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PREFACE  

Ths Business Plan is a record of accountability betvveen the Canadian Foreign 

Service Institute l the Institute) and the  Assistant  Deputy Minister of Pers'onneE and the 

Deputy Ministers of  the  Department of Foreign Affairs  and  International Trade 

(DFAIT.). PeSources are Made available by Program Management Board to the Institute 

to achieve specific results. The definitiàn of these results, the mechanisms to manage 

the InStitute  and the specification of the indicators of achievement form the core of 

this .Btisiness Plan. 

The start of the 1994-1995> fisCal year marks' the second anniversary of the 
Institute. A review of achievements in the first two years of operation is included in 

this plan. 

The Business Plan is an annual publication that is maintained and published 

under the authority of the Dean Of the Institute. 

Graham Mitchell 
Dean 
Canadian Foreign Service Institute. 
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•EXECUTIVE. SUMMARY 

The,Canadian Foreign Service institute (the Institute) Business Plan is presented 
to the Program Management Board as a definition of the Mandate (p 1) and the 
accountability of the Institute (p 5); and as a report of accomplishments since its 
'creation. 

The Institute ensures the provision of relevant learning activities, and 
organization development advice and services, to Meet the needs of  management  and 
employees of the Department of Foreign Affairs and International Trade (DFAiT). The 
Institute also provides, on a cost recovery basis, training services to other clients with 
involvement in the conduct of Canada's international relations. 

The institute has been in operation for two years end Ftas -  provided officiel 
language training, foreign language training, individual staff training, branch fundtional 
training, individual development training and career training. Thé Institute also 
pirovides organization development services and operates the Fellows Program. 

In response to changes in the World and in the departir ent's role  and  policies 
(pi 7), the Institute must maintain programs relevant to the needs of its Primary clients: 
the Deputy Ministers and the Assistant peputy Ministers. The budget limits of fiscal 
1994-95 hovvever have forced choices. Needs identified by managers will not be rnet, 
($2.5M vvorth, 25% of identified needs) (appendi ,  G. 

• This Business Plan is prepared and communicated to the staff of theinstitute 
as a vehiàle to  pro mate  the vision  of thé Institute and to establish a common, 
coordinated processio achieve this  vision  and meet our service  standards_  The list 
below highlights part of the Institute's goal for the 1994-95 fiscal year. A 
compréhensive  list is available in the Project Plans (appendices A-E): 

a)• irnplernent a comprehensive mid-level foreign service and non-rotational ofiicer 
- group (FS-:2 and equivalent) training program ready to start in October 1.994 

(p 14 and p E-31, 

b) 	implement a distributed training management system (TIVIS) for course 
registration (p C-3), 

publication of a DFAIT training policy manual, bY September 30th, 1994 (p 
A-4), 

• iv 
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d) 

e)  

f) 

g.) 

h) 

i) 

k) 

i) 

Excutive Summary (continuedl 

ncilciinig of six Deanis Serninars on Best DiploMatiè Practices qD 

Organi±ation of a coliotiuiurn on best Foreign Service management practices (p 
133), 

clevolutiOn of training  application  appeOval authority tio  branches for foreign 
language training at miSsion, branch staff training and branch mandate training 
(p C-2), 

provision and maintenance of alraining program for Communicators and'other 
DFAIT. erriployees subject to the workforce acljUstment directive (p E3), 

research and submissiOn  of  a -paper on  human resourCes strategy in suppôrt of 
the personnel branch internal organizational reView 	), 

increase  in the Language School efficiency in advancing DFAIT foreign language 
profiCiency, with emphasis on inore-asing -the number of stùdents by class, 

F 

completion of a pilot 1projeCt to determine the eficaoy of a new language 
training methodology with potential to significantly reduce the duration of 
language training (p ID16)• 

delivery of a heads of mission training program (p E-3), 

prepare a needs analysis for training in 'area studies and inter-cultural 
obrnmunice'tiOns (if fui4clecl, see "cl" on page vi, 26) , and 

implementation of an 4lectronic training cata(og (p C-3, E-3). 

Actions reouired of the Program Management Board  

This Business Plan iS subrhitte to the Program Management Board to obtain: 

confirmation  -that the Prpgram  Management Board  accepts the Institute. 
rn,anciate ehd general  direction  prOPosed in the  Business  Plan. 

b) 	agreement on the propoSed allocation Of 1  994-5  funds arnong foreign 
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Exeàutive-Éurnmarylitinued)  

language training, official  language training, career programs, branch staff 

training, and branch mandate training, per appendix G r-ecommendatians or as 

nnodified by the Prograrn Manage m ent Board, 

agreement on the proposed Human Resource Plan of the institute, including the 

replacement  of  11  conti'aét positions and one terni employee with 10 

indeterminate FTEs, 

ci) 	approval by the Progrann Management Board ti6 lend $150K froin the Program 

Management Board reserve to undertake the analysis of the training needs in 
area studies and inter-ceural communications. Thé loan Would be repaid 

largely with the 9394 carry forvvard. 
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CANADIAN FOREIGN SERVICE INSTITUTE BUSINESS PLAN, 1994-1995  

PART I: PERSPECTIVE ON THE INSTITUTE 

1. MANDATE: 

The Canadian Foreign Serviceinstitute  the  Institute ensures the provision of 
 relevant learning activities„. and organization development advice and services to Meet 

the needs of management and employees of the Department  of  Foreign. Affairs and 
International Trade (DFAIT) and, on a cost recovery basis, provides training services 
to other clients with involvenient in the conduct of Canada's international relationS. 

2. VALUES AND OPERATING PRINCIPLES: 

The values of  the  Institute are: relevance, service orientation, Professionalism, 
cost effectiveness,. effective communication, leadership, and à. shared vision. 

These Values are appiied, et the Institute by way of the following operating 
principles. Our work,  supports DFALT foreign policy mandate. VVe are resporisiveto 
our clients' requirements. We care about cletalls Development and training of our 
staff to the highest standard is a priority and we provide them with challenging 
opportunities and recognition. Services are provided competitively including full cost 
recovery of services to nondepartmentai clients. VVe maintain vertical and horizontal 
communication, both internal and external  ta  the lnstittite We are committed to 
promoting teamwork through a shared vision of the role of the institute. 

3. THE  LEARNING VISION: 

The Canadian Foreign  Service  institute will be the Canadian centre of -ekCellençe, 
for training in the conduct of international relations and in  the  delivery of foreign 
language programs. The Institute Will be the primary source of adVice and training in 
Leadership, management and organization development vvithin DFÀIT. The institute 
will rna4 a meaningful contribution to departmental and public  service management  
through a Clear and unique role; recognized both in Canada and abroad. In 
cooperation with DFAIT management, the Institute will generate long-term policy  for  
human resource, organization and management deveiopffient. The institute vvill be an 
instrument of foreign policy, a vehicle through which Canada Cornmunicates its values 
and influences others_ 
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The Canadian Foreign Service Institute ensures 
theprovision of relevant learning activities and 

organization development advice and services 
to meet the needs of management and 
employees of the Department of Foreign Affairs 
and International Trade IDFAITIand. on a cost 
recovery basis, provides training services  to 
other clients with involvernentin the conduce of 

Canada s international relations. 
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The Canadian eureign  Service  Institute will be the Canadian 	 
centre  of  excellence  for  tiainire-gin  the  co-nduct Di international 
relations and in the delivery of foreign language programs. The 
Institute w[II be  the primary source of advice' and training iii
leadership.. management and .organization development %Within 
WAIT. The Institute will make a rneaningful contribution to 
departmental and public  service, management  through a clear 

and unique role, recognized both in Canada and abroad. In 
coordination with DFAIT management, the Institute $.9111.1 
generate long-terrn policy  for  human reSource, orgenilation and 
management development. The Institute vvd1 he an instrument 
of foreign policy, a vehidle thrOugh which C,anada 
comMunicates . its values and influences others. 
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PART II; THE PAST: A TWO YEAR REPORT 

4. 	ROLE OF THE INSTITUTE: 

In March 1991, the Management Committee of External Affairs and 
International Trade Canada approved the creation of the Institute. As the primary 
vehicle for upgrading the capacity of all those involved in the conduct of Canada's 
international relations, the Institute was designed to complement, not duplicate, other 
government and private sector institutions. Therefore the resources requested in June 
1991' to establish the Institute addressed needs not being met by the Training  and 
Development activities of the department. It suggesteçl a multi-year plan for 
establishing an on-going, adaptive, high quality training function embedded in a human 
resources management strategy that could eliminate shortfalls to  the ›con-ipetence 
requirements of DFAIT positions. 

