preferences between men and women, bu finds employees
with dependents,and employeeswithdisabilties have higher preferencesfortelework.
The Behavioural Insights Team in the UK ran an experiment using job ads that differed onlyby what they
said about flexibilityan found that highlighting the flexible work arangements available in detal is
likely to attract both men and women equally.
A survey of a large public sector organization inthe UK found no gender differences in preferences but
staf with dependents and taf with disabilities wanted to work at homea significantly higher number
of days’
usdata
Us dats, however, tends to find that women and Black employees have higher preferences for telework
One survey found women and peopleof colour are generally happier working from home and are
Hkelie than thei white mle colleagues to want to continue workin remotely.

«Just over half (52%) of women sad they enjoy working remotely and would ike to do sin the
long term, compared with 41% of men.

«Only 15%ofwomen said working in person allows for more camaraderie among colleagues,
compared with one-quarter (25%) of men.

+ Overhalf (525) of Blackworkers and 50%ofwomen sid working from home is better than
working inthe offce when it comes to advancing in thir careers, compared with 42% of men.

+ Three-fiths (63%) of Black workers and 58% of women said thy feel more ambitious when
working from home versus theoffice. Just 46% of men feel the same way.

«And when asked about their anxieties over returning to offices, 475% of women of colour say
they worry about having to dress for work, compared with 31% of men.

Intemational data
nasurvey of respondents from North America, Europe, and Australia, McKinsey found? higher
preferences for telework among nonbinary employees, employees with disabilities and LGBQ+**

5 conan 2epot Lalap Inks 2b SaABSCA2SSAISADSTd envicoicsitiue us)
Whoismore els 300sfofe ob - enorwomen | The BehsnouagisTsbieam)? How min ysshud we wrk rom bomester COVID197|The even ngs Team i team)
ttsPlCOUD 15TracerWave104 artsol(ena com)1rd work Makingit ith you desi city and nln suse LK
Tiswas the acronym se inthe su. This grup cluded respondents wh denied 3 a, esin, sexual, parses,
aver or sei
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employees In addition, of those who prefer hybrid work, there were many differences intermsofwho
aid they were likely to leave thir job if hybrid work were not available, including women, nonbinary
employees, employees with disabilities, lack employees, younger employees, and LGBQ: employees.
specifically:

«More than 70 percent of men and women expressed strong preferences for hybrid work, but
nonbinary employees were 14 percent more ikely to prefer it

«Employees with disabilities were 11 percent more likely to prefer a hybrid work model than
employees without disabilties

« L6BQs employees were 13 percent more likely to prefer hybrid work than their heterosexual
peers

«Of those who prefer hybrid wor, if it were not available:
© women were approximately 10 percent more likely than men to say that they were

likely to leave
© employees who identify as nonbinary were 18 percent more likely than men and

women
employees with disabilities were 14 percent morelikely than employees without them

© Black employees were 14 percent mare likey to leave than their White peers
© younger employees (18-34 years old) were 59 percent more likely than older ones (S5—

64 years old)
© LGBQ+ employees were 24 percent more likely to leave than heterosexual ones

Summary:
Overal there appears to be consistency across studies that there are higher level of preferences for

teleworkamong employeeswith disabilities, and one study found that nonbinary employees and LGBQ+
employees also have higher preferences. Evidence across jurisdictions i mixed around differences
between men and women and differences based on race, age, and whether employees have
dependents
Within preferences for telework, there mayb differences between groups in terms of how strong those

preferences are, with equity-seeking groups having stronger preferences

Potential Impacts of Flexibility in Work Location
Geographic diversity
Flexibility with respectto where employees may live may createamore geographically diverse public
service. Currently, 43.4%offederal public service positions are in the NCR", while only 4% of the
Canadian population ves in Ottawa-Gatineau.
At the same time, remote communities have more challenges with internet service, requirement for
telework. While 98.6% of urban households have access to the CRTCrecommended level of internet
speed, this rate falls to 45.6% in rural areas and 34.8% among First Nation communities. Affordability is

35705 dt, reflectingCPA and separate agencies, March 2021.
DialascForhep ange TIWOEDPE M207 0gor a]
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another challenge; residents of Nunavut, for example, pay sx times more for broadband service than
the average Canadian.”
Indigenous peoples
Related to the above, flexbiity in work location could mean that Indigenous peoples residing in
Indigenous communities would have increased opportunities to work fo the federal public service
without having to relocate, although they are more likely to have challenges with internet service.
People of Colour

Flexibility in work locationmayattract a more culturally and racially diverse workforce through
increased access to talent pools in Canada's largest cies, where peopleof colour tend to live.
persons with disabilities
Flexibility in work location may have a positive impact on persons with disabilities, who may face more
challenges in commuting and in the workplace
Gender
Flexibility in work location may havea positive impact on non-binary or transgender employees, who
may feel less safe inthe workplace.
Issues acrossequityseeking groups
In the 2020 PSES, 11% said they had been the victim of harassment on the job inthe previous 12
months, compared to 14% in 2019. Results were 8% for those working only remotely and 19% for those
working only onsite.
75% said they had been the victim of discrimination on the job in the previous 12 months, compared to
89%n 2019. Results were 65% for those working only remotely and 10% for those working only onsite.
In addition, Canadian survey data™ showed that younger workers, immigrants, racialized people,
Indigenous workers and workers with a physical or mental condition tha limits thir daily activity are
more likely than average to worry that working from home will have a negative impact on ther career,
pointing to the need for inclusive cultures in dispersed teas

Potential Impacts of Specific Hybrid Scenarios
This section focuses on three hybrid scenarios that could characterize the futurepublicservice, and
associated risksand mitigation strategies. The scenarios are:

+ Scenario 1: Ad Hoc Telework
Mostly onsite with use of telework via existing tools

+ Scenario 2: Scheduled Hybrid Arrangements
o Employer-prescribed hybrid model with minimum on-site presence directed for all

employees (e.g. two daysa week).
«Scenario 3: Flexible Firs Hybrid Workforce

© Flexibility based on suitability of position / function for telework

20igtal nett for the Post Pander Word- Public oly bor ppfour a)
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Risk to all scenarios
Stereotypes and/or unconscious bias may influence decisions regarding which team members are
permitted to work from home, which may disproportionate affect equity-seeking groups.

Mitigation:
«The Guidance on Optimizing a Hybrid Workplace recommends common criteia on which to
base decisions about approving the suitability ofa positon for telework.

«Ensure diverse needs (based on identity, accommodations, job requirements, etc) are heard
and considered when making decisions on who is permitted to work from home.

«Explore opportunities to address the potential for unconscious biastoaffect decision
making around telework in training and guidance.

Risks to scenarios 1 and 2:
“The pre-pandemic workforcedistribution and structure, with a significant concentration of the federal
workforce in theNCR and the expectation of relocation for candidates from other regions, would

continue and potentially reinforce access imitations and barriers t federal employment opportunites
for equity-seeking communities (e.g, those ving in Northern andruralcommunities including
Indigenous peoples, and ethnically diverse people who are concentrated in large metropolitan areas),
particularlyifthey also face barriers to relocating (e.g, due to caregiving responsibilities for elderly
family members). Hiring managers would continue to be limited by relocation implications and lack of
flexible arrangements i accessingdiverse poolsof talent from equity-seeking groups in various regions
across Canada. These scenarios also do not allow for increased geographic diversity interms of the
diversity of perspectives that people from different regions bring.

Mitigation:
«This isk would likely need to be accepted in these scenarios.

In Scenarios 1nd 2, which have less employer flexibility, and whereemployees are not given as mich
choice, could correlate with decreased feelings of inclusion + This may disproportionately affect equity-
seeking groups.

Mitigation
«Integrate into guides, tools and training on inclusion.
« Atthe same time, if some employees feel most successful teleworking full-time, this isk

would likely need to be accepted.
IfScenario 1 and Scenario2 are perceivedas a top-down decision, this may not meet expectations for
co-development andconsultation with equity-seeking groups and various employees.

Mitigation:
«Departments to establishformal and informal mechanisms to solicit employee input,

including from employee networks (including diversity networks) regarding organizational
approaches toflexibilityand how it is implemented.

«Ensure diverse needs (based on identity, accommodations, job requirements, etc) are heard
and considered, and listen to employees’ concerns, when making decisions on who is
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permitted to telework aftr the decision has been made on whether the poston issued
to telework)

Large-scale return o office may raise inclusion and safety issues that departments may find challenging
t0.address ina timely way (e. immune-compromised people may not want to be exposed o germs
from other people in the officeor during their commute; lack of all-gender failties may discourage
LGBTQ2+ people from working at the department; identification and/or access badges showing
deadnames could put trans and non-binary people at risk when interacting with colleagues,
commissionaires,and strangers). Non-accessible spaces coulddiscourage employees with disabilities
from returning to an environment with barriers.

witgation:
+ Managers should discuss needs with employees before returning to offic, including

deliberate inclusion of all equity-seeking groups, to ensure issues are addressed ina timely
way.

Harassmentand discrimination may increase to pre-pandemic levels when employees are forced to
interactwith other people again, at the workplaceo on their commute. This would have a
disproportionate effec on equityseeking groups.

witigation
+ Continueexisting work on harassment and discrimination including monitoring data.
+ Seek employee input in decision-making, as mentioned above.

Return to th office may havea differentially negative impact on employees with disabilities, who tend
to have more challenges with commuting,and face physical barriers that remain in the public service.

Mitigation:
« Deliberately andsystematically adress barriers in the workplace identified by employees

with disabilities.
It may also have a negative impact on parents, particularly women who continue to exercise more
caregiving responsibilities, who may need to establish new arrangements (e.g. before and ater school
care) and may experience more stress from balancing the workday, comming, and caregiving.

witgation:
+ Collect data, including disaggregated data, to enable understanding of how hybrid scenarios

affect people differently and respondto these insights.
Risk to scenarios 2 and 3:
Scenario2 and Scenario 3 may create more ris for proximity bias (i, those in the office may receive
more information, opportunities, et., which would create unfairness, as well s potential diversity
implications if somegroupsare more likely to telework than others (e.g. women and employees with
disabilties in the federal public service were more likely to telework pe-pandemic, and these trends
may carry-overasorganizations develop flexible work model). This isk may be greater in Scenario 3 as
wewould expecta higher frequency of telework.

witigation
+ Explore options to determine whether proximity bis is materialzing and whether itis

havinga negative impact on certain groups.

css



UNCLASSIFIED / NON CLASSIFIE
RAFT

+ Explore mechanisms to prevent/address bias.

+ Integrate into mandatory training on unconscious bias
+ Integrate ntoguides and tools on how to manage in a hybrid environment.

Riss to scenario :
his scenario would ikely increase opportunites to access national alent pools and pipelines. At the
same time, it may require more advanced workforce planning and coordinationa the departmental and
enterprise level.

witigation
«Explore options to gather insights on the impacts of flexible work arrangements on equity-

seeking groups
+ Review workforceplanningtools.

There is potential fo an increase nvirtual harassment.
witigotion:
+ Continueexistingwork on harassment and discrimination including monitoring data.

Summary:
In all scenarios, it will be important to ensure equitable opportunities to exercise flexible work
arrangements. Scenarios 1 and 2 have more isks to diversity and inclusion and may have
disproportonately negative effects on equity-seeking groups. In Scenarios 2 and 3, the main risk is
proximity bia towards those working on-site, which may aso have adisproportionate negative effect
on equity-seeking groups. Al scenarios require acton tomitigate the isks.
Other considerations
The modernization required for GCWorkplace is significant in scope and cost. In Scenarios 2& 3, it-up of
office and/or special purpose space to accommodate new ways of working (e.g., unassigned seating,
meetingswith videoconferencing capability) needs to be accelerated to support the workforce. A GEA
Plus of GCWorkplace has been completed.