We were instructed to design and in-mien-lent training that would instill the Many 
different types of skill and knovviedge our employees need. There vvas need for a 
deep and S.olid foundation. ID FAIT  relied for : p great many years only on the high 
quality of our recruits and the varied experience ther assignments gave them. The 
department continued to rely on theselactors long after other foreign ministries, other 
government agencies and the private sector recognied the ne,ed for continuous 
learning  ta  keep their employees abreast of new knowledge and to sustain 
organizational effectiveneSs. The "training we designed, therefore, had to address 
these shortcomings as weil as the traditional and new components of oLir enrfployees' 
job packages. 

We had, in addition,  ta  design appropriate training for every employment level 
and category in the .clepartrrient,'frOm Clerk  ta  head of miSsion. Not only vvas this a 

large undertaking; it also presented us vvith a problem of methodology_ Experts  in the 
field of adult edLication are not generally familiar with , the work of foreign service 
erripioyees; converseiy, our colleagues are not trained teachers. 

Our solution was to harness the two types of expertise: the institute uses 
outside sPecialists to prepare  the  needs: analysis  for  each category of training, but 
aSks a cross-section  of departmental people to confirm - the analysis; the Institute hires 
outside trainers to prepare and deliver courses,  but  ensures they use departrhental 

Personnel branch memorandum to Program Management Board, Resource AllocaÎlon 
to establish the "Canedian Foreign Service Acadernr„ Peter F. Welker, ACB 351, June 
24, 1991. 
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employees as suipject matter experts.  

The principal organizational units of the Institute are the Office of the Deani the 

Préfessional school,  the  Laniguage School, the FellovvÉ Program and Management 

Services. VVe are, in 1994; operating within a budget of $8.2M friot including 

salaries) which is centrally coordinated by the Institute and divided between the 

Institute units and DFAIT trawling prograirs. 

L DEAN, oF,,cE  

	

 Schap( 	 Language SohCOI 	FellowS Progarti Prolessional  
.__ 	.. 	,  

Branch 	Branch 	Career 	Official 	Foreign 	Fellows Program 

staff 	'functional 	training 	language 	language , 

training 	training 	 training 	training' 

Training Program Accountabilitv  

1  
The Institute has 40 FTES in its budget. Although rroSt positions are -staffed, 

it Will  continue  to operate With a 'rni?.c Of indeterminate and term personnel for the 

foreSeeable fUture. 

Contrary to what many people think,  the  Institute is not the only  body  

responsible for 'training. Managers must tell us What their  staffs  need to know. 

Managers, DGs and DirectorS , are the judges of what abilities need to be sharpened 

to improve the efficiency  of  their opb.erations, The Institutes respbonsibility is to 

support and assist managers with the highest qual.ity, most cost-effective training  

-Services  possible for the funtls allocated by the Managers to this purpose. Once the 

needs and resdurces are identified, \ive:can go  ta  wôrk. 

4 
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5- 	ACCOMPLISHMENTS: 2  

The Institute was formally inaugurated on October 1st, 1992 and the first set 

of nevv courses began the follok.iving day. There vvere two main parts: a one year 
development program for entry-level offiCers with a balance of classroom and on-the-

job training during the probationary year; and a skills-enhancement' program  for  

Administrative and technical staff. These two programs involved the . creation of over 

60 new courses. 

As -the Year progressed, we fine-tuned the -existing Courses for supervisors, 

deputy direCtorsand directors. We thoroughly revamped the  leadership  colfoquiùm 

for diredfors and DGs, and trariSformed the training course for heads of mission. In 

each of these we sought to transmit not only the redévant  job  skills but also a more 

effective underStancling of personnel management, of leadership and  of  ethical 

responsibility. 

In the Language School we conducted a need analYsis  on vvhich our new 

curriculum is based. We introduced proficiericy testing to measure competency ,in 

eight foreign languages. We improved our intensive training programs in German, 
Italian, Portuguese, Korean, Japanese, Mandarin, Arabic, Spanish and Russian. We 

also developed an immersion program for advanced-revel Spanish, specifically tailored 

to the department's needs, in  Cuernavaca,  Mexico. VVe restructured the format of 

the maintenance course. 

In 'the'area of official languages, we introduced 10 specialized training modules 

to improve writing, negotiation and other relevant skills. 

In June, 1993 we adclecl.another building bleciç't0 the structure vvhen vve began 

to offer the junior career Program. This is for F 5-15 already in the clepartnrientand is 

a modified versidn of the entiy-level prcFgram. 

The nevv training was targeted to groups and revels, ie. all FS-1s or all 
secretaries or aII directors, and is geared to the common elements of those positions, 

A .great deal of Other training also goes on in the department but is related to 

the specific tasks of a partiàular branch. We 'call this branch  mandate training and 

examples of it are the consular training delivered by the "J" branch, or the win-e#ort 

2 	This section is in large.part en adaptation of a presentation by theDean of the Institute- 

to DFAIT Management Comrhittee, January 1994, 

5 
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training in the "T" branch, iThe  Institute funds these :activities, and our training 

specialists - wori( very OloselY with the.branch training centres„ but the main operational 

responsibility is -delegated .  to the branches. 

In March 1.594, a proc‘ss vvas begun to provide:the branches with increased 

authority oVer the management Of their training funds. We prévided all branche s .  with 

a set of training encumbrance lis they can allocate at their discretion. We vvill continue 

to adjust  and  Optirnize the prodes.S, and to brief the users of thiS 'process". 

The main •chievemenS of the tnstitutefs rfirst year vvas  the  fitting up and 

Opening of our main oarnPus,i the Bisson Centre in Hu ll : This-hancl .sc(rne facility has 

drawn very positive revievvs, from all those vvho. have used it and has bectime-: a 

popular  place  tO hold Meetings of all Içinds. The inauguration Of the institute,  the 

 official opening of Bisson and;0 conteSt to choose a logo for the institùte provicred,us 

with opportunities - to oommunicateour key messages about learning and professional 

development  ta  departmental ernPloyees. 

News of the Instituters Ql'ati01-1 has  spread beyond the departm.ent. We have 
receiVed requests from other goVernment departments, -from prOvinceS and thepriVate. 

sector, .and, from a riurnber of foreign governments to include their emplOyees in our 

pi.ograrns. Our résodnse haS been captious and vvill remain so until our programs are 

more fully deve[oped. We have accepted officers from Immigration, from CIDA, 
Revenue Canada, Natural ResCurces, RCMP,  Customs  and Excise, Agriculture, DÇIDE, 
High COmmisaionei for Greet Béitain and New Zealand in ,appropriate coursesr  and 
have provided information on our methodology to several foreign countries. 

i 

The most significan -É collaboration with other organizations has. been in the, 
foreign language field. We have negotiated an  agreement  with CIDA to orOvide 
foraign ,laqüege.  trEaininglo therr erriplôyeeS, and are currently negOtiating a similar 
agreement with  the  Department of National Defence. Our  position  in both instances 

haS been .that  services  to others must be on à full Cost-recOvery baSis so that there 
is no climinUtion Of .service  -ts,1 our  internal  clients.  Moreover, we believe it will be 

possible to achieve cost savings for our own prograr -n. 

I 
One:aspect of the Instifùte's work that is not yet very well:known is:assistance 

to  managers  in improving. individual and organizational effectiveness within â work. ,  

unit. We think Of this as brining the c!assrobrn into the office. We - have undOrtak.én 
several .projects in this area  in  the past year, including four at - posts, and bé,lieve the 

demand for this  service  will .d row e Managers become aWare of its availability. 

• 
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PART III: THE PRESENT: ENVIRONMENT TRENDS 

.6. 	TRENDS IN THE FOREIGN SERVICE ENVIRONMENT 

The training and professional development provided by the Institute must be 
directly relevant to the vvork of the department and the needs of its employees. This 
imposes on us a duty to monitor carefully the changes Occurring in the management 
of.Canadars international relations and to ensure that these changes are reflected in 
our progîarns. We see changes of significance tcF-  the department, and therefore to the 
Institute, occurring on three levels. 

a) • Managing the Issues 

Communications technology is feeding the awareness of Canadians of our 
interests abroad. The Foreign Policy Review now underway reflects thdgovernment's 

intention to make Canada's forbign affairs more 'accessible and transparent to the 
interested elements of the public. This will entail.a closer scrutiny of how we work in 
this department and underlines  the  need for the highest degree of competence and 
professionalism in otir employees. 

Increased public scrutiny vvill likely also mean more and more substantive 
exchanges with the media and With representatives of special interest groups and 
points to the need for well-developed skills in the field of public relations  and 
speaking'. 

The increasing presence of transnational and myltiiateral issues on the 
international agenda calls.upon sornewhafdifferent clipibmatic,slkills. While bilateral 
negotiation reniainS very important,  the  ability to develop consensus among a 

multitude of goVernment and non-government actors may be the most esSential skill 
of our officers in the near future. For the same reason, a familiarity With the 

international aspect of other departments' work, particularly National Defence, vvill 
need to be addressed in our  training.  

Finally:the proliferation of new nationalities and ethnic groupings has increased 

the need for language skilisin our Work and will.probably force a more strategic, long -
term approach to language training for our employees. _ 

b) Management of Resources 

Changes occurring in the size and composition of our posts create a greater 
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need for skills' in the management of people,. budgets and technology. Senior offiCers, 
and heads of mission in par'tticular, need training in theae areas and in leadership 

; generally. Our administratiVeiand support staff are increasingly being put in charge of 

large numbers of local employees and facilities; vvorth  millions of  dollars. They tdo 

need -training in the most effective management techniques appropriate,to their work. 

The need to derive the maximum performance frorn each employee underlines 

the importance of ideritifyihg and eliminating problems -  within work teams'. The 
Organization cleVelopment services .b1 the Institute are likely to play an ever larger i -gle 

in this respect. 

The closer public scrutiny of all our actions prompts careful attention to the 

ethical arid -professional principles explicit in all Institute training programs. 

•c) Social Changes 

Financial pressures, new strains on the family created by the desire of .spouses 
for meaningf.ul careers, and growing concern about the education of children all add 

up to a . work force that is seeking à neW equilibrium between vt{Ork and per'sonel 
poncerns. On the positive  side, employees aretaking more responsibility for their own 

persorial development. Institute training - Programs must be resbOnsive on the one'hand 
to the department's need fdir highly-skilled professionals and on the other to the 

individual employee's need tà see training and professional development  as part of  e 
proceds of personal evolution. 

In  the workplate itself, nevv attitudes  about  equity, and the changing  f ce  of  

our employee group necessitate a greater emphasis on adept personnel management 
skills for superVisors at every level. 

8 
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7, 	TRENDS IN THE INSTITUTES  ENVIRONMENT 

There is , a rationalisation of respective roles-of all Canadian government training 

institutions. Under Concepts such as centres of expertise or common services, 

organizations such as the Canadian Centre for  Management  Development and Training 

end Development Canada have set precedents for the Institute to increase its service 
in areas of unique competence. We expect.to see an inCreaSing inter-connectedness 

vvith other Public Service training  institutions  and eVentuallY a Coordination  of rôles. 
• 

The changes -that  affect  the department have_signifidant impact on the Institute; 

A stream of new issues - (worUforce adjustment, harassment, eniployrnént equity', 

human rights, etc) require new .policieS and associated new training. Continuous 

requirement for new training demands continuous design and the assodiated 

development infrastructure. Curricula must he renewed constantly to keep abreast 

of policies. Hence a continuous course preparation capability must be considered 

instead 9f a one time or a rare periodic expense. 

The approach  ta  learning is also changing. There is an expectation of refocus 
frorn classroprri training to broaderorganizational learning-facilitation. The training 

technology and training for technology have slovvlY and continùously increased the 

knovvleclge and skill -requirements of our instructors and staff. Central.agencies and 

the Institute are engaged in a constant process of education of departmental 

management. knowledge has to be managed like other assets. KnOwledge has ah 

attrition rate and causes  productivity changes. A new challenge of management is 
to assign-knowledge (people with current knowledge) to tasks Where this knowledge 
will be most productive. 

Our strengths are the uniqueness'of our body Of knowledge, the training Of our 

ovvn people, our proximity to DFAIT  personnel, the  excellence of our training deliverY, 
our relevance, to our  clients'  current :needs. We can strike alliances with our-
competitors. 

New policies and the requirernent for high calibre of DFAIT _employees-create 
a need for responsive training develoOment for vvhich the Institute is well-suited to 

respond. 

9 
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THE INSTITUTE'S BUSINESS SEGMENTS 

We can bee describe our business by the  clients  we serve. As a client-driven 
organization, our clients e)'oert significant influence on the Institute with the 

conseqUent  impact - on our  structure  and Products. 

Our primary clients are le Deputy Nilinistes Of DFAIT and the Assistant  Deputy 
Ministers of DFAIT. Their need's can be grouped as f011Ows: 

al  Programs must be effeCtive to:ensure Canadians ere aptly served. Measurable 
progress must-be  made in  car ieer progran -is, administrative personnel programsi More 
accessible foreign language  training  to achieve-the highest competency, the consular 
program, harassment prevention, employment equity, work force adjUstment, 
effective trade, and employee appraisal. 

b) 	Better post management is required. This will be reflected in locally employed 
staff use,  use  of new -tools, and generally relevant, effective and responsive 
Management. Good  post  m lanagernent involves..alsd Managing relationshïps with 
headquarters, with other countries (local network and public relations skillsL effective 
reporting, effectiveness of trade -officers (good advotates .  for Çanedians, Serving 
businessèlientele), gcFact relationships with other governmentdepartments, knowledge 
of local Languages, quick resoiution  of  consular prcpblems and avoidance of valid 
complaints. Good post Management involves monies well spent and inVestment  in 
training that contributes to gOod management. Heads of Missions and managers in 
Canada are exi3ected to breakdown barriers to performance, generate a  progressive  
image, have the ability to funOtion effectively in a modern environment, understand 
the trade policy, issues, tiriderStand regional hiases;:and the language of their staff and 
clients. 

.1 
Our clients went training to be all inclusive, providing a complete solution. 

Amongst the current and potential clients of DFAIT are other government 
departments, multilateral ',prganizatiOns,  provincial  governrnentS, . municipal 
governments, non-governi -rient. organizations, aid _giving 'agences, and foreign 
governments. These .  other 1,oiientS have varied needs that tan  be  served by the 
institute: for instance,  CIDA; has fbreign,language training requireMentS  and  sorné 
Human Rights training that can be delivered on a cost recovery basis; the Department 

.of National Defence also has! - foreign language training requirerhents. These clients 
purchase/contract for various services including advice, training, organization 
development, and assistance for various beneficiary individuals and groups. 

• 
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9. 	A DEFINITION OF EXCELLENCE IN OUR BUSINESS 

Excellence suggests the notions of pride, morality, valour, capability and speed. 
Excellence is meeting' these qualities while operating at peak performande vvithin our 
values. Our values  are  relevance, service orientation, professionalism, cost 
effectiveness, effective communication, leadership and a shared vision. 

Our service standards further define the criteria for good service. Thecomplete 
Instjtute Service  Standards Table„ as submitted to the  -Official Language Division in 
February 1994,, is at appendix J. Following-is à subset: 

DescriPtion of' siarViëes 	- 	Principles 	 Delivery Target 

Prepare departmental multi- 	ACCtIrate r  timely 	Meet MOB due claie 

year training strategy. 

RacomMend dePartmental 	Transparent, 	 Meet Prv1B due date, 

Priorities and distribütei 	 equitable, acci.irate, 	Distribute budgets before April 1 .  
menage training budgets. 	timely 	 Finish year within 1% of budget. 

Formulate and promulgate 	Transparent - concise, 	Rewriewe-d 'and updated prior to commencement 

departMental training Policies 	minimum  ad min 	of the fiscal year, 

and procedures. 	 burden 

Monitor ".and report orrall 	PrOfessional, 	 Provide annual report to FMB. Provide monthly 

training aCtivities 	 responsive, cost 	budget reports to branches, 
. 	effective . 	 Evaluate at east one major program per year. 

.COntribute to human resource 	Professional, 	 Parti  cipate  in all scheduled meetings and 
devlopMent within the public 	resPonsiVe, tirnely 	working groupS. 

Service. 

Identification of training needs 	Prof iàss-  ion ai, 	 Initial reSponse within 6 days 

responSiVe 

Identification  of sourpes, of 	Impaiiiel, Professional 	Response with'24 hours, 
training 

Assistance with logisties, 	PrOfesSional, timely, 	Respons.e with 24 hour's. 

standards, oCst effeciiVenesS, 	respOnsive 
-evaluation's, - etc. 

Provide coMputer-based. 	Accurate, timely 	HeSponSe with 24 hourS. 
training . management Systein 

Provide assistance, With the 	Transparent; 	 Response with 48 hours, 
procurement of training and 	profesSiOnal, relia hie  . „ . 
,organizatiOn develOpment 

11  



Institute Business Plan 94-95, Version 1.0, June 7, 1994 

I 
Provision of expert elvice 	Pr. lessiodel, 	 48 hours turn aratind in Providifio  initia  i advice. 

reSponsive r  
cessible. *timely 

, 	 -- 	- 
, 

biagnoitic end profiËiandy 	Reliable, accurate, 	Schedule teeing witiiin 48 hours 
i 	• 

teeing ih foreign lanàuges, 	tirnely, valid 

Provision of Professional, 	Prblessional, 	 Courà.e delivery On soneduler minimum 

Foreign „and  Officiel lanàuade 	co insistent, accessible, 	parliCipatiph ratea met, timely cancellations. , 
.traihing 	 tifr.iiiiilly, 	reSponsKie, , 

repent, Oost 	 (includes Wrnoney baci5 guarbni-iii 

e:fieo.tive 	
. 	 , - 	- 

Developmen .; of iieining 	 Ra lsponsiver relevant 	Peoject ierget dates met. 

programs. 	 cofrr àffè.ctiVe 

Service Standards  

EXCELLENCE EN OUR SERVICES: Our services vviir be excellent if: they provide clients 
with  training  for their oartic:ular needs.; they are  relevant  to our department; the 
services proVided to non-depaI rtmental clients are dongrueritwith the role and pribrities 

of the department and:the direction of the TB; services are essential, cost effective, 
aricl meet clients' highest priCrity needs; we provide one  stop  Shopping for alf 
professional training and  ta  all  departmental managers; and if Clients appreciate the 
benefits  and are vvilling CI pay the-costs of the InstituterS services. Our services will 
be excellent when Programs  are  integrated into depailmental. career plannind from 
recruitment to-  retirement  for  all employee groups. 