Implementation, monitoring and evaluation
Risks will continue to be considered in the analysis of hybrid work models. Central agencies and
departmentswill continueto implement mitigation strategies.
In all scenarios, more data collection and experimentation are needed to rack working arangements
and test assumptions and develop effective mitigation strategies around certain risks. his includes
disageregated data and GBA Pus. This will alow for continued analysis, including GBA Plus, of the short.,
medium.and longer-term impacts of hybrid work models
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From: Fleury,Jean-Francois
sent: October 19,2022 2:46 PM
Tor Sarazin-Normand.Caroline
a Robert,Kistina
Subject: FW: GBA plus on hybrid work
Attachments: Report- Hybrid Work GBA Plus Workshops DRAFT FOR

CONSULTATION. docx

UNCLASSIFIED/ NON CLASSE

Herts. 1want obevery clear. Thisisa first daft and contains recommendations and scenarios that
might not be as relevant today aour environment s fluid. 130 recommend that yousharewith CD fora
quick read prior to sending. She has obeawareo tsgenera contents,

*

— Original Message
From: Fox,Jason <lasonFox@tbsst gc.ca>
Sent: Wednesday, October 19, 2022 2:34 PM
To: Fleury ean-Francois Jean-Francois Fleury@tbs st gc.ca>
Ce: Hardy, Elabeth<ElzabethHardy@tbs sct.g.ca>; Rober, Kristina <KrstinaRobert@tbs sct.gc.ca>
Subject: RE: GBAplson hybrid work

UNCLASSIFIED/ NON CLASSIFIE

HE,

Pleas find attached the report with theadjustments mentioned. The fleof WAGE (alitate the GBA Plus
exercise) is listed in the ist paragraph ofthe Draft Report.

Jason

Original Message-—--
From: Fleury, Jean-Francois<Jean-Francois Fleurytbs st.g.ca>
Sent: Wednesday, October 19, 2022 11:52 AM
To: Hardy, Elzabeth <Elizabeth Hardy@1bs-sct gc.ca>
Ce: Rober, Kristina Kristina Robert@tbs stgc.ca>
‘Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSE

Can you send me the fist draft GBA» report. It should be earmarkeda a draft for consultation. We should
als clearlymark the role WAGE layed on th front page.

ooosss.



Original Message-——
From: SaranNormand, Caroline <Caroline SatinNormand @1bs ct.g¢.ca>
Sent: Wednesday, October 19, 2022 11:48 AM
To: Fleury, Jean-Francois Jean-Francois Fleury@tbsst c.ca>
‘Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFE

Caroline Saran Normand

Chief of staf /Chef de Cabinet
Office of the Chief Human Resources Office Bureau de a igeante principal des ressources humaines.
easury Board of Canada Secretariat / Secréariat du Conseil du Trésor du Canada
Caroline SaranNormand@1bs-sct gc.ca Cell: 613-769-9020 Office/Bureau: 613-907-5124 BME:
EF036470
My working hours and yours might be different. Feel fee o reply duringyourworking hours. / Mes heures.
de travail les vbtres pourrait vedifférentes. Sentez-vous libre de me répondre durant vos heures de
aval
Please donot hesitatetoreply in the oficial languageofyour choice. /Nhsitez pas& épondre dans a
langue officiel devotre choix

Original Message.
From: Mala Khanna <mala khanna@pchge ca>
Sent: Wednesday, October 19, 2022 11:37 AM
To: Donoghue, Christine «ChristineDonoghue @tbs:sc.g.ca>; Frances McRae <frances mrae@fegc-
wage geca>
‘Subject: GBA plus on hybrid work

H,

Justcurious ther ssomething that you can share. Weare havinga townhall onOct 3150evenadraft
would bevery helpfll Thanks!

wala

Sent rom my Phone.

oooses.
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Fox, Jason

From: Fox Jason
sent: Friday, October 21, 2022 453 PM
To: Robert, Kistina
ce Kakisingi, Rasa; Hardy, Elizabeth; Carter-Whitney, Ben

Subject: RE: GBA plus on hybrid work
Signed By: jason fox@tbs-sctgcca

UNCLASSIFIED / NON CLASSIFIE

Kristina-as requested, please see below some suggested background and key messages to support he.
Town Hall Liz has seen:

‘Town Hall Speaking Points on TBS Hybrid Work GBA Plus: Mala Khanna, Associate Deputy Minister of
Canadian Heritage
Background
As public service organizations continue to plan, implement,andevolve their approaches to hybrid
work, a common expectation across the board i that organizations are using the GBA Plus framework to
understand and mitigate the differential impacts that their approaches may have on various identity
groups.
To support this work, TBS has conducted an enterprise-levelGBA Plusexercise on hybrid scenarios. A
reports currently being drafted tobeshared in order to support organizational level GBA Pluswork as.
“one size cannot itall as each public service organization is distinct in its operating context and
operational requirements. These issues should be tested and validated at the organization level through
continued, iterative GBAPlusdiscussions and making the necessary adjustments accordingly.
The following overarching themes are key insights from the exercise:

«Engage thoroughlyand listen intently: The best way to understand these issues is to speak
directlyto those impacted. Prioritize engagement across your organization, using both
qualitative and quantitative data to inform your decision-making.

«Build fairness and equity into decision processes: Ensure that equity is reflected from the
outset in processes such as determining operational requirements, granting requested work
arrangements, and approving accommodation requests related to hybrid work.

+ Consider accommodations from the outset: No hybrid scenario will meet everyone's needs, so
it's important to ensure that flexibility and accommodation are a specific part of the design of
the hybrid model, not just an afterthought.

Key Messages

«As we move away from working in a pandemic response mode towards hybrid models, itis
important to understand the impact thatthese changes may have on all of us, including those
from employment equity and equity-seeking groups.

1
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«Each of us bringsa different set of backgrounds, circumstances,and concerns to the table no
two people wil experience the move to hybrid in exactly the same way.

«As you all know, GBA Plus gives us a set of tools to start unpacking these differential impacts and
itis important tokeep these issues front of mind as we experience the transition to hybrid
together.

«First, one size does not fit all.

+ Thisistrueacross government,andacrossourdepartment. Different departments,
branches, and teams havedifferent operating requirements and contexts ~and different
individuals have different needs.

+ What's good for one group may not be ideal for another, so how do we monitor what is
working and what not?

«Asis so often the case, datas key.

+ This means identifying data whereit exists, but it also means finding new streams of datato
understand how we're doing, and how you're doing.

+ We need to work across our department to ensure that we have open channels, and are
tracking the right things.

«That's why we need to engage impacted groups.

+ Qualitative data also hasa big role to playhere, and an important way to learn about
people's experiences is to speak with them directly

«+ Direct and ongoing engagement is anecessarytool for us tohear directly from people.

= Tobenefit from this work, we have to be adaptive and iterative.

+ Hybridworkis still very new, and we'reactivelyexperimentingand tryingnewthings.
+ How we work today not how we may be working forever — so we need to be flexible and

ready to make improvements when opportunities arise.

«Finally, we must continue to apply the GBA Plus lens.

+ GBAPlusis not a check the-box exercise ~ we need to build it into our processes and make
sure we are always listening,assessing, and adjusting to make hybrid work as inclusive and
eauitable as possible

+ [Employees may be interested to hear about department-specific achievements, plans, or
commitments at this point.]

Original Message-——
From: Robert, Kristina <Krstina Robert @tbs sct ge.ca>
Sent: October 20, 2022 11:07 AM
To: Hardy, Elizabeth <Elizabeth Hardy@tbs-sct.gc.ca>

2
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Ce: Kakisingi, Raissa <Raissa, Kakisingi @1bs-sct gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

Can the team pis preparea few bullets

Original Message
From: Fleury, Jean-Francois <Jean-FrancosFleury @tbs sct.gc.ca>
Sent: Wednesday, October 19, 2022 4:20 PM
To: Robert, Kristina <Kristina Robert @tbs-sct.gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

For the team tomorrow. No rush

Original Message--—-
From: Sarazin-Normand, Caroline <CarolineSarazin-Normand@tbs sctgc.ca>
Sent: Wednesday, October 19, 2022 4:10 PM
To:Fleury,Jean-Francois<Jean-FrancolsFleury@tbs sctgc.ca>
Cc: Robert, Kristina <Kristina.Robert@tbs-sct.gc.ca; Kirchner, Joshua<JoshuaKirchner@tbs-sct ge.ca>;
MacMillan, Bonnie <Bonnie, MacMillan@tbs-sct gc.ca; Roussel Legros, Marie-Pier <Marie:
Pier RousselLegros@tbs-sct.gc.ca>
Subject: RE: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

Just somekeyinfo and high level messages to support her in her townhall. Emails fine
Mercit

Caroline Sarazin-Normand

Chief of staff / Chef de Cabinet
Officeof theChiefHuman Resources Officer/ Bureau de la dirigeante principale des ressources
humaines
Treasury BoardofCanada Secretariat/ Secrétariat du Conseil du Trésor du Canada
Caroline Sarazin-Normand@tbs-sct gc.ca Cell: 613-769-9020 Office/Bureau: 613-907-5124 BBME:
EF036470
My working hours and yours might be different. Feel free to reply during your working hours./ Mes.
heures de travail et les vbtres pourraient tre différentes. Sentez-vous libre de me répondre durant vos.
heures de travail.
Please do not hesitate to reply in the official language of your choice. / N'hésitez pas a répondre dans la
langue officielle de votre choix.

Original Message.
From: Fleury, Jean-Francois <Jean-Francois Fleury @tbs-sct.gc.ca>
Sent: Wednesday, October 19, 2022 4:05 PM
To: Sarazin-Normand, Caroline<Caroline Sarazin-Normand@tbs-sct gc.ca>
Ce: Robert, Kristina <Kristina, Robert@tbs-sct.gc.ca>
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Subject: RE: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

Like an email transmittal note?

Original Message
roms Sarain-Normand,Caroline <CarolineSaratinNormand@tbssetfc.ca>
Sent: Wednesday, October 19, 2022 4:05 PM
Tos Fleury, Jean-Francois <Jean-francoi Fleury@tbs-sct gc.c2>
Cc: Robert, Kristina <istina Robert@tbs-sctge.ca>
Subject: RE: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

Thanks-if we could get few lines to share with Mala that would be appreciated.
Garo

Caroline Sarazin-Normand

Chief of staf / Chef de Cabinet
Officeof theChiefHuman Resources Officer/ Bureau dela dirigeante principale des ressources
humaines
Treasury Board of Canada Secretariat/ Secrétariat du Conseil du Trésor du Canada
Caroline Sorazin:Normand@tbs sctgc.ca Cell: 613-769-9020 Ofice/Bureau: 613-907-5124 BBME:
€F036470
My working hours and yours might be diferent. Feel free to reply during your working hours./ Mes
heures de traval et es vtres pourraent te différentes. Sentez.vousbre de me répondre durant vos
heures de traval

Pleasedo not hesitate to rely in the official language of your choice. / N'hésitez pas  répondre dans la
langue officielle de votre choix.

Original Message
roms Fleury, Jean-Francois <Jean-francois Fleury@tbs-setgcca>
Sent: Wednesday, October 19, 2022 2:46 PM
Tos Sarazin-Normand, Caroline <CarolineSarazinNormand@tbs-sct.ca>
Gc: Robert Kristina<isinafobert@tbs-sctge.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

Heres. | want to be very clear. This is afirst draft and contains recommendations and scenarios that
might not be as relevant today as our environment li. | alo recommend that you sharewith CD for
aquick read prior to sending, She has to be aware of ts general contents,

*

Orginal Message.
roms Fox, Jason <Jason. Fox@tbs-sctg6.ca>

.
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Sent: Wednesday, October 19, 2022 2:34 PM
To: Fleury,Jean-Francois<Jean-FrancolsFleury@tbs sctgc.ca>
Ce: Hardy, Elizabeth <Elizabeth. Hardy@tbs-sct gc ca; Robert, Kristina <Krlstina, Robert@ths-sct gc.ca>
Subject: RE: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

HIE,

Please find attached the report with the adjustments mentioned. The role of WAGE (facilitate the GBA
Plusexercise) i listed inthe fist paragraphofthe Draft Report.

Jason

Original Message--—-
From: Fleury, Jean-Francois <Jean-Francois Fleury @tbssct.gc.ca>
Sent: Wednesday, October 19, 2022 11:52 AM
To: Hardy, Elizabeth <Elizabeth Hardy@tbs-sct.gc.ca>
Ce: Robert, Kristina <Kristina,Robert@tbs-sct.gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

Can you send me the first draft GBA report. It should be earmarked as a draft for consultation. We.
should also clearly mark the role WAGE played on the front page.