EXCELLENCE IN OURSELVES: We, the Institute's personnel, vvill be excellent when 
vve understand the total organization (Institute and,DFAIT).and the importance of our 
inclifidual contribution; oür Mission, valueSancl .objectives when we are part  of the 
overall team and share a cornmon identity, and when vve are an engaged, stable and 
qualified workforte. 

EXCELLENCE IN OUR MANAGEMENT: Our management of the Institute will be 
excellent when it is exerriplarY in its econbmical and innovative organization of People 
and resources, where. each has the flexibility to adapt to the environment and world-
wide client demand's; managers know the key 'succesS factors of the organization, 
provide the reqùisite managerial information, clearly understand and articulate the 
decision process at all levels of the organization and add value to the overall 
organization. 

EXCELLENCE IN CUR FACILITIES: Physical accommodations will be excellent when 
they reflect our principles, values,- and mission  and  facilitate the delivery of our 
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• 

services to a level that meets *our service standards. 

EXCELLENCE IN_OUR TECHNOLOGY: Excellent technology vvill serve our processes, 

not the other way around. It will maximize the efficiency of QUf client service. Its 
competent utilization will produces efficient exploitation and integration of all our 

resourceS and programs for thé best delivery of language courses and of professional 

training. Excellent technology will provide everyone immediate, easy access to 
aPpropriate accurate'financial management information. 

• 

EXCELLENCE 11\1 OUR IMPACT: The  introduction  by  the  Institute of a department-

wide mechanism for an ongoing, adaptive, quality training function will affect 
DFAiT by making it excellent in the follovving ways: 

a). 	A multi-year rolling training strategy will be embedded in a multi-year human 
resources management strategy, integrated into clepartrnental planning, 
including a multi-year resource budget. 

I:0 	Training will be accepted by all as an efficient means to corporate and 

individual professional growth and adaptation. 
c) 	Training strategy will be used by senior management as a corporate control 

lever and perceived as a multiplier (or catalyst) of efficiency rather than an end 

consumer competing for resources. 
d} 	A Ohallenging definition of 'foreign iservice  professionalism will be accepted. 

e) The collective proficiencY of the foreign service will be raised to  a competitive 

level, one that will attract an retains OFAlT customers. 

f) All  quantifiable  shortfalls in meeting the requirefrients of positions will be 
virtually eliminated. 
The quaiity of training delivery betWeen the Institute and the branches training 

centres will be of the same high  standard. 

As an additionatirripact, our Clients will become better managers of training in 
that they vvill perceive their reSponsibilities as including the definition  of  their -current 

and future  human resource requirements with respect to the competency of each 

position,  they will monitor the relevance of career training programs; contribute to the 
corporate objectives of career and functional language training by releasing Staff as 

necessary; arrange for training related to the specific competency requirements of all 

positions vvhich contribute to their respective mandates; and finallY they will ensure 
that each staff group  bas the general qualities and competencies required to meet the 

current end future need,s of line managers. 

13 
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PART IV:  THE FUTURE: THE NEXT THREE YEARS (1994-95-1996-97 

10. IMMEDIATE NEEDS3  

The mid-level foreign service and non-rotational officer group skills upgrading 
activity (FS-2 and equivalent) is still missing. VVe are now Working on the, needs 
analysis for this group and expect to have a new, relevant, comprehensive, flexible 

cost-effective program ready to start in October 1994. 

The next elements will be training for EXs - the senior level career program - 
and training for locally-engaged employees at postà; There are already à cOnsiderable 
number of professional development courses available to non-rotational ernployees at 
headquarters. 

In the area of foreign language training:there is also a great deal to do. Despite 
increased capacity and capability in the Language School, almcFst  no  progreas fias 
been made toward the goal of :a 50% indrease in foreign language capability set in 
1988. The geographic branches Must work clOsely with the assignment  divisions  to 
ensiire that postings where language abi]ity is required are decided ,early enough to 
permit adequate training to occur. There is alsb a need tà improve the progrann  for 

 lees commonly taught languages. 

Above and beyond these specific tasks we will have 'to Continue to vvorlç at 
cementing the  concept  of training into the department. Significant operational changes 
are involved. Will  managers  agree to release their einployees for the tinne it takes  ta 

 learn foreign langyages? VVill  the  :personnel branch be given the time it needa to 

develop new recruità vvithoùt being forced to assign them prematurely to fill gaPs? 
The importance of training and retraining in an organization  as  intelligence-centred  as 

 ours should be obvious. But real increases in effectiveness have:a real cost. 

The Human Flesburces Development Council, a committee of federal deputy 
ministers,. will soon recommend to Treasury Board that certain departments be 
design-ated as- centres of expertiàe  in  partidular subjeCt areas. The abject is-to reduce 
duplication and effect cost savings: In the Inter-Departmental Committee of Heads 
of Training aD,C-HT), DFAIT has been tentatively iden'tified as a centre cif, expertise for 

training in the practice of international relations. If this  concept  is irinpiemented, we 
are likely to feceive more requests-to include employees of other departments in our 

This section is atso in large part an adaptation  6f  a presentation by the Dean of the 

Institute to DFAIT Management Committee, January 1994. 
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courses. 

We foresee new, incremental requirementslor training: the revised appraisal 

system, for example, and the recommendatiOns in the report on employment equity 

both have training implications. !Members  of the CM group will need retraining. The 

leadership mile of this dePartment in the field of international business development 

may also create new training needs, for this department and others. The consequence 

of the budget limitation will be a trade,off and  priority Setting ,exerCise. 

Our depertment is inve.Sting Over 200 million .doLLars in communications, 

technOlogy. We maintain a large" inVestrileht in proPertY and furnishings-around the 

world. The investment to be made in learning is just as important, essential in fact, 

to achieve the full Potential of thOse other investmenti. 

Another major challenge for the Institute is to ensure that training is integreted 
into the overall personnel  management pattern  of the department. Training should nOt 

happen in a . vacuum. We- aie not teaching theoretical courses. We are teaching 
practical,,j6b-related Sqls that are directly  and imrfiediately applicable to Work. For 

this to be fully effective, training must be coordinated with the recruitment process, 

the assignment proc:ess,  and  IPie promotion procesS  In fabt, training 'should'be seen 

as one of seVeral tools at - our clispoSel to maintain emplOyeesr competence. 

Work ie under vvay  in the deparMient to address the need for more -  strategic, 

succession planning and car leer development. This is crucial  if the Institute is  ta 

 achieve its full potentle Onhf vvhen a comprehensive, integrated human resources 
development pier is in place, MatChing individuals to future -tasks, will training be able 

to make.the full and benefici lal contribution it should. 

15 
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11. BRIDGING•OUR GAPS TO EXCELLENCE: .A 3 YEAR PROGRAM 

A) THE  CHALLENGES OF  THE INSTITUTE: The future funding levels are uncertain. 
This _coupled with the fact that current budgets- are insufficient to meet identified 
training needs is -creating dissatisfaction amongst our training recipients. Single 
operating budgets were introduced as of April 1,, 19.93 however budgets for salaries 
and benefits are still controlled centrally. 

Management responsibility -  for training and continuous teaming is a concept 
which Is not yet understood  or  accepted by all departrrental managers. Hence ..access 
to training id sometimes difficult - as demonstrated by the continuing low partiCiPation 
in intensive language training. 

Séparation between the Lester B. Pearson Building and the Bisson campus 
makes communications and staff collegiality mbre difficult. 

Staff eerceive that they are not part of the decision-making process: This 
perception rnight be , a-ttributable in part to our fragmented physical locations. There 

is a dedire artiongst staff for more and better communication from management, 
Management Committee can improve its decision-Making processes and more clearly 
define and communicate the management accountability structure of the rnstitute. 
Office procedures and operatibn procedures are deficient. 

There is no general guideline for internal and external client service. 

Our financial management tools are not providing us With up-to-date, pertinent 
and timelY information. The dePartrrient financial software, FIN EX, does not meet our 
requirement for information and FiNEX is diffictjit to reconcile vvith the training 
management  system, TMS. We have not taken full advantage of opportunities to 
influence the development of the department  computer  network, SIGNET .  

New employees require substantial  op-the-job  ccéaching as well as formai 
 training in ,a variety of areas. No such program exist yet. 

The Institute has had a high employee turn - over rate .  Administrative 
procedures and policies  must  be established to irriorciVe this situation. 
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8) 	FILLING THE GAPS: Ink-espOnse to the perceived Challenges-and training needs 
of DFAIT and  the  Institute the following aeivities are suggested: 

fl 	Bùsiness Plan:  Establish the information management -Vow supporting our 
Business Plan. Maintain an Institute  Business  Plan- Sefect and proceed with 
processes identified  in  the Business Pian. Recommend departmental multi-year 

training strategy indluding objectives, priorities, reSOUrcing, issues, trends, 
environmental  factors,  etc. 

liL 	Budget 	Propose training budget strategies for departrnent. DeVelop a 

paper to look. at revenue-utilization options including special operating agency 
status, fee-for- service  approach, etc. Obtain  the  "full-tihe-equiVaInt" training: 

pool budgets required. 

fill 	CoSt of courses:  Carry out study vvith  respect td Course loading  and  cost per 

participant. 

M 	Decision process:  Develop a Well 7 articulatécl management philosophy .and 
decision making proceSs. Identify the decision points- (clear accountability). 

Test  and  Clarify  the management of future  related activities. F,abilitaté, the 
 exchange of ideas. 

FadilitieS: 	Produce accommodation plan for novv and future. 

Information  teehriolOge:  Include in pur business planning the recommendations 

from J Mc Donald.  Blueprint for Renewing Government Services Using 
Information  Technolog'y, Tre.agury Board Se.cretariet Discussion  Pratt.. Qbtain 
information  technology, Planning expertise. Develop and'maintain educational 
technology experts° and use-this 'technology to deliver effective training. 

Use SIGNET and.,other technologies to coMMunicate more effe'çtively 
With clients. Optirnize use of SIGNET às distance learning tool. Participate in 
process of .setting future hardware specifications. Participate in SIGNET, Intotel 
and FIN EX design  côhrimitrees. Ccinfirm SIGNET standaids. Ensure i-emote 
access to SIGNET frorh all sites. 

Voice  mail  to be connected in both  Pearson  and BiSson and provide 
reouisite:communicatiOn, 

Provide Clients With direct electronic access to information, and 
catalogues in a -training data base  Automate proCe 'ures and forms; 

registration forms, C'Ourse scheduling approvals i use  of the personnel 
Identification  Number, PIN) Electronic Filing system. Ensure adequate suppod 

17 
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for the training management system. 
Provide a single  point of entry into the corporate Management system. 

vii) Manaemeñt 
Benchmark (measuring the best competitor in the market) 	For the 

purpcbse of benchmarking, develop criterion applicable to Institute services, 
organize Institute internal  interviews,  and interview contractors. Monitor and 
report on all activities. 

Strategies for COmrnunications from the Inatitute'to DFA1T -- Review our 
eXternal communications strategy. Improve the quality and frequency of our 
communication With PiLlr Clients. Develop dialogue with the Deputy rViinisters, 
executive committee, branch heads, branch training coordinator's and personnel 
branch. 'Maintain regular liaigéin with the policy staff. Organize a workshop for 

branch training coordinators. Increase the institute's presence at ail levels of 
DFÀIT management. Present  briefings  to senior Management Cornmittee about 
training strategies and uPdates. ÀssiSt clients to apPreciate benefitS received 
with full reporting and analysis. Inform clients of our services. Create reliable 
feedback rnechanignis ph quality of services delivered. 

Strategies for communications from the institute to outside DFAIT -- 
Develop a vehicle:to distribute our policies to our -client baSe. Developb working 
relationship with Inspector General. Liaise with Federal-Provincial Relations 
Divisibn. Maintain active participation in the Conference of Diplomatic 
Academies, Contribute to the-PS human résource.developrnent cornrnunity by  
participation in inter-departmental committees; 	Participate in the I nter

Departmental Cornmittee  of  Heads of Training  and  liaiSe- with Treasury Board, 
the Public Service Commission, Training and Development Canada, & the 
Canadian Centre for Management DeVeloprnent. Establish periodic meetings 
with the bureau of assistance for Central and Eastern Europe and theCenedian 
International Development AgencY policy groups. Contribute to the 
representational responsibilities of the dePartment vvith respect to foreign 
visitors. Actively participate in definition and implementation* of centres  of  
expertise, 

Internal (to the Institute) Communication Strategy -- Review internal 
communications. Ensure all Institute staff members clearly understand who 
our clients- are and what they vvant. Increase the Management presence at 
Bisson. Organize two 1-day retreats for half the staff of all operative units. 
Provide two or three meetings a year to discuss issues and bring forward 
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'suggestiOns. Ensure approPriateness of written and verbal communications. 

Use bean's E-mail  to announce news -/ progress. 

Planning Establish an-annual long-range planning cycle for the Institute. 
Çonduct planning retreats for the Institute training stakeholders. Monitor trend s. 

in the nature and  structure of  other diplomatit services and DFA1T. Monitor 

services provided by other training organizations. 

'Organization Devl  elopment (activities to make a Whole group effective) 

-- acquire the cap.acity to anticipate .future client needs  and  the necssary 

expertise  to Meet there'. Obtain the Privy CoUnoil OÉfide study on duplicatidn 

of- international relatiOns by Other government departments and DFAIT. 
DeVelop strategic alliances With other institutions (eX: distance learning 
universities). Confirrn existence and adequacy of "full-tirne-equivalentm pool for 

recruittnerit and training. 

Personnel Management -- Promote social  and  professional exchange of 

staff among organizational mnitS. Facilitate' tiansfere and develoWental 

assignments with the InstitUte. Cqganize orientation program for employees. 

Establish .a training and development plan for all Institute employees. Deyeipp 

and maintain coMpetency profiles for all Institute. employees. Initiate 
performance management process. 

Program develoPrnent -- under the leadership of the line managers, 

develop  and  maintain competency profiles for all DFAIT positions and 
eimployees. Complete ;cleveloprnent of language testing Capability. Complete 

testing:and implementation of an accelerated learning methodoiogy fâ r ianguage 

training.. Prcipose - to the personnel branch the prerequisite hyritan -resource: 

management frarnewOk for optimal utilization ,of the Institute. In consultation 
with  the personnel  operations bureau define a method of ccbordinating the 

recruitnient prciceSs  and the  development year. Erisura fpreign  service  officers 
and senior career program complement other personnel operations bureau 

career management Strategy components such as assignment planning, 
appraisals, prornotions and transfers. Broaden the InStitute seryiCes beyond 

traclitianal . training ta nove  IDFAIT towards Learriing Organization' principles. 
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12. ACCOUNTABILITY - Ote ORGANIZATION: 

The responsibilities , and accountabilities associated with the ihplernentation of 
the projects liSted in chapters 10 .  and 11 are described in the Human Resource - Plan 
(appendix F to this Business Plan). Itcohtaine organi'zational charts that match the 
current furiétions undertaken by the Institute. It also provides a human resource plan 
to move  toe.  More effective and  efficient  organintion. 

13. CLARITY OF GOALS - OURI WORK STRUCTURE: 

The list of pi.ojects to be planned and delivered by Institute in the 1994-95 
fiscal year is detailed in the set of Institute project plans: 
A) The Dearirs Office and Advisors Project Plan (Appendix A) 
B) The Fellows Program Project Plan (Appendix 8) 
C) The Management Services Project Plan (Appendix C) 
D) The Language §chool Project Plan (Appendix D) 
E) The Professional School Project Plan (Appendix E) 

14. OUR DOCUMENTATION: 

The Institute documentation and the relationship between each document vvill 
be developed and added ta this plan as appendix K. 