Original Message-——
From: Sarazin-Normand, Caroline <Caroline.Sarazin-Normand @tbs-sct.gc.ca>
Sent: Wednesday, October 19, 2022 11:48 AM
To: Fleury, Jean-Francois <Jean-Francois Fleury @tbs sct gc ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

Caroline Sarazin-Normand

Chief of staff / Chef de Cabinet
OfficeoftheChiefHuman Resources Offcer/ Bureau de la dirigeante principale des ressources
humaines
Treasury Board of Canada Secretariat/ Secrétariat du Conseil du Trésor du Canada.
CarolineSarazinNormand@tbs-sct ge.ca Cell: 613-769-9020 Office/Bureau: 613-907-5124 BBME:
EF036470
My working hours and yours might be different. Feel free to reply during your working hours./ Mes.
heures de travail et les vbtres pourraient tre différentes. Sentez-vous libre de me répondre durant vos.
heures de travail.
Please do not hesitate to reply in the official language of your choice. / N'hésitez pas a répondre dans la
langue officielle de votre choix.
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Original Message--—-
From: Mala Khanna <mala.khanna@pch.ge.ca>
Sent: Wednesday, October 19, 2022 11:37 AM
To: Donoghue, Christine <Christine Donoghue@tbs-sct gc.ca; Frances McRae <frances.merae@fegc:
wage fe.ca>
Subject: GBAplus on hybrid work

Hi,

Just curious f there is something that you can share. We are having a townhall on Oct 3150 even a draft
would be very helpfull Thanks!

Mala

Sent from my iPhone
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From: Fleury,Jean-Francois
sent: October 24,2022 10:10 AM
Tor Rober,Kristina
Subject: RE: GBA plus on hybrid work

Signed By: jean-francois fleury@tbs-sct.ge.ca

UNCLASSIFIED/NON CLASSIFIE

ok

From: Robert, Kristina <KristinaRobert @tbs-sct.gc.co>
Sent: Monday, October 24, 2022 10:05 AM
Tos Fleury, Jean-Francois <Jean-FrancolsFleury@tbs ct. gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/NON CLASSIFIE

JFfor your approval, following our request from dmo to prepare some notes for Mala in advance
of the townhall

Town Hall Speaking Points on TBS Hybrid Work GBA Plus: Mala Khanna, Associate
DeputyMinister of Canadian Heritage
Background
As public service organizations continue to plan, implement, and evolve their
approachesto hybrid work, a common expectation across the board is that
organizations are using the GBA Plus framework to understand and mitigate the
differential impacts that their approaches may have on various identity groups
To support this work, TBS has conductedan enterprise-level GBA Plus exercise on
hybrid scenarios. Areport is currently being drafted to be shared in order to support
organizational level GBA Plus work as “onesize cannot ital” as each public service
organization isdistinct ints operating context and operational requirements. These
issues should be tested and validatedat the organization level through continued,
iterative GBAPlusdiscussions and making the necessary adjustments accordingly.
The folowing overarching themes are key insights from the exercise:

« Engage thoroughly and listen intently: The best way to understand these.
issues i tospeakdirectly to those impacted. Prioritize engagement across
Yourorganization, using both qualitative and quantitative data to inform your
decision-making.

ooosse.



= Build fairness and equity into decision processes: Ensure that equity is
reflected from the outset i processes such as determining operational
requirements, granting requested work arrangements, and approving
accommodation requests related to hybrid work.

«Consider accommodations from the outset: No hybrid scenario will meet
everyone's needs, so i's important toensure that flexibility and
accommodationare a specific patof the design of the hybrid model, not just
an afterthought.

Key Messages
«As we move away from working ina pandemic response mode towards hybrid

models, it is Important to understand the impact that these changes may
have on al of us, including those fromemployment equity andequityseeking
groups,

= Each of us bringsadifferent set of backgrounds, circumstances, and concerns
to the table ~ no two people will experience the move to hybrid in exactly the
same way.

«A you all know, GBA Plus gives usaset of tools ostart unpacking these
differential impacts and it is important tokeep these issues front of mind as
we experience the transition to hybrid together.

« First, onesizedoesnot it all.

« This i true across government, and acrossourdepartment. Different
departments, branches, and teamshave diferent operating requirements.
and contexts~and different individuals have different needs.

+ What's good for one group may not be ideal for another, so how do we.
monitor what is working and what not?

«Asissooften thecase,dataskey.
This means identifying data where it exists, butit also means finding new.
streams ofdatato understand how we're doing, and how you're doing.
We needtowork across our department toensure that we have open
channels, and are tracking the right things.

« That's why we need to engage impacted groups.

«Qualitative data also has a big ole to play here, and an important way to
learn about people’ experiences i to speak with them directly.

anos



= Direct and ongoing engagement is a necessary tool for us to hear directly
from people.

+ To benefitfrom this work, we have to be adaptive and iterative.
= Hybrid work is stl very new, and we're actively experimenting and trying

new things,
«How we work today not how we may be working forever —50 we need to

be flexible and ready to make improvements when opportunites arise.

« Finally, we must continue to apply the GBA Plus lens.
GBA Plus isnotacheckthe-box exercise ~ we need to build it nto our
processes and make sure we are always listening, assessing, and adjusting
to make hybrid work as inclusive and equitable as possible:

« [Employees maybe interested to hear about departmentspecific
achievements, lans, or commitments at this point.

Original Message
From: Robert Kistina <Kristina Robert@tbs-sctgc.ca>
Sent: October 20, 2022 11:07 AM
To: Hardy, Elizabeth <ElzabethHardyibs-sct ge.ca>
Goi Kakising, Rais <RalssaKakisingi@tbs-stgs.ca>
Subject: FW GBA plus on hybrid work.

UNCLASSIFIED / NON CLASSIFIE

Canthe team pis preparea fewbullets

Original Message
From: Fleury, Jean-Francois <ean-francois Fleury @tbesctg¢.ca>
Sent: Wednesday, October 19, 2022 4:20 PM
To: Robert, Krsina <KistinaRobert@tbs:sctgca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

Forthe team tomorrow. No rush

Original Message-—-
From: Sarazin-Normand,Caroline <Caroline Sarazin-Normand@tbs:sct.ge.ca>

aooese



Sent: Wednesday, October 19, 2022 4:10 PM
To: Fleury, Jean-Francos <lean-Francois.Fleury@1bs-sc g6.c2>
Cc: Robert, Kristin <KristinaRobert@tbs-sct ge.ca>; Kirchner, Joshua
<JoshuaKirchner@tbs:sctgc.ca>; Macilan, Bonnie<gonnie.MacMillan@tbs:
scLac.a>; Roussel Legros, MariePier <Marie-PiRoussellgros@tbs:sct.geca>
Subject: RE: GBApluson hybrid work

UNCLASSIFIED/NON CLASSIFIE

Just some key info and igh level messages to support her in hr townhall Emails
fine
Merci

Caroline Sarazin-Normand

ChiefofStaff / Chef deCabinet
Officeof the Chief Human Resources Officer/ Bureau de la dirgeante principale des
ressources humaines
Treasury Board of CanadaSecretariat/SecrétariatduConseil du Trésor du Canada
‘Caroline Sarazin-Normand@bs-sctge.ca Cell: 613-769-9020 Offce/Bureau: 613-
907-5124 BBME: EF036470
My working hours and yours mightbedifferent, eelfree to reply during your
working hours. / Mes heures de travail et ls ves pouraient ure dienes.
Sentez-vous bre de me répondre durantvosheures de travail.
Please do not hesitateto reply in the oficial language of your chice. / N'hésitez pas
arépondre dans la langue oficielle de votre choix.

Original Message
From; Fleury, Jean-Francois Jean-FrancoisFleury @tbsScLEGcr>
Sent: Wednesday, October 18, 2022 4:05 PM
To: Sarazin-Normand,Caroline <Caroline Sararin Normand @tbs:sctgc.ca>
ci Rober, Kristina<KrsinaRobert@th:sctgoa”
Subject: RE: GBA plus on hybrid work

UNCLASSIFIED/NON CLASSIFIE

ike an email transmittal note?

Original Message-—-
From; Sarazin-Normand,Caroline <Caroline Sarazin-Normand@tbs:sct.ge.ca>
Sent: Wednesday, October 19, 2022 4:05 PM
To: Fleury, Jean-Francois <lean-Francois,Fleury@1bs-sct g6.ca>
Cai Rober, Kristina <KrsinaRobert@thesctgs.a>
Subject RE: GBA plus on hybrid work

aooess



UNCLASSIFIED / NON CLASSIFIE

Thanks. if we could geta few lines tosharewith Mala that wouldbeappreciated.
Caro

Caroline Sarazin-Normand

Chief of Staff / Chefde Cabinet
Officeofthe Chief Human Resources Officer/ Bureau de la dirgeante principale des
ressources humaines
Treasury Board of CanadaSecretariat/SecrétariatduConseildu Trésor du Canada
Caroline Sarazin-Normand@1bs:sct.ge.ca Cell: 613-769-9020 Offce/Bureau: 613
907.5124 BBME: EF036470
My working hoursandyours mightbedifferent. Feel free to reply during your
working hours./Mes heures de travail et les btres pouraient dure différentes.
Sentez-vous libre de me répondre durantvos heures de travail.
Please do not hesitateto reply i the offical language of your choice. / N'hésitez pas
a répondre dans la langue officielle de votre cho.

Original Message-—--
From: Fleury, Jean-Francois<Jean-rancois.Fleury@tbs:sctgc.ca>
Sent: Wednesday, October 19, 2022 2:46 PM
To: Sarazin-Normand, Caroline <CarolineSarazin:Normand@tbs-sct gc.ca>
Cc: Robert, Kristina<Kristina Robert@tbs-sct.g6.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

Here ts. 1want to be very clear. This is a first draft and contains recommendations
and scenarios that might not beas relevanttodayasourenvironment s fluid. 1also
recommend that you share with CDforaquick read prior to sending. She has to be
aware of is general contents.

*

Original Message-—-
From: Fox, Jason<lasonFox@tbs:sctge.ca>
Sent: Wednesday, October 19, 2022 2:34 PM
To:Fleury, Jean-Francois<Jean-Francois.Fleury@tbs:sct.gc.ca>
Ce: Hardy, Elizabeth <ElizabethHardy@tbs-sct.gc.ca>; Robert, Kristina
<KistinaRobert@ths-sctsc.ca>
Subject: RE: GBA plus on hybrid work

ooosoo.



UNCLASSIFIED / NON CLASSIFIE

HIE,

Please find attached the report with the adjustments mentioned. The role of WAGE
(faciitate the GBA Plus exercise) i sted in the first paragraph of the Draft Report.

Jason

Original Message-—--
From: Fleury, Jean-Francois<Jean-rancoisFleury@tbs:sctg.ca>
Sent: Wednesday, October 19, 2022 11:52 AM.
To: Hardy, Elizabeth <ElizabethHardy@1bs:sctgcca>
Cc: Robert, Kristina<Kristina Robert@tbs-sct.gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/NON CLASSIFIE

Can you sendme the first draft GBA+ report. It should be earmarked as adraft for
consultation. We should alsoclearlymark the role WAGE playedonthefront page.

Original Message-—--
From: Sarazin-Normand,Caroline <Caroline Sarazin:Normand@tbs-sct gc.ca>
Sent: Wednesday, October 19, 2022 11:48 AM.
To:Fleury, Jean-Francois<Jean-rancois,Fleury@tbs:sct gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/NON CLASSIFIE

Caroline Sarazin-Normand

Chiefof taff/Chefde Cabinet
Office of the Chief Human Resources Officer/ Bureau de la dirgeante principale des
ressources humaines
Treasury Boardof CanadaSecretariat/ ecrétariatduConseildu Trésor du Canada
Caroline Sarazin-Normand@1bs-sctgc.ca Cell: 613-769-9020 Office/Bureau: 613-
907-5124 BBME: EF036470
My working hoursandyours mightbedifferent. Feel free to reply during your
working hours. / Mes heures de travail et le votres pouraient étre différentes.
Sentez-vous libre de me répondre durant vos heures de travail.
Please do not hesitateto reply i the offical language of your choice./ N'hésitez pas
a répondre dans la langue officielle de votre choix.
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Original Message-——
From: Mala Khanna <malakhanna @pch.gc.ca>
Sent: Wednesday, October 19, 2022 11:37 AM
To: Donaghue, Christine <Chrstine. Donoghue@ths-sct ge.cav; Frances McRae
<frances.morae@egcagegc.ca>
Subject: GBA plus on hybrid work.