20 
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1.5. FINANCIAL PLAN: 

Combined budget (InOudes 	Institute budgets 
EAITCri.regular T&D 
expenditure) 

89-90 	90-9 -1 	91-92 	92-9 3 	93-94 	.94-95 	95-96 
	 - 	  

Proposed multi-year resourcing  per  1991 request:: 
: 	  

39M 	51em..,, ',4i7 -i4lke,i, 	' 	 e: 	:-';.- 1 	‘,1m:', 	$..,1,1/1. 	....$14.:.:8,. - . 
, 	

,.. 

v ,

,

,, , 	-?-i 
.., 

	 ' , 	 -  

I 

Budget/ expended  1à92-93 

N/A 	 .. $9: 	'.' 	 NiA  
I 

Budget/ expended 1993-94 
- 

› ,,:e.8,.2ritA,, 	 N/A N/A 	
I 	It 

Budget  aliocatiqn 1994-95 

. ;:e.;8'-.2M.,-,; 	N/A 

	

N/A 	 I 

	

Institute "annual budgets(nOt  ineluding salaries 

The consequence of this year's budget constraints are detailed in the Institute 

Budget RecoMmendations at'tadh.ed as appençlix G. The Inel:tute 9eference Levels 

chart is ai. page 22. 
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15. OUR PROGRAM MANAGEMENT 

1-10W WE MANAGE CHANGE: All the activities defined in section 11-B {Page 

17) are only a static definition of our current intentions., Aesoon as the ink is dry on 

the paper, change will take  place  and therefore thé required resense may alSo be 
different from the vvritten plan_ A manager's response to change is change 

management. This  Business  Plan .is a prime  tool for managing change it documents 

the complete decision process of the Institute, from its mandate to the series of 

projects deadlineS and service :standards. As such it provides the first of four steps 

in management of change -. 15efinition. 
The seccFnd step of change management is change control: the process through 

which every good or bad idea Must go to influence  the  original definition or be 

rejected by the person accountable for the resuits ,  affected bY the change. This 

requires clear accountability and the knowledge of who is accountable by everyone 

involved. Change control must not only stop bad ideas but primarily facilitate the 

communication of good ones: this process involVes taking quick decisions, 
communicating them and acting on them in a coordinated faShion. The Institute 
Management Committee chairperson is the change control authority  for  institute 

, 
cortiMitinents in this Business Plan. 

The third component of change management is the ability for everyone involVed 
to access the latest  information  and the history of dedisions that led to it 

The last component  of-change  management is the periodic auditing of the latest 

information to guarantee its correctness. 

'Change management will'oontinuelcF be established in the course of 1994-95, 
using  the  definition and control of Instiiute documentation and its use  • for 
communication by the Institute Management Committee. Furthermore, change 
management can be a powerful fool to lead this organizaton towgrd becoming a 
learning organization. 

b) 	HOW WE MANAGE RESULTS': As Programs and Projects evolvP, resuLts will 
be achieved and presented to program managers .  These results may or may not be 

satisfactory, may or may not rneet the defined goals. Results must be managed. 
Pleasuring, testing, evaluating these-results are ways to ensure their adequacy. 

Following are .a series of typical Criteria .and methods •that can be used to 

measure results. Many will'find their way into our  service standards. 

23 
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STANDARDS: Benchrhark .,, acceptance process 1:31rototype, tees,  etc l 

INPUT MEASUREMENTS; Auditor General , audits  on -skills level vs job 

requirernerità,  clients'  exPectatiôns, Measurements limited to DFAIT, 
releyance, set of activities that satisfy the Deputy Ministers-accountability, 
training days per emplyee. 

OUTPUT MEASUREMENTS;  Change  (impact): needs baSeline, attitude and 

level of satisfaction Measurements; client satisfaction ratings (managers); 

departmental attitude 1  with  regards  to personnel development, :training, 

recruitmerit, promotions  ; help 'provided is reCognized;  impact on vvork 
environment; improved audit reports in skills deficiencies (administration and 

management unite in"crease demand vs supply; new employees' increased 
professionalism, underStanding of department, rnicre rapid learning, integration; 

recognition by rest of the public service, recognized dollarvalue of our product, 

revenue, bill paying  performance.,  and feedback from  suppliers. 

PROCES RELATED MEASUREMENTS: coherence in program's,  coordination, 

 corriprehensive plan, c lost, cost of trainer, salaries of students, facilities cost, 
travel cost, supplies; fl iexibility in response to  clients'  needs, number of people 

and dollars to achieve Satisfaction, turn around time, students released for the 

course (le. good coordination and  marketing prior to course scheduling. 

C) I-10W WE  MANAGE PERfORMANCE: If vve manage results by verifying that vve 

have obtained exactly what w ie asked for, we manage performance by measuring hovv 

rnuch of our -resources werei required to adhieve these restilts_ The measurement 

suggested in the previous  section  vvill provide knowleidge-of the real price of results. 
It will then bedornÉ:posSible io study, unclerstanq and ii-nprove our  performance : 

D) HOW WE MANAGE RIK: The last enhancementeto our planning vvill be risk 

analysis',and risK -rnitigation. Aisk is  the combinatiCin Of thé possibility of occurrence 
of an undesirable outcome and  the  importance of the negative impact of this outcome, 

Rislç management cari be conducted -by evalwating the consequence and 

likelihood of errors in all parts of our planning - to thiS point. This list of risks, can be 

sorted to fire Oonpider the highest risks {combination of high probability and 
Significant negative.ccFrisequende down tO the threshold of rie considered affbrd able. 
For each risk; a risk m'tigation action would be considered and may be added  to  the 

 current plan to reduce:the total risk. 



Institute Business Plan 9,=1-5, Version 1.0, June 7, 1994 

E) 	COMMUNICATLON STRATEGY: The Instityte  Communications  Strategy and 

the Institute Policy on Relations withother Orgapizations are attached as appendix I. 

• 
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17. CONCLUSIONS ANO,RECOMMENPATIONS: 

Not all  i des  in this plen1  can be implemented in 1994. The Institute School and 

Prcbgram Project Plans attaohed in appendix contain a representative and dynarniC list 

of the activities to be undertaken this' fiscal year. These plans will be maintained and 
adapted over the course of 'the year and this set of appendices represent only à 

snapshot of the 1994-95 planning for institute activities as we can define them now, 

The Institute r'ecommends,that the Program Managernent Board provides: 

confirmation  that,the 	 " 

• 

Pr ogram,:i 
Management Board 
accepts-the Institute 
Mancfate and general 
direction proposed in 
the Business. Plan. 

-..,--.."...:,:,,....,>.;.: 	--...::: 	r........ , "....;:::,,,,,, 	.,..,..-e_., 	.. 
,-dzifeêà:::e ...,:i6-0L i-.....éll .ipileé.:,-,...-,., 	‘Ifit:,...-, -....: 	iic.,àèovee.›,...: „ 	 .,-, 	.,, 	 . 	..:. 	...-:, 	. 	',...,-,,...  
•. p,e:‘,ffiiiT„.-,.,. 	.›.,.. 	.>,:ptcigrorii 	

_
..:::;•‹= 	?pl.ficEi::. ..,.:..f.......».: ..;.Proeàfii 

	

. 	--- 

	

-:::$5:SCife. 	,209à.k.:. 
, 	  
rill,: 	...:....i.r.f,.. 	7pe'.éi:t.l'Qïri 	1 , ..:ya% of  ' 	" ; 90% of 

 	193 	94 	.›.... 	1193  	;..1. 9..3.t94..: 

. 	 ,  

agreement on the 
proposed 'allocation 
of 1994-95 funds 
-among foreign t : 

I:anguage 	traininig, 
official 	language'  
training, 	cg•reer 	' 
progran-ig, 	branch staff 	training, 	End 	1:ï>‹.,i Bu.... 17qe17%ciii-rir. 'rE.e,ridâti'45.Éi .=..".-.Rétei•ence:=- : e8251K": ,  

bran.dh mandate' 		" 
training, per appendix: 
G recommendations ori as modified by the Program Management Board, 

c) 	agreement on the propOsed human resource pian of the Institute, including the 

replacement of 11 cOntract positions and one term employee with 10 

indeterminate FTEs, 

d) 	:approval by the Prograrn 'Management Board tcF lend  $.1:50K frOin the Program 
Management Board reServe to undertake the analysis of the training needs in 
area -.studies and inter-cultural  communicaticns. The  loan would  be  repaid 
largely with the 1993-94 carry forward. 

,....,....:_"...n..;. , :.,.. ,,u:: 	:...,_ 	..v,.r. 	_ 	.,. .,.:7‘.,_ 
:3•1'El:OF.$'à 	f:-.',. 	'z.',BraP.:à 	, 	, 	.....F.F.r.‘,Eq..ü -; 	, gitibial , '..• 
:Ïiii1i.iii.i . à.  ' 	Uffiii<iiiii,i'ài'..-,..',. 	..l'Ai.ig4 .̀ 4'è.:.-, 	-; , iânou4dè,:. , 	,.. „ 	, 	., 	, 

, Ii'ifilipg:,::' , :'' , ' -.#ellilir .,i .T• 	e.'qj nield   

•ell ! 31.1' ., 	 ';'‘ 	 " 	 1.: 14 1Çi.:? ' Se"l'OK 	,;$ 650 FÇ.  
< 

-;101....91:1:.:o.f1.993-94Ç 	. . 	. ;-,-1 QZ 12ept. 	:‹....:9 -6.%Hof. 

	

- -„ 	 1 . 99.3. 94 
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Seri : .887 Lass: Official Langtmgai Training 	 -650 
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, 	  
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, 	 . 	. 	., 
Expds. 	 Rives' . 	All.tiCeitan,of 	F„Hll 

	

— 	 , 	ior :94-55 	Current Rei..• .. 	„ 
LIMV€11 ' 	 « 

7869' u  h 	 10,137 	7.,601 	 2,538 
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9 	 91 	 50 	 41 
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. 	  

2344. 	FOREIGN I.,APUUAGE P.ROGRAM  (In Ottawa] 	 2994
. 	

iet, 	sé4 
94.95: 35 Leriiàuaga$ 400 iitudenti 5,000 training tlâyï 	

. 	  

2334 	CAR4WFIORotii.M.  Fdr staff graiips:. 	 2950 	 2093 	 857 
• F5.0"s{Pol, Trade; Mgteen.Iat Entrv, l'illd + Snr Levais 

NRO's. 1_80's, and Adraln(Tech 

gRANQ 	TRAININc. 	 . 	 1978 	 1315 	 66a 

- 	
Urgent CILITM't pa Mead .raquifornoni.s. of Individuals and wdrk uni 	defined b 	Aesistant Depute? Minister's 

2315 ,-  - • '''' 	I3 94' : 200 different autiiact, 8 ..ifeci. k unit evaritàI 1inal. FI_1 .  at misslainsI 

BRANCH FÙNCTIONAL TRAINING, 1392 	 1035 	 348 
Training requireete support daPartrrearrt vide  spacàalibad fnnctionS, as d4road, by btanch mandatas. êg: 
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InSritute 

 

e  êstimare  u  ift01ini1iine recipcireion. 
m**': 93-9 4  funds là.p .Sed=$134Ç 

**: requêsted Mal, less non-essential actties. 
**,**.: Includes -$395K at finsêign Lanutiag6 training a! misalians. 

687 	OFFICIAL LANGUAGE PROGRAM: 	94-95: 2 languages, 125 - full-time at-lade-its, part-tima: 300 students in 	820 	 650 	 170 
groups and 60 students,in pri t .  
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1994-1995 Fellowgrarn Elude" Flemurnezdations  

Ali figures in $1000's 
	 , 
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«Plan.94 -95, Version 1 -0 5udget Recommendations – Junes  7, 1394 

In4.49BE. CFSM Budget recommendations  
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Tho iriCreeae la due to the centralization of rneinteriance budget - al dtrearn rotational porSe1ne-1 in - order 10  eT1 PJ« , 	. 
..miinagernent. &I- cotirse•foes.. 

, 	 • 
er 	 çtrerrace and St-Potorsburo 1 .mracrsion, 	This'is the  result of contraliiation DC ltelniqg f und e from 	branches' CO the Inititistii- 	4 	 25 -  .. 

.143 	 Ace atèrated languago .  learning program. 	13conoining dovelerOrncnt CDS(' 	 7.7 	 77 	 0 

292 	 The Lanouarie Sçhool 0mgal:ea 	 24B 	 2-11 	 10 

Tasting,  	 100 

	

i 	- 	 • 
1drEintifie imrilarelork Oppartunigee in L..ettri Americo I10. 9rieqoptl. 	 . ; •- ...... 	.: ...... ..... .... - .. . .... . . 	 10 	- 

, 	i):opmïet 01.-idditin1el rhatenst'for eianguagb,courese 	 en • 
Piirchaso'ol pe.  dagegloal raptorial'  	 7 
provide Cultural sidtivilies, 	 , 	 1 . 1 . 	 , 
si;icelel prtileaté . such' es valideran, 	EXITO 	Spanisti , aelf,-learoing program], etc.  	 20 

33 	 spir4lallzed Peat:wine 	The rnainiincreasê.in this lirie'is" . due',to .a. rrenster-dt the cont*rea'tnd ieim employees from 	 2 1n 	 195 	 15 
mmiàgereient Seryieee to - Tho.Language Scheel fe  1 .É015 .F. 

G-9 
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• • 
instildue Bui 5iness Plan 94-1)6,  Version Bijà'get RecarrimendatiDns -- June 7; 191 4. 

Lanquano Scàe1J11994.19261311eied Languanq Budgoi Ft:CornmendatioËa 

Ail figures in $1'000's 

s3-3.4 	 'Tçaining Activiti• kind 	liiiiji't fail impliç-ationa 	 Identified 	Proposed 	.Short 

Expgia- 	 FIctrate. 	Allatatkin Of 	Fail' 

fer  94.795 	Ciiiiant. 	
. 

, 	 , 	, 
 Fe( Leal 

,:. 	. 	 .;>• 	. 	
.2 

 .:., 	,>: 	 : 	;, 	. 	' 	-,,:, 	,,.e 	, 	, 	, 	 -"<'' 	,?.. 	, 
 

u-,ûres 	
.. 

:687 	OFHCIAL LAr,,,l-GUA:pE pFLOGFiÀful: 	8.4-95...: 	. ranguaes. -i'?fiiniii-rieh 	Ùtudents, pru.tirine.','30.0 e
, 	

..,.: 	'' ' 	...E<J?9,, 	 550 	> 	 1 . 70 

graues..aO8 ÉO  stud:refills .1.n Oven. ' 	' ,. 	:.:,>,.‹* 	— 	.' 	'0 	. 	' - 	e 

74 	 APG: Same level. al  irginine. 	 74, .5 	 73 	 1.5. 

a 	APE.: increase required to meal.  the  Treasury Baard  directives  re:level C flàr P'(. 	 30 	 30  

. 42 	 API" ... idleeta treinin9i.requinamani4. 	 • 26" 	 27 	 11 

46 	 AfT: Meete requirements. 	 58.5  

225 	 Departmenr: Indulges fuli-time ianguege training;for non-rotarional. irniners .i.on, in-house training, spousal program 	2,82 	 274 	 p ,  
and aoiciecultural.rictWities. 	.i6 newepecial,ized modules deideÉolpeid.lait year will be offered ro meet , idantified 
needs., 

40 	 FEB:  Same jevel of .  training. 	PGEI did  net  submit a training requoa1. 	 u 0 	 40 140q 

15 	 GGEI:Same level af Irailling. 	 22 	 14 	 8  

44 	 FIGS: Sarno level of.tiraining. 	 131 	 44  	87 	 

LGEI.: Samielevel of training, 	 1q5  	32 	 73  

13 	 LIGH.:>Sarno level-Of training. 	 "1.4 	. 	 13 	 1 

1 	 le: Same leyel ei treiirbg- 	 15 	 1 	 14 

EFIE: .  Semé level of freining- 	 0 	 411  

150 	 The Lengyage Sc. heol programs.: Some deweiogiment.prograrns. and special projects have been posrOciiniErd• 	 64 	 .20' 
padagegi cal  mater  iel budgrit . baG bp...dri rad LI CC11. 

G-10 
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• 

1 99 4,. .5_ES BQ ESMKLI S 0 L BUQQET RECOMENDATIQUa 
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Budget Ftedommendaiions June..7. 1394 .Frist4ite BusineiS.Plari 94 -9 .5; VieFsibn 

1994,19'95 Professional School Midget Recommendations 

A I fi9ures  in  $1600's 
_ 

• ,..: 	 . 

83:84 	 Training Activity and  shortfall Implicatiens.' 	 e 	l'entifiqd 	 . Prapc .5ed 	 Short 
.„ 

Expde. 	 '. 	
,e;.• 	1.. 	8kirrits 	 Allocation of 	'Fall: 

' 	 $... 	!94-.95 	Current' 	- 
...I. 	'-'• 	Ref Level -.. 	• 	. 

	

-- 	 - 
 

- 	
957 

.4.4 	CAREf R PFLDGRAM"rdTAL, 	 26gi 

A 30% cût of â•entitied . regUiramants ille activities Arsried ti:d rrkeleit:SPË. Kfie:,BicieciatirsrCit by cancellingyaricus. 

programs, courseofferings, reducing fees and Oosipo -rdnu program development 4Mid reducing 1:# ri fir a c m r tees. 
- 	 • 

ill 	ton-imon COr_e_FSDER.I. 	 • 86'3 	 6.08 	 255 

155 	• Entry Lavèl.... 	 155 	 130 	 1 25 

Cul  contractor fees 10% or. drop ono  course. 	 - 
. 	 . 

165 	- Existing M -ad Levaifeisting management and FSÉP uouressi fintm)reted with dther aidatirifj Mid Level Pregrm.sl. 	212 	 125 	 '57 

- --• C7aikei -eirbeierifYaliciatiei.7 liiiiier-raing'rifircburee-s'à-niee5i-FeM- ii-Tideirilinii-c:Ciiig;i17.-  -- 	
_ _, 	. 	 .. 	 ._: . 

. 	 . 

O 	 - 11..rew Mid L..-ayel prograM - - needs analysis, design + pilot. 	 125 	 125 	 ' 	0 
ilictegreied vviti-i Mid Level 8 bicibei F50 Wouïerilis] 
pparpone dereiàr] and delivery  of  n% of . pieriao.Courses 

, ,• 

587 	- $enln/ LeVal ÉLe-ideirshlts Cellogulurn, HOM training, Directors Crienietion, Negotiation, Progrem,i 	 370 	 229 	 '14e 

• .PistOone Mgt: Davelogirnerà Study and fallp'sei up .  ta.leadersnip college:in. 