Hi

Just curious if there is something that you can share. Weare having a townhall on
Oct 3150 even a draft would be very helpfull Thanks!

mala

Sent from my iPhone
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From: Hardy, Elizabeth
Sent: December 22, 2022 3:41 PM
To: Kakising), Raissa
Subject: FW: GBAplus on hybrid work
Attachments: Report - HybridWork GBA Plus Workshops DRAFT FOR

CONSULTATION. docx

UNCLASSIFIED/NON CLASSIFIE
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Elizabeth Hardy (she/her/elle)
613.862.3673

This week:
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Original Message-——
From: Hardy, Elizabeth
Sent: Wednesday, October 26, 2022 3:07 PM
To: Fleury, Jean-Francois <Jean-Francois.Fleury@tbs-sct.gc.ca>
Ce: Fox, Jason <Jason.Fox@tbs-sct.g.ca; Robert, Kristina <Kristina.Robert@tbs-sct.ge.ca>;
‘Shelswell, Cynthia <Cynthia Shelswell@tbs-sct.gc.ca>
‘Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/NON CLASSIFIE

Hi,
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Just wantedto bring this back upto you -are you comfortable with us puting tis on an
upcoming ADM Flex agenda? The hope would be to finalize for distribution/consultation.

Thanks so much,

liz

Original Message
From: Fox Jason <Jason Fox@1bs-sct.ge.ca>
Sent: Wednesday, October 19, 2022 2:34 PM
To: Fleury, Jean-Francois <Jean-Francois. Fleury@tbs-sct gc.ca>
Ce: Hardy, Elizabeth <Elizabeth, Hardy@tbs-sct gc ca>; Robert, Kristina <Krisina. Robert@tbs-
sctgeca
Subject: RE: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

HUE,

Please find atached the report with the adjustments mentioned. The role of WAGE (facilitate the
GBA Plus exercise) is listed in the ist paragraphofthe Draft Report.

Jason

Original Message-—
From: Fleury, Jean-Francois <lean-Francois.Fleury@tbs-sct.ge.ca>
Sent: Wednesday, October 19, 2022 11:52 AM
To: Hardy, Elizabeth <Elizabeth Hardy@tbs-sctge.ca>
Ce: Robert, Kristina <Kristina Robert@tbs-sct gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

Can you send me the first draft GBA® report. It should be earmarked as drat for consultation.
‘We should also clearly mark the role WAGE played on the front page.

Orginal Message
From: Sarazin-Normand, Caroline <CarolineSarazin-Normand@tbs-sct.gc.ca>
Sent: Wednesday, October 19, 2022 11:48AM
To: Fleury Jean-Francois <Jean-Francois. Fleury@1bs-sct gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE
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Caroline Sarazin-Normand

Chief ofStaff / Chef de Cabinet
Office of the Chief Human Resources Offcer/ Bureau de Ia dirigeante principale des ressources
humaines.
Treasury BoardofCanada Secretariat/Secrétariat du Conseil du Trésor du Canada
Caroline Sarazin-Normand@tbs-sct.gc.ca Cell: 613-769-9020 Offce/Bureau: 613-907-5124
BBE: EF036470
My working hours and yours might be different. Feel free to reply during your working hours. /
Mes heures de travail et es vbtres pourraient étr différentes, Sentez-vous libre de me répondre.
durant vos heures de travail
Please do not hesitate to reply in the offical languageofyour choice. / N'hésitez pasa répondre
dans a langue offcell de votre choix.

Original Message-——
From: Mala Khanna <mala khanna@pch.ge.ca>
Sent: Wednesday, October 19, 2022 11:37 AM
“To: Donoghue, Christine <Christine.Donoghue@tbs-sctgc.ca>; Frances McRae
frances. mcrae @feg-wage.gc.ca>
Subject: GBA plus on hybrid work

Hi

Just curiousif there is something that you can share. Wearehavingatownhall onOct 31 so even
a draft would be very helpfull Thanks!

Mala

Sent from my iPhone

o00sos.



Pages 906 to / a 925

are not relevant

sont non pertinentes



Fox, Jason

From: Hardy, Elizabeth
sent: Wednesday, October 26,2022 2:59 PM
To: Fox Jason
Subject: FW For approval: Hybrid Work GBA Plus Products

UNCLASSIFIED / NON CLASSIFIE

Can we discuss next steps on this? Want to keep it moving.

From:CarterWhitney, Ben <Ben,Carter Whitney@tbs-sct gc.ca>
Sent: Monday, September 26, 2022 4:04 PM
To: Hardy, Elizabeth <Elizabeth. Hardy@tbs-sct ge.ca>
Ce: Fox, Jason <Jason.Fox@tbs-sct.ge.ca>; Walton, Christine <Christine Walton@tbs-sct.gc.ca>
Subject: For approval: HybridWork GBA Plus Products

UNCLASSIFIED / NON CLASSIFIE

Hil,

Please find below, for your review and approval, our hybrid work GBA Plus products. These are approved by Jason and
have been revised based on comments that you had previously provided ~ our hope is for these materials to continue on
to JF once you are happy with them.

Afew notes about eachpiece,along with Sharepoint links:

«© Report - Hybrid Work GBA Plus Workshops.docx
“This thefactual accountingof the workshops that we held throughout July. It provides background and lays
out the keyrisks and concerns that were raised by workshop participants. This product is generally meant to
informrather than instruct. Per your recommendations we have shortened and focused this report, and added
an executive summary. Detailed observations and recommendations are stil available in Annex A.

«© Tool for Organizations - Hybrid Work GBA Plus.docx
“This product is meant to be used by the teams responsible for hybrid work experimentation withintheir own
organizations. It puts forward recommendations on how to proceed with GBA Plus for this file and offers some.
resources for reference ~ including our hybrid GBA Plus report above. This tool incorporates content that was in
the previous draft of the report, butwasultimately out of scope for that product.

«© Cover Email - Hybrid Work GBA Plus Tool.docx
A draft, ADM-level message recommended to be distributed to HRC (more on recommended distribution
strategy below). This contains few paragraphsto situate these products for their recipients and provide
guidance on next steps.

Distribution recommendations
We are recommending that these materials be shared with Heads of HR via HRC, by an OCHRO representative (JF or
someone else, to be determined). The draft cover email offers recommendations on how they might proceed with
actioning the materials.

1
000s.



We also recommend distribution to departmental GBA Plus Champions. This could once again come from OCHRO,
although there i also the option to ask WAGE to share the materials with ths network instead.

The report and tool would also be shared with the participants of our GBA Plus workshop to close the loop on their
involvement.

ADM Flex Committee
We are recommending that, once JF has approved, these materials be sent to the ADM Flex committee for their input
and validation. Specifically,wewould be seeking:

«Validation of the content
Review for any red flags within the content that shouldbe addressed

«Endorsementofthedistribution strategy

Happy to answer any questions you might have about any of this.

Thanks!
Ben

Ben Carter-Whitney (he, him, i)

Program Advisor, Research and Strategy
OfficeoftheChiefHuman Resources Officer
Treasury Board of Canada Secretariat / Government of Canada.

bencarter-whitney@tbs-sct.gc.ca / 613-293-8130

Conseiller en programmes, Recherche et stratégies
Bureau de la dirigeante principale des ressources humaines
Secrétariat du Conseil duTrésor du Canada/Gouvernement du Canada
ben carter-whitney@tbsset gc.ca / 613-293-8130
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From: Hardy, Elizabeth
sent: December 22,2022 3:41PM
To: Kakisingi,Raissa
Subject FW: GAL analysis of RW
Attachments: Report HybridWork GBA Plus Workshops DRAFT FOR

CONSULTATION. docx

UNCLASSIFIED/ NON CLASSIFIE

1476

Elizabeth Hardy (se/le/oll)
613.862.3673

This week:

rom: Hardy, Elizabeth
Sent: Wednesday, October 26, 2022 4:08 PM
To: paule labbe@ssc-spe. gcc’ <Pavle Labbe@ssc-spe gc ca>
Cs Fleury, Jean-Francois<lean-FrancoisFleury@1bs:sctgc.ca>; Fo, as0n <lason. Fox@1bs-
sctgeca
Subject: FW: GBA analysis of RW

UNCLASSIFIED/NON CLASSIFIE

ipa,

Apologies forthe delay. Attached is the GBA+ analysis on hybrid work scenarios.

Please let us know if you have any question, thanks so much,

ur

Elizabeth Hardy (se/le/elle)
Senior Director, Research and Experimentation
Treasury Board Secretaria, Government of Canada
6138623673

won



Directrice principale, recherche et expérimentation
Secrétariat du ConseilduTrésor du Canada, Gouvernement du Canada
613.862.3673

From: Fleury, Jean-Francois <lcan-Francois. Fleury@1bs:5c f.ca>
Sent: Thursday, September 1, 2022 4:03 PM.
To: Paule Labbe <Paule.Labbe@ssc-spc. gcca>
Cc: Hardy, Elizabeth <Elizabeth Hardy @ths-sctge.ca>
‘Subject: RE: GBA analysis of RtW.

UNCLASSIFIED / NON CLASSIFIE

‘Copying Liz who is working with WAGE on this. Haven't received a recent brief. But | am sure our
‘work with be helpful.

From: Paule Labbe <Paule.Labbe@ssc-spc.gc.ca>
Sent: Thursday, September 1, 2022 3:54 PM.
To: Fleury, Jean-Francois <Jean- Francois Fleury@1bs-sct,gc.ca>
‘Subject: GBA+ analysis of RW

HIF,

Ihave been asked by my deputies to do a GBA analysisofthe RW. I'm hoping that OCHRO has
already donesomeofthis, given that manyofthe issues would be public service wide.

1 wouldbe a tremendous help if you have something to share- d even buy you lunch ©

Let me know.

Paule Labbé.

Assistant Deputy Minister, Strategy and Engagement Branch
‘Shared Services Canada
paulelabbe@ssc:spcgc.ca/Cell: 613-513-9151

‘Sous-ministre adjointe, Direction générale de la stratégie et de la mobilization
Services Partagés Canada
paulelabbe@sscspcic.ca [Cellulaire : 613-513-9151

Powering world-class technology for Government / La force derriére la technologie de pointe au
‘gouvernment

000529.
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GBA Plus Workshops on Hybrid Scenarios:

Executive summary

As public sector organizations aw lessons fom the pandemic and move nto ybrid work
ISrarre
nderton and miigated. To move hs work forward an support ongoing organization evel analysis,
THS has undraken an overpie fovel GBA Pus carte ocltoed by amon ond Goes Equity
(WAGE), and this report shares the resulting observations, potential risks, and suggested mitigations.

Tot weroeitf neondeen
and used as the basis of this work: ad hoc telework, scheduled hybrid, and flexible-first hybrid.

Collectively, these scenarios spo the breadth of brid work o maximize aplcabilty 0 organizations,
hose hyd models wil lkly band lements of al ree seenais.
Theft of entity groups that may experienc diferenil impacts of ybrd wrk is ng and varied
Tis le impact veryon, and the many intersecting dimesions of a perso’ert have an pact
on thelr preference, experiences, and neds. Tiscmploity ighighs th neefordigent GA Plus
work to unpack the dynamics at play.

The next step and iigatonspropesed wii hs epor speak directly oth isk n question,
owever thocomely omdrtood rough fewovearcing tomes

+ Engagethoroughlyandlistenintently
The best way t understand these sues to speak directly to those impacted. Prioritize
engagement across your organization, using both qualitative an quantitative dota to inform
Your decstormaking

+ Budfaimess and equity ntodecison processes
Ensure that equity flected rom the ots in processes such as determining operational
requirements, ranting requested work amangements, nd approving accommodation requests
related to brid work

ER arcommtatonsom thot
No hybrid scenario wil mee evryon's needs, 0's important t ensure tha flexbity and
accommodation are a speci par of th des ofthe Pyrid mode not ust an aterthought

Observations, risks, and proposed seps forward culnd inti report are itended as a starting point.
ne size camo it aa ach public sevice organization is distinc is aperating coment and
aperational eurements, th findings i hs report shoulb ested and validated at the
organization evel trough continued GBA Plus exercises.

:
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Introduction
As we move beyond the immediate public health constrains of the COVID-10 pandemic, most
government departments and agencies are combining remote and on-site working, With organizations
continuing to make decisions abou their approaches to hybrid work, trends and norms are being
established across the feciral public service. While this will affect all employees, thereare observed
ferences between various groups with respect to the impacts of telework and hybrid arrangements.
To further understand the impacts of transitions to hybrid workforce, the Office of the Chief Human
Resources Officer (CHRO) has conductedaGender-Based Analysis Plus (GBA Plus). GBA Plus isa
process for understanding who is impacted by an ntiative; identifying how the initiative could be
tailored to meet diverse needsof the people most impacted; and anticipating and mitigating any

barriersto accessing or benefiting from the initiative.
While this report offers a range of considerations and recommendations, they are not intended to be
prescriptive. Hybrid work experimentation is ongoing a the organizational level, and approaches will
continue to evolve over time. Wherever an organization i init hybrid implementation, this report has
guidance to offer.

Background
Abroadpolicyanalysis was intially conducted fo the interdepartmental ADM Flexible Workplace
Comittee, which provided an initial assessment ofthe policy implications, opportunites, isks, and
potential mitigation across range of hybrid options. This set the stage or further assessment,
identified research gaps, andinformedareas or further exploration. See Annex§for an overview of
diversity and inclusion research findings.
Through tis initialpolicyanalysis, OCHRO compiled data, policy considerations and observations to
dote with respect to equity, diversity, inclusion, and accessibility related tothe ssue of flexibility and
hybrid work nto set of preliminary abservations. The observations also incorporate the preliminary
input of central agencies and central sevice providers
To facitate analysis of hybrid work options, OCHRO identified three model scenarios to examine,
ranging across the continuum of presciptiveness and flexibility. ince actual departmental approaches
wil likely fall somewhere in between these scenarios, or merge elements of multiple scenarios, the
objective was to generate insights and observations at the corporate level that are broadly applicable
and valuable. These model scenarios give us concrete reference points from which to examine the
specific dynamics ot play.
The three hybrid work scenarios are:

+ Scenario 1: Ad Hoc Telework ~ Mostly onsite with use of telework via existing tools
+ Scenario 2: Scheduled Hybrid Arrangements~ Employer-prescribed hybrid model with

mirimum on-site presence directed for al employees (eg. two days a week).
+ Scenario 3: Flexible First Hybrid Workforce ~ Flexbity based on suitabilty of positon/

function for telework
See AnnexC for more on the three hybrid scenarios, including key assumptions

3
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Building on this work, officials from Women and Gender Equality (WAGE) were invited to lead GBA Plus

‘workshops with central service providers, framing the conversation and applying GBA Plus methodology

to each of th three model hybrid scenarios

Objective
This report consolidates the GBA Pus that OCHRO has conducted to date and outline key insights and
options for departmentaldecisionmakers to considera reference when engaging, planning, and
implementing thei respective hybrid modes. t 50 promotes greater understanding of the diverse
needs that exit, the potential impacts on individual of decisions regarding hybrid work, and ways that
organizations can monitor for unintended consequencesand mitigate accordingly
Through the process of identifyinga GBA Plus problem statement, the workshop group identified

Several objectives, specificallyto produce a product that coud:
1. Support meaningful dialogue on the future of hybrid work and equip decision-makers with

Strategies and consideration to respond to operational requirements while supporting diverse
employees’ wellbeing.

2. Provide practical guidance to decision-makers across the public seviceso that the hybrid
approach thy select does not createo reinforce inequalie; rather, that the benefit ofa
hybrid work culture are tapped and result in sound inclusion practices and contribute to the
workforce needs of th future.

Consideration in the workshops was also given to governance structures, and mechanisms for
information sharing, monitoring, an accountabilty. Whi these topic fall outside the scope of this
document, work on how to manage and share information between organizations and across
government is ongoing.

Approach
Building on previous collaborative work with central aencles, OCHRO has continued with the consistent
referenceofthree distinc hybrid scenarios, with th intention of enabling a deeper div nto each. For
each scenario, workshop participants walked through the GBA Plus process to identity, understand, and
Seekto mitigate risks and disproportionate negative impact. or each ofthse scenarios, th report
provides evidence of impacts cllcted through data and esearch.
This included reflecting on severlssues and guiding questions, such as:

* Whois impacted by an issue we are trying to address through our initiative?

+ How are they impactedand what inequalities exit between and within groups?
«How does the initiative being developed/implemented need to be tailored to respond to unique

needs and circumstances of certain groups of people and to address inequalities?
«What barriers can we anticipate with th initiative and how can they be mitigated?

The intentof the workshops was not t recommend one scenario or suggest that departments should
select ne scenario to follow butratherto explore therisks and opportunites ofdiferent approaches
through th fivephasesof theGBAPluanalysis, One size does not fit alin hybrid work, particulary for
the public servicea a diverse national employer with distributed accountability or key decisions,
Organizations wil be experimenting across range of options and scenarios based on their specific

.
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needs, and the workshops aimed to generate insights that will be useful across the continuum of
flexibility. OCHROisfocused on considerations from an enterprise level and sharing informationto
Support departmentsworking on a local level.
Wain assumptions

As hybrid work implementation is progressing constantly and at different speeds across the Government
ofCanada,aseries of assumptions were used to form a common baseline for the workshops, and to
root this exercise in a specific momentin time:

«The public service, a the time ofwriting, is no longer in a remote-by-default position. For the
portion of theworkforce that worked remotely during the pandemic, organizations are
transitioning to a hybrid-by-design position and determining how to incorporate flexibility into
their work models.

«The Office of the Chief Human Resources Officer defines a hybrid workforce as one in which, on
any given day, there will bea mixture of employees teleworking from Canada and working on-
site at their designated worksite,aGCcoworking site,or a shared collaboration space.

«As organizations are currently in an experimentation phasewithwhat hybrid work looks like in
their departments, this work s iterative by nature and will continue to evolveover time.

«The current body of research examining the impact of hybrid work on organizational outcomes
is still evolving.

«The federal public service is the largest employer in Canada, composed of organizations
‘operating in many different sectors across the country and the globe. This diversitymeans that
federal organizations will have different approachesto telework depending on their operational
requirements, while ensuring alignment with relevant legislation, policies, and directives.

Identifying differential impacts between groups
Through preliminary observations and workshop sessions, OCHRO and participants identified several
dimensions of identity that might impact an individual's preferences, needs and experiences within
different work models. These include:

«Indigenous identity
«Genderidentity and expression, including transgender and non-binary people:
«Sexual orientation
«Disability
«Mental health
«Physical health and immunocompromised status
«Ethnic and/or racial background
«Language
«Religion
. Age
+ Lengthof tenure in the public service
«Region andgeographiclocation
«Economic status
+ Education

5
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«Responsibility for dependents at home (e.g, children, elderly family members, family members
with disabilities)

«Job function
As departments conduct their own analyses and take their own approaches to hybrid work, more
‘communities and identity groups maybe identified.
Acriical theme of the GBA Plus workshops was intersectionality everybody identifies across a wide
array of overlapping identity groups, each of which playsa role in their preferences and experiences.
Similarly, no group can be seen as homogenous. While we can draw on data and evidence to better
understandneeds and barriers that are shared within identity and social groups, we must not generalize
as there can be more diversity within an identity or social group as there is between groups
The workshops highlighted the need to recognize our own assumptions and consider how our respective
positionality shapes the way we see the world in relation to those with whomweinteract.

Summary of workshop observations and recommendations
Through the workshop sessions, a range of impacted groups and differential impacts were identified. A
more thorough report of the workshop group's observations can be found in Annex A.
Recommendations are structured alon the same set of hybrid work dynamics that were identified in
the workshop sessions. A common theme throughout these recommendations is the need for ongoing.
engagement with impacted groups.

Case-by-case decision-making about work arrangements all scenarios
When decisions about work arrangements are being made ona case-by-case basis, it introduces the
potential for stereotypes and/or unconscious bias to influence decisions. Recommended mitigations and
next steps include:

«Establish common criteria on which to base decisions about approving the suitability of
postion for telework.

+ Ensure that diverse needs are heard and considered when making decisions on who is
permitted to work from home.

«Assess operational requirements to ensure that restrictions on the ability to telework truly
can't be avoided

Requirement of on-site presence— scenarios 1 (ad hoc telework) and 2 (scheduled hybrid
arrangements)
Certain employees and groups are more acutely impacted by the additional financial and time costs of a
‘commute. Recommended mitigations and next steps include:

«Consider the wide range ofgroups that are specifically impacted by the on-site requirements of
Your department’ hybrid model.

«Explore these impacts further through direct consultation andengagement, and additional GBA
Plus work.

«Work with equity-seeking groups and develop measures to mitigate these impacts, whether in
Your department's hybrid workmodeorthrough thepolicies that support it

6
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‘While improvementsare ongoing, physical worksites stil include features that are specifically
inaccessible or exclusionary to certain groups. Requiring employee presence at a physical worksite
highlights the importance of addressing theseissues and giving employeesalternative arrangements in
the meantime. Recommendedmitigations and next steps include:

= Work with subject matter experts and impacted groups to ensure that you have a current and
‘comprehensive assessment of the inaccessible andexclusionary elements of your department's
worksites

«Consider the ways in which your department’ hybrid model compounds or lessens the impact
of these elements on diverse groups

«Developa plan to address these issues on a practical level, and to mitigate their negative
impacts in the meantime.

Marginalized individuals face an increased risk of bias, prejudice, and unsafe situations while a the
worksite and in transit, compared to working from home. Recommended mitigations and next steps
include:

«Work directly with equity-seeking groups to understand what aspects of their workplaces lead
to unsafe or discriminatory situations.

«Ensure that the data you arecollecting and using includes relevant metrics such as sense of
belonging and sense of safety.

+ Ensure that your organization's polices re developed with these perspectives in mind and are
flexible enough to be adapted when issues arise.

Working on-site may be distinctly advantageous for certain groups. tis important to acknowledge the
advantages and opportunities, while also emphasizing the need to reduce and mitigate harm.
Recommendedmitigations and next steps include:

«Ensure that employees who want or need toaccess the worksite regularly can do so.
«Engage employees working on-site regularly to ensure that the organization's worksites

continue to be a safe and collaborative place to work.

Scheduling of on- and off-site presence ~ scenario 2 (scheduled hybrid)
Putting limits on ad-hoc flexibility may have adifferential impact on employees, causing more issues
for specific groups and makin it harderfor individuals adapt to situationsoverwhich they may not have:
control. Recommended mitigations and next steps include:

«Draft policies that can adapt to sudden unexpected circumstances
«Empower managers and employees to make alternate arrangements when needed.

Move towards unassigned seating — scenarios 2 (scheduled hybrid) and 3 (flexible first
hybrid)
As many organizations reconfigure their workspaces to feature unassigned and touchdown
workspaces, the differential impact of these workspaces on groups such as employees with disabilities
must be understood and considered. Recommended tigations and ne steps include:

«Design unassigned seating spaces with accessibility and inclusion in mind.

7
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«Make assigned seating available where requested, or as an accommodation
«Offer clarity up front to employees who might be disproportionately impacted by the change

andlisten to their perspectives

Remote management- all scenarios
Hybrid work scenarios, in which employees and managers may often be in different physical spaces, can
have an impact on a manager's ability to ensure and support the psychological health and safety of
their teams. Recommended mitigations and next steps include:

«Ensure that managers are trained to provide support and conduct regular well-being check-ins.
«Ensure that mental health resourcesare readily available and actively promoted to employees.

Retention risks -all scenarios
If an organization's hybrid approach leadsto retention issues, this has the potential in turn to negatively
impact ts diversity and equity objectives. Recommended mitigations and next steps include:

«Monitor satisfactionover time to better understand the risk level for your organization.
«Use change management principles to support the implementation and evolutionof your

organization's hybrid approach.

Conclusion
“This report i intended to support both working-level teams and organizational decision-makers as they
implement, monitor, evaluate and iterate their approachesto hybrid work. The observations contained
in this report should be referenced and tested and the organizational level to validate their relevance in
thatcontext, and to help build out overall understanding of these issues within the public service
‘The three hybrid scenarios (ad-hoc telework, scheduled hybrid and flexible first hybrid) are not
prescriptive, they merely offer three distinct starting points for analysis and discussion. Departments’
final hybrid work models should be designed to meet their operational needs and should be evaluated
at the local level.
Recogition of systemic barriers, discrimination, assumptions,and biases allows us to challenge our
‘assumptions and avoid assuming that our own experiences are the norm. Engaging, listening, and acting
on issues raised from people with various perspectives is an important part of any successful strategy to
create an inclusive workplace. Regardless of the hybrid scenario adopted,identifying, and addressing
systemic barriers to the workplace can help optimize the use of physical spaces. Planning for the future
of the workplace should include sharing good practices to identifyo leverage opportunities to make the
workplace more inclusive and welcoming for diverse individuals and groups.

8

ooosa7



UNCLASSIFIED / NON CLASSIFIE

DRAFT FOR CONSULTATION

Annex A: Workshop observations and recommendations
Since the three hybrid scenarios exist ona
continuum, the impacts that were identified -_—
throughout the GBA Plus workshops often GBA Plus enables us to better understand
recurred in more than one scenario —for example, and respond to the ways diferent fuctors,
Scenarios 1and 2 both requireregularonsite such as gender, age, disabily, and ethnicity,
presence, to varying extents intersect to shape individual identities and
Similarly, the specific dynamics of these scenarios "0 t/1ese factors can influence the way
often impact multiple identity groups in similar ferent people experience the systems and
ways. For example, we heard employees with environments in which they live. Neither
disabilities and transgender employees might both vulnerability nor resiliency should be
experience less social discrimination on video calls portrayed as an individual characteristic
and in avirtual environment than in person. Building resilience in vulnerable populations
Throughout the workshops, the group explored 11% (0 focus on addressing issues n the
needs, differences and inequalities across the environment and systems surrounding them
three scenarios of hybrid work. Arecurring theme ~~ 70t on changing the individual.
related to maximizing the benefits i €ach of the meee
scenarios rather than focusing exclusively on the
risks and onhowto mitigate. As result this section seeks to capture reflections on both the
opportunities and challenges of each scenario
The differential impacts that were addressed can broadly be characterized through speci dynamics of
hybrid work:

+ Case-by-case decision-making about work arrangements — all scenarios.

© Potential for biased or inequitable decisions elated to hybrid arrangements
* Requirement of on-site presence — scenarios 1 (ad hoc telework) and 2 (scheduled hybrid)

© Differential impact of commuting time and cost
© Differential impact of inaccessible and exclusionary worksite features
© Increased isk of bias, prejudice, and unsafe situations while at the worksite and in

transit
Potential advantagesto requiring on-site presence

+ Scheduling of on- and off-site presence — scenario 2 (scheduled hybrid)

© Differential impact of lmiting ad-hoc flexibility
© Potential advantages to scheduled worksite presence

+ Move towards unassigned seating scenarios 2 (scheduled hybrid) and3 (flexible first hybrid)
Disproportionate impactof variable and touchdown workspaces

9
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«Prevalent remote management- al scenarios

© Impact on a manager’ ability to ensure and support psychological health and safety
«Retention risks- all scenarios

© Potential impact on organizational diversity and equity objectives

Case-by-case decision-making about work arrangements~ all scenarios
Potential for biased or inequitable decisions related to hybrid arrangements

‘When decisions about work arrangements are being made on a case-by-case basis, it introduces the
potential for stereotypes and/or unconscious bias to influence decisions regarding which team members
are permitted to work from home, which may disproportionately affect equity-seeking groups. There is
also the potential for stigma related to employees who may be exempt from on-site site requirements
(e:8., such as those who live outside of the NCR).
Providinga structuredandconsistentframework across the organization can help to remove the
subjectivity from these decisions. The Guidance on Optimizing 2 Hybrid Workforce recommends
‘common criteria on which to base decisions about approving the suitability of a position for telework.
‘The Guidance also offers considerations for organizations as they work to foster a diverse and inclusive.
‘workforce. Organizations can also seek to address the potential for unconscious bias to affect decision
making around telework through training and additional guidance.
Flexible work arrangements present an opportunity not just to remove bias, but to pursue more equity
within the organization. Departments should ensure that diverse needs (based on identity,
‘accommodations, ob requirements, etc.) are heard and considered when making decisionsonwho is
permitted to work from home. These decisions could also bring up other unanticipated dynamics~for
‘example, if senior leadership is expected to maintain a full-time on-site presence, this could limit
‘opportunities for specific groups to serve in these positions and reduce diversity in the leadership ranks.
Employees who do specific types of work may be disadvantaged by their on-site operational
requirements in any scenario. While this is unavoidable in manycases, departments can take steps to
lessen these requirements for others. For example, ensuring that documents are not being
overclassified has the potential to reduce the amount of time employees accessing those documents are:
required to spend on ste.

Recommended mitigation and next steps

«Establish common criteria on which to base decisions about approving the suitability of a
position for telework.

«Ensure that diverse needs are heard and considered when making decisions on who is
permitted to work from home.

«Assess operational requirements to ensure that restrictions on the ability to telework truly.
can't be avoided

10
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Requirement of on-site presence — scenarios 1 (ad hoc telework) and 2 (scheduled hybrid)
Differential impactofcommuting time and cost
Certain challenges arise simply by virtue of requiring employees to report to. physical worksite. A
commute comes with a monetary cost (2, gas, parking, ransi are) that will isproportionately impact
employees who are in lower income brackets ~ particulary with rising inflation. Aurlarycosts such as
extra childcare hours must also be considered.
For many, iti a time cost — and with t an opportunity cost ~ that comes with commuting t0 a physical
workplace. Extra time spent in transit changes the worlclife balance equation for nearly everyone, but
parents of young children, those providing care fo adult relatives or elderly parents, and those who lve:

further away from their worksite are particularly impactedby the additional time away from the home.
Single parents, whoare primarily women, have even more responsibilities to manage and thus are more
severely impacted.
‘Commuting can be particularly challenging for individuals who are immunocompromised, who live with
or care for immunocompromised individuals, or who experience mental health challenges related to the
pandemic, given the added risk of exposure to COVID-19.
Finally, the requirement of an on-site presence may eliminate opportunities for employees, including
Indigenous employees, to work from their home communities.Thiscould havea negative impacton
those individuals, and harm enterprise-wideobjectives around building 2 diverse and inclusive
workforce. In manycases, an on-site requirement will mit hiring to the National Capital Region, which
in turn may push the public service towards the demographic profile of the NCR and continue to
perpetuate challenges of representation

Recommended mitigations and next steps
+ Consider the wide range of groups that are specifically impactedbythe on-site

requirements of your department's hybrid model,
+ Explore these impacts further through direct consultation and engagement, and additonal

GBA Plus work.
+ Work with equit-seeking groups and develop measures to mitigate these impacts, whether

in your department's hybrid work model or through the policies tht support i.

Differential impact of inaccessible and exclusionary worksite features
Requiring employee presence at a physical worksite highlights the importance of physical accessibility
and inclusivity at the worksite. While anaccessible and inclusive worksite is mperative n all scenarios,
requiring that employees work on-site makes the department's obligation that much more immediate,
25 employees do not have the option of opting out of inaccessible or exclusionaryworksite features.
Although mobility barriers in built environments are well documented, they continue to be of concern.
Even seemingly accessible features can be buit in a way that impedes accessibilty, such as automatic
doors that close too fast, or elevators that travel at too high a speed for some users. While these

* The Dil — Canadian Social Survey = Wel being, Unpaid Work and Family Time (statcan gc.
1
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‘accessibility considerations are imperative in any work model, requiring on-site presence removes an
‘employee's ability to opt out of an inaccessible space. People with disabilities are often able to better
manage symptoms and feel more comfortable and productive working from home. Perhaps.
unsurprisingly, an April 2022 report from MeKinsey shows that employees with disabilities are 11
percent more likely to prefera hybrid work model than employees without disabiltes.

People with disabilities often face major disadvantages in accessing transportation options as well,
which reduces their ability tofind and hold jobs and participate in community life. The issues go beyond
the lack of accessible ramps: other transit barriers include poor vehicle design; ack of accessible curbs,
crosswalks, and sidewalks; the absenceofelevators; anda lack of reliable public transport.

Access to public transportation can also create challenges for people working in smallero rural
‘communities. On the other hand, these individuals may have challenges working from home because of
spotty internet coverage and limited access to broadband.
‘Gendered facilities such as washrooms and changingrooms are anotherfeature stil common in public
service worksites that present significant challengesfor transgender and non-binary employees, putting
them in situations where they are more likely to experience prejudice or harassment based on their
gender identity or expression. The use of shared washrooms may also pose challenges for persons with
certain health conditions (e.g, Chron's disease).
‘Some employees with disabilities may find that they have more trouble working effectively and
productively at home, as they are betterableto controltheir environment, including lighting levels,
‘ambient noise, scents, distractions,and interruptions.

‘The COVID-19 pandemic is ongoing and will require adaptation and consideration moving forward. As
new variants continue to emerge and experts predict more waves moving forward, and with the
suspension of the COVID-19 vaccination requirement for federal public servants,a return to the
worksite can raise barriers and disproportionate health risks for people who are immunocompromised,
‘who live with or care for immunocompromised individuals, or who experience mental health challenges
related to the pandemic. This dynamic compounds with scale, as increasing the number of people at a
given worksite makes it more difficult to mitigate health concerns through measures like physical
distancing.

Evenif a worksite i in the process of being modified and updated to be more accessible or to address
the above-mentioned challenges, making large scale changesto physical structures such as elevators
‘and washroomswill take time. Organizations should consider their readiness to accommodatea wide
range of accessibility and inclusion needs as they determine and experiment with their hybrid work
model.
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Recommended mitigations and next steps

«Work with subject matter experts and impacted groups to ensure that you havea current
and comprehensive assessment of the inaccessible and exclusionaryelements of your
department's worksites.

«Consider the ways in which your department's hybrid model compounds or lessens the
impact of these elements on diverse groups.

«Develop a plan to address these issues on a practical level, and to mitigate their negative
impacts in the meantime.

Increased risk of bias, prejudice, and unsafe situations while at the worksite and in transit
People in marginalizedgroups are more likely to experience the impacts of bias and prejudice (e.6.,
harassment or micro-aggressions) in society, whether at the workplace or in transit, than they are in
their own space. In the 2020 PSES, 19% of those working only onsite said they had been the victim of
harassment on the job in the previous 12 months compared to 8% for those working only remotely.

Requiring employees to navigate these environments, therefore, createsrisks, and highiights the.
obligationfor the employer to build a work culture that is safe and inclusiveforall.
‘Some employees may be hidinga disability, gender identity, or sexual orientation to avoid the stigma
that can come with it. In an on-site environment, this maytake a toll on a person's well-being, and
virtual work can relieve some of that stress.

‘Therearealso specific advantagestovirtual interactions, such as having control over how (and how
much) one is seen by others in a given situation. Considering the prejudice that people regularly
experience because of gender expression, skin colour, o avisibledisability, this can be a powerful tool
that is simply not available in a physical space. Allowing virtual meeting participants to decide whether
or not to turn on their cameras preservesthis autonomy.

‘On-site infrastructure can also raise culture impacts for specific groups. There have been reported
incidents of department-issued identification and/or access badges showing deadnames (a birth name
that has since been changed, often as part ofa gender transition) which puts transgender and non-
binary people at risk when interacting with colleagues, commissionaires, and strangers.

Beyondrisksassociated with COVID-19, immunocompromised individuals are morelikely to get sick in
other, minor ways. Given the recent shifts in culturally accepted behaviour when it comes to attending
workwith a cough or other cold-like symptoms, these individuals may be forced to take more sick days
asa result

13
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Recommended mitigations and next steps

«Work directly with equity-seekinggroups to understand what aspectsoftheir workplaces
lead to unsafe or discriminatory situations.

«Ensure that the data you are collecting and using includes relevant metrics such as sense of
belonging and sense of safety.

«Ensure thatyourorganization'spoliciesare developed with these perspectives in mind and
are flexible enough to be adapted when issues arise.

Potential advantages to requiring on-site presence
As noted, there is no one-size-fits-al solution, and every scenario contains bothpositives and negatives
for differentgroups and individuals. tis important to acknowledge the advantagesand opportunities,
while also emphasizing the need to reduce and mitigate harm.

Normalizing on-site presence may be advantageousfor those whose living accommodationsare not
well-suited to also servingas a workspace due to size, presenceoffamily, distraction, ergonomics,or a
multitude of other factors. Employees without the luxury of spacious homes with adequate heating and
cooling or outdoor spaces may not want to work from home for most of the week. Broadly speaking this
might be particularly applicable to young employees and students, or to people living in
multigenerational homes.

‘The psychological benefit of connectedness is also aconsideration, as some people value the workplace
5:2 venue for valuable social interaction and a way to prevent feelings of isolation. We should also bear
in mind that not everybody feels psychologically safe in their own home -for some, the workplace is a
safe space, andregular onsite presence is important.

Recommended mitigation and next steps

«Ensure that employees who want or need to access the worksite regularly can do so.
«Engage employees working on-site regularly to ensure that the organization's worksites

continueto be a safe and collaborative place to work.

Scheduling of on- and offsite presence ~ scenario 2 (scheduled hybrid arrangements)
Differential impact of limiting ad-hoc flexibility
Takinga scheduled approach to work location rather than workingon an ad-hoc basis creates some
specific challenges.

Depending on how the policy i applied, it could limit the abilitytotake an ad-hoc remote day. For
‘employees with unpredictable mental or physical health conditions, there are awide variety of reasons
why one might be unable to be in the workplace on a given day but still able to work remotely. Losing.
the flexibility to make that judgement on a day-by-day basis could result in more sick days being taken
‘and cause employees to feel like they must disclose more tomanagement about personal health details
than they would wish to.

14
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Recommended mitigations and next steps

«Draft policies that can adapt to sudden unexpected circumstances
«Empower managers and employees to make alternate arrangements when needed.

Potential advantages to scheduled worksite presence
Predictability in scheduling can allow people to organize their lives and mitigate some of the structural
challenges of hybrid work such as parking, commuting, and childcare. There are also emergency
management benefits,as it provides consistency to individuals who require monitors for evacuation.

Move towards unassigned seating — scenarios 2 (scheduled hybrid arrangements) and 3 (flexible
first hybrid)
Disproportionate impact of variable and touchdown workspaces
Havinga critical mass of employees working off-site each day opens possibilities for organizations to
change the way they use their space by implementing activiy-based workplaces, or other touchdown
elements of the workspace. For employees with specific accessibility equipment or ergonomic needs,
not havinga consistent workspace can raise new challenges and uncertainty.

Recommended mitigation and next steps
«Design unassigned seating spaces with accessibility and inclusion in mind.
«Make assigned seating available where requested, or as an accommodation.
«Provide secure faciities where specialized equipment can be stored during the day and

overnight when needed.
«Offer clarity up front to employees who might be disproportionately impacted by the

change and listen to their perspectives.

Remote management -all scenarios
Impact on a manager's ability to ensure and support psychological health and safety
Anywork arrangement in which management and employees are working in different locations may
challenge a manager's ability to ensure and support the psychological health and safety of theirstaff, as
the observablesigns of a mental health issue forwhichan employee may need support may be less
‘obvious when not sharinga physical space (e.g, crying, muchquieter than usual, changes in physical
appearance, etc),

Recommended mitigation and next steps

«Ensure that managers are trained to provide support and conduct regular well-being check-

«Ensure that mental health resources are readily available and actively promoted to
employees.

15
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Retention risks all scenarios
Potential impact on organizational diversity and equity objectives

Ifa department implements a hybrid work scenario that is unpopular with employees, they may face
issuesattracting and retaining employees down the road. This risk gains another dimension when
viewed through a GBA Plus lens. Given the ways in which hybridwork arrangements can either support
or raise challenges for specific groups and intersections, those employees who begin seeking work
elsewhere could end up being concentrated around a specific equity-seeking group or recruit.

In this way, a hybrid model that does not address its GBA Plus considerations and seek to actively.
support those impacted could end up creating adynamic that leads to a less diverse workforce.

Recommended mitigations and next steps

«Monitor satisfaction over time to better understand the risk level for your organization.
«Use change management principles to support the implementation and evolutionofyour

organization's hybrid approach

16
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Annex B: Key PSES results

Indigenous Pople:
Self-identifying 2019 2020 2020
respondents Percentage reporting | Percents reporting |Percentage reporting
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Age:
Self identifying 2019 2020 200

respondents Telework arrangement| Working a combination | Working only remotely
of onsite and offsite

Agegrowpwiththe | 35:39 years 55:59 years 2a years and under
Highest proportion
reporting work
arrangement

Regions:
Self identifying 2019 2020 200

respondents Telework arrangement|Working a combination| Working only remotely
of onsite and offsite

Regions with the NCR (23.7%) Nunavut (40.7%) NCR (@3.5%)
highest proportions | New Brunswick Yukon (32.6%) PEI (75.6%)
reporting work (17.5%) NWT (28.2%) NFLD (67.4%)

arrangement ac excluding NCR ON excluding NCR
(165%) (66.4%)
ON excluding NCR QC excluding NCR
(26%) (66.4%)

Questions on harassment and discriminations

[Question | 209[2020[change|
Having carefully read the| 14% sad yes 10% said yes
definition of harassment, (85% only remote,
have you been the victim 19% only onsite)
of harassment on the job
in the past 12 months?
Having carefully read the| 8% said yes said yes
definition of (6% only remote,
discrimination, have you 10% only onsite)
been the vitim of
discrimination on the ob.
in the past 12 months?

Questions on inclusion:

[austin | 2019 [220|chage |
nywork unt every | 75% agree 78% agree 3
individual is accepted as (82% only remote,

62% only onsite)
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meee]
respects individual 62% only onsite)
differences (e.g., culture,
work styles, ideas,
abilities).
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Annex C: Hybrid scenarios and assumptions
‘Scenario 1: Ad hoc hybrid

+ Description: Majority onsite with use of telework via existing tools
+ Assumptions

Designated placeofwork as per current letterof offer for on-site presence
Telework by request - case by case decisions, subject o operational requirements

© Teleworking at GCcoworking an option ifavailable, and agreed to in advance
Scenario 2: Scheduled hybrid

+ Description: Employer-prescribed hybrid model with minimum on-site presence directed for all
employees

+ Assumptions
Designated place ofwork as per current laterof offer for onsite presence

© Presence at designated place of work at least 2 days/week for teleworking employees.

(employees can choose to come in more than 2 days/week)
© Telework by request, up to 3 days/week (employees can choose to telework less or not

at all) - case by case decisions, subject to operational requirements
© Teleworking at GCeoworking an option if available, and agreed to in advance

Scenario 3: Flexible First hybrid
+ Description: Hybrid workforce model where flexibilty is based on the suitably ofa position/

function for telework without prescribed parameters and imitations.
+ Assumptions

© Employer assesses each position / function in terms of requirement for on-site presence
based on business needs criteria

© Employee can choose to exercise flexibility within the frame set by the above position-
based or function-based decision

© Subject to operational requirements
© Across the enterprise some positions will be fulltime on-site; some will have potential

to telework part-time and some will have potential o telework full-time.
Positionscontinue to havea designated worksite

© Teleworking at GCeoworking an option if available, and agreed to in advance
More definition and potential policy or guidance on employer-driven remote work and
virtual workers to be further explored

2

woses



Fox, Jason

From: Fox Jason
sent: Thursday, October 27, 2022 2:14 PM
To: Hardy, Elizabeth
Subject: RE: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

ves.

Original Message
From: Hardy, Elizabeth <ElizabethHardy@tbs-sct gc.ca>
Sent: Thursday, October 27, 2022 1:54 PM
To: Fox, Jason <Jason. Fox@tbs-sct.gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED/ NON CLASSIFIE

30 minutes? And yes?

Original Message--—-
From: Robert, Kristina <Kristina Robert@tbs-sct.gc.ca>
Sent: Wednesday, October 26, 2022 4:18 PM
To: Hardy, Elizabeth <ElizabethHardy@tbs-sct gc.ca>
Cc Fox, Jason <Jason.Fox@tbs-sct.ge.ca>; Shelswell, Cynthia <Cynthia.Shelswell@tbs-sctgc.ca>; Moore, Sarah
<Sarah. Moore @tbs-sct gc.ca>
Subject: RE: GBAplus onhybrid work

UNCLASSIFIED / NON CLASSIFIE

How long does thisitem need and would mid nov be ok?

Original Message-—
From: Fleury, Jean-Francois <lean-Francois. Fleury@tbs-sct.gc.ca>
Sent: Wednesday, October 26, 2022 3:56 PM
To: Hardy, Elizabeth <Elizabeth. Hardy@tbs-sct gc.ca>
Ce: Fox, Jason <Jason.Fox@tbs-sct.ge.ca>; Robert, Kristina <Kristina Robert@tbs-sct gc.ca>; Shelswell, Cynthia
<Cynthia Shelswell@tbs-sct gc.ca>
Subject: RE: GBApluson hybrid work

UNCLASSIFIED/ NON CLASSIFIE

oui

Original Message--—-
From: Hardy, Elizabeth <Elizabeth. Hardy@tbs-sct gc.ca>
Sent: Wednesday, October 26, 2022 3:07 PM
To: Fleury, Jean-Francois <Jean-Francois. Fleury@tbs-sct.gc.ca>

1
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Ce: Fox, Jason <Jason.Fox@tbs-sct.ge.ca>; Robert, Kristina <Kristina Robert@tbs-sct.gc.ca>; Shelswell, Cynthia
<Cynthia Shelswell@tbs-sct.gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

HIE,

Just wanted tobring this back up to you - are you comfortable with us putting this on an upcoming ADM Flex agenda?
The hope would be to finalize for distribution/consultation.

Thanks so much,

liz

Original Message--—-
From: Fox, Jason <Jason. Fox@tbs-sct.gc.ca>
Sent: Wednesday, October 19, 2022 2:34 PM
To: Fleury, Jean-Francois <Jean-FrancoisFleury@tbs-sct.ge.ca>
Cc: Hardy, Elizabeth <Elizabeth.Hardy@tbs-sct.gc.ca; Robert, Kristina <Kristina. Robert @tbs-sct gc.ca>
Subject: RE: GBApluson hybrid work

UNCLASSIFIED / NON CLASSIFIE

HIE,

Please find attached the report with the adjustments mentioned. The role of WAGE (facilitate the GBA Plus exercise) is
listed inthe first paragraph of the Draft Report.

Jason

Original Message--—-
From: Fleury, Jean-Francois <lean-Francois.Fleury@tbs-sct.gc.ca>
Sent: Wednesday, October 19, 2022 11:52 AM
To: Hardy, Elizabeth <ElizabethHardy@tbs-sct gc.ca>
Ce: Robert,Kristina <Kristina,Robert@tbs-sct gc.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE

Can you send me the first draft GBA+ report. It should be earmarked as a draft for consultation. We should also clearly
mark the role WAGE played on thefront page.

Original Message-—
From: Sarazin-Normand, Caroline <Caroline.Sarazin-Normand@tbs-sct.gc.ca>
Sent: Wednesday, October 19, 2022 11:48 AM
To: Fleury, Jean-Francois <lean-Francois.Fleury@tbs-sct.ge.ca>
Subject: FW: GBA plus on hybrid work

UNCLASSIFIED / NON CLASSIFIE
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Caroline Sarazin-Normand

Chief of Staff/ Chef de Cabinet
OfficeoftheChief Human Resources Officer/ Bureau de ladirigeante principale des ressources humaines.
Treasury Board of Canada Secretariat / Secrétariat du Conseil du Trésor du Canada
Caroline Sarazin-Normand@tbs-sct gc.ca Cell: 613-769-9020 Office/Bureau: 613-907-5124 BBME: EF036470
My working hours and yours might be different. Feel free to reply during your working hours. / Mes heures de travail et
les vétres pourraient tre différentes. Sentez-vous libre de me répondre durant vos heures de travail,
Please do not hesitate to reply in the official language of your choice. / N'hésitez pas a répondre dans la langue officielle
de votre choix.

Original Message--—-
From: Mala Khanna <mala. khanna@pch.ge.ca>
Sent: Wednesday, October 19, 2022 11:37 AM
To: Donoghue, Christine <Christine. Donoghue@tbs-sct.ge.ca>; Frances McRae frances. mcrae@fegc-wage.gc.ca>
Subject: GBA plus on hybrid work

Hi,

Just curiousifthere is something that you can share. We are having a townhall on Oct 31 50 even a draft would be very
helpfull Thanks!

Mala

Sent from my iPhone.
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Hybrid Work GBA Plus
Draft report and tool for public service organisations

ADM Flexible Workplace Committee

November 2022 [TBC]

Jean-Frangois Fleury [presenter TBC]
ADM, Research, Planning and Renewal
Officeof the Chief Human Resources Officer
Treasury Board of Canada Secretariat



Overview

«As public service organisations implement and evolve their
approaches to hybrid work, GBA Plus is key to understanding and
mitigating differential impacts on different identity groups.

+ To support this work at the enterprise level, TBS has conducted a GBA

Plus exercise to assess the impacts of different hybrid scenarios.

«This work has led to two distinct products:

1. Areport on the GBA Plus exercise, including identified impacts and
proposed mitigations.

2. Atool to guide organizationsas they build on this work to
undertake GBA Plus assessments of their own hybrid work models.



TBS’s GBA Plus Exercise

+ The goalof this work was to establish a common baseline for public

service organizations to build on as they examine their own hybrid
work models.

+ TBS first conducted a policy assessment of hybrid work across three

model scenarios and established a set of preliminary observations.

+ To validate and expand upon these observations, TBS held a series of
GBA Plus workshops with central service providers over the summer,

facilitated by Women and Gender Equality Canada (WAGE).

+ Areport has been developed to capture the process and outcomes of
this exercise including observations, potential differential impacts,
and proposed mitigation strategies.



A Tool for Organizations

+ The enterprise-level perspective is only part of the picture — each

public service organization must continue to apply the GBA Plus lens
to their own specific hybrid work model.

+ Itis important for GBA Plus work to be ongoing and iterative in order

to make hybrid work as inclusive and equitable as possible.

+ To support departments in their own GBA Plus work on this file, TBS
has developed a brief tool, which includes:

«Links to existing GBA Plus resources

+ Key steps and considerations for GBA Plus in the hybrid context

+ Recommendations around evidence-gathering and communications.



Next Steps

TBS is seeking:

1. Feedback from ADM Flex members on the Hybrid Work Tool for
Organisations

+ Is there anything missing that would make this tool more useful to
organisations?

2. Input on next steps:

+ Option 1: Disseminate these products among public service
organisations now.

+ Option 2: Take input on the tool from a small numberoforganisations
to gauge useability and resonance,

+ Option 3: Engage Employment Equity networks on these products to
come back with a report and tool that reflect even more input.



From: Hardy, Elizabeth
sent: December 22,2022 3:40 PH
To: Kakisingi.Raissa
Subject FW: GBA Plus way forward
Attachments: GBA pls- Next seps.docx

(GBA pls- Next seps racked docx

UNCLASSIFIED/ NON CLASSIFIE

1476

Elizabeth Hardy (se/le/oll)
613.862.3673

This week:

From: Fox, Jason <lasonFox@bsset ge. ca
Sent: Monday, November 14, 2022 256 PM
To: Hardy, Elizabeth <Elzabeth Hardy @tbs set ge>
Subject: RE: GBA Pus way forward

UNCLASSIFIED/ NON CLASSIFIE

New Version addressing comments—tracked changes attached also

From: Hardy, Eliabeth <Elizabth Hardy@1bs-ict ge.ca>
Sent: Thursday, November 10, 2022 12.03 PM
To: Fon Jason <12son FOA@IESCL GC.
Subject: RE: GBA Pus way forward

UNCLASSIFIED/NON CLASSIFIE

Afew comments. Looks good

worse



From: Fox, Jason<lason.Fox@tbs-sc gc ca>
Sent: Wednesday, November 9, 2022 11:50 AM
To: Hardy, Elizabeth <Elzabeth Hardy@tbs-sct fe ca>
Subject: GBA Plus way forward

UNCLASSIFIED/ NON CLASSIFIE

lz,

Atached is a note that outlined the recommended approach for the GBAPlus report and next
steps for you todiscuss with Jean-Philippe. | asked ADMIO when they thik the next ADM Flex will
be and they said end of Nov, early Dec. | thnk it covers al the outstanding issues (ownership,
engagement needed, distribution) and you can also use this to brief JF and Mireille as neeed.

Jason

Director, Research and Strategy
Research, Planning and Renewal Sector
Office of the Chief Human Resources Officer
‘Treasury Board of Canada Secretariat/Government of Canada
Jason. Fox@tbs-sct gc.ca / Tel: 343-548-3488

Directeur, Recherche et Stratégies
Secteur de la Recherche, planification et renouvellement
Bureau de la dirigeante principale des ressources humaines
Secrétariat du Conseil duTrésor du Canada / Gouvernement du Canada
Jason Fox@1bs-sct.oc.ca / Tél : 343-548-3488
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Fox, Jason

From: Fox, Jason
Sent: Friday, November 25, 2022 934 AM
To: Hardy, Elizabeth
Subject: RTO and GBA plus

UNCLASSIFIED / NON CLASSIFIE

Hi= 1am not sure what has developed since | gaveyouthe notesfordiscussing the GBA plus work at the next ADM Flex,
but I suspectthat will not happen on the next agenda for reasons. Based on my loose understanding of what is currently
being developed, | think it would be a good idea to send the work we did to those who are currently contemplating the
next steps. Specifically—send the GBAplus analysis documents and the tool thatwewere proposing. If these are not
connected at this point, | do see an option fo reconciling the work we did with the participants. Happy to discuss

Jason

Director, Research and Strategy
Research, Planning and Renewal Sector
Office of the Chief Human Resources Officer
Treasury Board of Canada Secretariat / Government of Canada
Jason Fox@tbs-sctqc.ca /Tel: 343-548-3488

Directeur, Recherche et Stratégies
Secteur de la Recherche, planification et renouvellement
Bureau de la dirigeante principale des ressources humaines
Secretariat du Conseil du Trésor du Canada / Gouvernement du Canada
Jason Fox@tbs-sctqc.ca / Tél : 343-548-3488
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Fox, Jason

From: Carter-Whitney, Ben
sent: Thursday, December 1, 2022 11:49 AM
To: Fox, Jason
ce: Walton, Christine:
Subject: RE: GBA+

UNCLASSIFIED / NON CLASSIFIE

Great news! Thanks for the update, Jason.

ve uploaded the current translated docs, along with the deck (which Christine has previously reviewed), into their own
folder for ADM Flex: [1 2022:12.08 - Docs for ADM Flex

+ G]Hybrid Work GBA Plus - ADM Flex Presentation. pptx
© 1.6N - Workshop Report-Hybrid Work GBAPlus - ADM Flex-Dec 2022docx
© 1.£R - Rapport des ateliers - ACS Plussur les scénarios hybrides - ADM Flex - Dec 2022.docx
 G2.6N- Tool for Organizations- HybridWork GBA Plus - ADM Flex- Dec 2022.docx

«= ©2.£R -Outil pour les organisations- ACS Plus sur les scénarios hybrides - ADM Flex- Dec 2022 docx

Alllinks should be editable by anyone in T8s

Please let me know if you need anythingelse on this.

Thanks,
Ben

From: Fox, Jason <Jason Fox@tbs-sct ge.ca>
Sent:Thursday, December 1, 2022 10:38 AM
To: Carter-Whitney, Ben <Ben.Carter-Whitney @tbs-sct gc.ca>
Ce: Walton, Christine <Christine Walton@tbs-sct.gc.ca>
Subject: GBA

HI confirming this is going to the ADM flex on the 8" — Can you resend me the documents i E and F and thedeck you
prepared for me please?

Jason

Director, Research and Strategy
Research, Planning and Renewal Sector
Officeofthe Chief Human Resources Officer
Treasury Board of Canada Secretariat / Government of Canada
Jason Fox@tbs-sctqc.ca /Tel: 343-548-3488

Directeur, Recherche et Stratégies
Secteur de Ia Recherche, planification et renouvellement

:
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Bureau de la dirigeante principale des ressources humaines
Secretariat du Conseil du Trésor du Canada / Gouvernement du Canada
Jason Fox@tbs-sctqc.ca / Tél : 343-548-3488
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Fox, Jason

From: Fox, Jason
Sent: Thursday, December1, 2022 5:12 PM
To: Hardy, Elizabeth
Subject: FW: GBA Plus Docs
Attachments: GBA plus - Nextsteps docx

Liz,

Hereare the GBAPlus docs.

+ ©1.EN - WorkshopReport - HybridWork GBA Plus - ADM Flex - Dec 2022.docx
+ ©1.FR-Rapport desateliers-ACS Plus sur les scénarios hybrides-ADM Flex-Dec 2022 docx
+ @2:EN - Tool for Organizations- Hybrid Work GBA Plus - ADM Flex- Dec 2022.docx
+ @92.FR - Outil pour les organisations-ACS Plus sur les scénarios hybrides - ADM Flex- Dec 2022 docx.

Attached is the BNto JP.
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Issue: Next Steps for finalizing and disseminating the GBA Plus work conducted by REE
Background:

This work was completed as a follow up to the Hybrid Work Policy andRiskAssessment
conducted for the ADM Flexible Work Committee (ADM Flex) in April 2022.

«In August, RRE partnered with WAGE to facilitate three workshop sessions with various
policy centres and stakeholders in TBS, PSPC, SSC, and PCO on three Hybrid Scenarios
identified in the policy assessment.

«Two distinct products were developed and are awaiting approval from ADM (SDDS and
P&C) before disseminating:

© Areport on the GBA Plus workshop with participants (Report);
© Atool to guide organizations to undertake GBA Plus assessments of their own

hybrid work models (Tool).
Considerations:

«Policy Suite for GBA Plus: Every GoC policy must consider a GBA Plus lens as part of the
policy development process. OCHRO's Guidance on optimizing a hybrid workforce:
Spotlight on telework provides guidance to departments on implementing hybrid
models. The guidanceremindsdeputy heads and officals of their responsibilities to
conform to the Directive on the Duty to Accommodate, eliminate or avoid creating
barriers and incorporating gender-based analysis plus in decision-making. The Report
and proposed Tool could serve as a useful starting point for organizations as they.

undertake these efforts under the guidance.
«Broader Engagement on Report and Tool: The Report summarizes the results of the

facilitated sessions on GBA Plus so additional engagement is not required. The report
provides recommendations but does not take a position on any one hybrid scenario as
each approach comes with potential tradeoffs and differential impacts. The Tool on the
other hand, is targeted at individuals or teams who are responsible for conducting a
departmental or local GBA Plus analysis. The Tool would benefit from input from
departments or communities to ensure iti relevant and actionable. An initial discussion
at the ADM Flex Committee would provide sufficient engagement prior to distribution
given the membership. Other perspectives and input could be incorporate on an
iterative basis and re-issued periodically with new insights and lessons.

«Policy Home: While led by the R&E team, GBA Plus is a substantive policy exercise. As
such, this work should be transferred to the appropriate OCHRO policy centre as part
and parcel of the dissemination and roll-out strategy. People and Culture sector are
responsiblefor the current People Management Policy Suite, including the Directives on
Telework and Duty to Accommodate and Guidance on optimizing hybrid. As such, they
are the natural “home” for this work. This arrangement should be decided before the
item goesto the ADM Flex discussion.
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+ ADM Flex Discussion:A discussion at the ADM Flex Committee will be scheduled to
present the results and discuss the distribution of the Report and Tool. This Committee
is well positioned to provide overall perspectives on the Report and assess the relevance
and utilityof the Tool. They could also use their organizations to obtain further feedback
on both products if the committee feels that more engagement is needed.
Consideration should be given to informing or discussing with OCHRO-EMC for
awareness.

Recommendation:
We recommend that the ownership and accountability for these products be transferred to
PRC to implement the next steps. An agreement to this transfer should be confirmed between
the OCHRO ADMs before the ADM Flex discussion to ensure clarity for accountability, follow
ups and implementation and to ensure coherent communication with the end-users
“The following steps are recommended to finalize and distribute the Report and Tools:

Step1- Arrange a transfer of the file ownership from Strategic Directions and Digital
Solutions to the People and Culture Sector.

Step2- Engage with ADM Flex to present results in the Report and obtain additional
feedback on the Tool as needed.

Step3- Inform GBA Plus workshop participants of the approach and share final versions.
Stepa- Distribute productswith message from People and Culture Sector at DG or ADM-

level to the following channels
© Heads of HR
+ Community and Network Champions (i.¢., EE, GBA Plus, Functional,

Managers’ Network)
© Hybrid Experimentation GCexchange site
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