201 	PolitiGaliEconornic -I$D Program 	 297 	 205 	 92 

. 15 3 	• Entry Level 	 162 . 	 .1213 	 22 

cut contractor feee10% or drop one or more coursas .  

47 	.. Existing Mid-Level (junior F50 courses] 	 70 	 0 	 70 .,. 	. 

0 	 - New  Mid Lev.el program ineads:enalysls, design, + pElo0 	 76 	 75 	 0 

15 	 - Sisnior Leval !schedule:11er 95-96i 	 - 	 ) 	 0 	 0 	 I. 

estimates soblect to nex reconoiliatton .regueste -Lena!, bee.non-essential 

G-12 



Buàgai. Robornmenclaiions - -June 7, 1994 Institute Easiness Plan . 94-95, Version 1.Q 

Training Actilly and short fsll irnialication;; 	 Identified 	Proptregt1 	Short 
Ends. 

	
. 	• • . 	Allo.catiàfi of 	Fall 

i 	 1..1. . 	 Current 	. 

. 	 Rri1.1.:evel 

Cs.reerierotà_rn COnt .- 

215 	içornrriercialiEérencrniç FS0 Program. 	 aits 	 295 	 93 — 

149 	- Entry Level 	 243 	 200 	 I  43 
cut çnntieêtor . 1.00a- 1.0 	Or elrop•nea or rii7id .re courses 

66 . 	- Existing Mid Luval ijunior.FS0 Cteurses1 	 70 	 20 	 60. . 
çancel. for :this rime. 

0 	 - New Mid 4vinl proigrturi i rialed 	ana.lys11, deSign, -a- delivery 	 '75 • 	 75 

O 	 - Senior Lever{scheduled for 957M 	- I 0 	 0 	 0 

281 	— orMgrimami_ç àrn 	 26.42 	- 	/40 	 00 

281 	- Entry  Level 	 166 	 165 	 0 

O. 	 - Mid Lavoi Wo'!adSting pic9r.pm} 	 0 	 0 	 0 

0, 	 -.New Mid Level prodlein - needs analyrsis, design + 'pilot. 	 75 	 75 

0 	 - Serlior LeveJ 	sl.r.ettules1 eûr 95..961 	 0 	 0 	 0 

LZ2 	AdrninfTech_Stalff Prenrern, 	' 	. 	 657 	 :400 	 le/ 

-Ion,going 22 courses developed last year. 	 .21:10 	 280 	 0 

- Work  Force  Adjtratrnen1 .1 1/eA pCM  retrainingU 	 120 	 '120 	 0 

0. 	 - conversidn CHI pi-del- ern to 7 1m3rriPetell.Y -bad strubture - 	 1.67 	 0 	 167 
postpone 10 95-96" 

estimetes subject  tu Fin  ex reconciliation requested total, less , non-ess .entiel activities 

,G-13 



estimates subject te Finer( reconciriatiorj A' request es, nq lo13nu-d  jciv iti  'COI& 

Budget Revornmendatans — June 7, 1994 lintinaa Eluaineaa 	 '.1rsion 1:0, 

93-94 	 Ttalfilri.grActivity and shoal fall - implications 	 Identified 	: 	Finoposed 	Short 

é?4PeQ. 	
:, REjrnts'.: 	i 

	
Allocation of  : 	Fall 

. 	for '94-95 	:' Current 	' 
• ,* i . 	 ' rlottaVel.e' 

, Professional Careier Pronren Kent. 

25 	 ;Inn Rolatinnal Officer Program - 	 .105 	 75 

(new program - nee4a . analvals„ design and Pilot) 
, 

, 
t 0 	 locally Ennaried Officer Proprams ,  

posiponia needs enalvals to 1995 .. 1996 

Individual  	 — — 	 - 
(special career enhancernenftraining of selectediralividuals and TB mandatory ÉX griebtadonsl 

postpone all diacrefignary coures one  year axeapt Close air,eady corrarninagi 

. 	 Q.MâaLgeopElle/p122471 jealtel 	 20 _ 

Evaluation and Validation.of prototype services reduced by 50% 

le 	Program deLiiderv sui3gori 'staff o'neis.fcentFact  or FTE'SI 	 220 	 220 

G-  14  
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• 
lnitiite  Bustne5.s Plan 9495, Version 1 0 nudger Recommendations -- June 7. 1894 

	

.. 	 . 	• 	-.. 	 ,. 

92a4 	 Training Activity ancishort.fall'implicatiens 	 identified , 	Prapn;sed.. 	Shinn 

5.xiad... 	 1:14:entS" 	 .Alkicatiàn of , 	Fail' 
: 	.:. 

-.. 	 ;•,,,. 	.. 	Ike 94-95 	Current ,  , 	...‹.4 
:,. 	 • 	w • 	4. ... 	. 	- 	- 	' 	R,af.Leyal, 

2319' d Ê  « 	eja,KCI-1 STAFF TRAINING un 	-1M_F:t 	 .963 „ 	 .., 	 . 
Urgent current jab` relat6d requirements-of'individtials and wiork units including toreignianguage training ert • 

rnissLans as defiriel by Assistant Deputy Mihister's, cut by 	5 (1i:G. 

MINT/MIKA .  USS, CPD, ,XDX  Staff 	 22' 	 15 

individual eel- uw:eric skills -I- knowledge 

eg  .steff: 21:0 	 50: 	 40 	 20 

plèseniatidn af Exeparr-liyipart bureau  computer  system deuslaiimént anti pperetiori training. 
- inability ta unilertake ping. lecidentified requirements  in  aLl pii-iet work..skills and scnnOrniSS related training. 

111,3 staff 120 	 • 	 Tacir 	 79 	 .55' 
'line:di -If y to en. "denteke grog, kr identiliectrequireMents la: • 40%". of 'work skills leg wrrting'skiiisi ., TOP 
orgemisaional developrhent,,and specialized tirade •Pr40cP trikiiPiP9 

.1F9- staff 93 	 . 	190' 	 120 	 40 

inability toiinberteke pro u .. far identlifeci requirements . in: -25%  ut  grateselortal experriEd :El.lekqeirMIce training ,  
prirnarilyin interrestianw làw !In& new Ind. Tracle•Lew Diy1 and.othe funciiabal ifees JeN. JIX.eto. . 	.. 	 . 

8çg  sten 60 80 	 40 	 Q 

Inebility•td.ondertakû.prog. her identified requSramante in: -32% - al cjammu .r.licati.una r  endla relations and miler 

lindivh:lual wiork sisilli darting 

hm . , staff 780 	 era' 	 1.5o 	 150 
.• .. 	. 

inability ta undertake prog, for identified •reCuirements in: • MRD (5100k1 and '2 .5 .% of 'specialised technical 
.— 	, 	 . 	• 	. 
training. meay .  occupational  groupa  incl...•eampiiiteri records ragt.....`audit'financeptoressicenals . 	. 

v'eitimetes t ublect to final Finex, reconciliation 

▪ reatiested total, less..non .-esseritial actlidities 
• r This year 494:9.5} is the fiit tline - tisà1 branch staffiraining ,and brapch.'hinctianai training are sa .Parated there:bra this 93-94- expended 4s flUillbEll inciudes both types Pf`training- 

G• 



Budget flecorriniondagons -- June 7. 1994 Instiwire eti5iness  Plan  94 , 95. "si,ei..sion 1.0 

	

9:3-94 	 Training Acilvit.ke and 	1 .1.ori, f all if4lic-aiions. 	 idOnfified 	Fibn9sed 	Short 

	

Expds. 	 éras 	 ,A1.1ccation ot 	Fill 

	

. 	 .. 	 OL.I.n.ent 
%laws' 

- 	  

EIFIANCH STAFF  TRAINING  (Cpritl: 

8.D3 stet .  400 	 81 	 60 	 I 21 

'nobility  ta  Lindertes,prog :  far  idantif?ed requirernerLrain;•- 25% Di worlr skills ,and specialiSedhurnarreesource 

management pràfessional training--s-g giievance feboluti•tin.. career enning, fili.. Pliélninglïlè"- 

CanacIari F tM 	staff 40  

Inability  ta  undertake pi ...og. f or  :identified recKii,i serrients ip; • 5 0.% of spsiblisecliecnilical trnol- 'Sinew PrI:egffl 

i  Pars and Trng. SpeCialiStO requked to dollyer proeprns al durlrisgl In ti•LI - 4:locumnt. 

in sial 330 incl. missions 140% shortfoln 	 70 	 40 	 30. 

Prefessionél 	 -13b- . 

I 	FIT -St.rhissions 	 :10 
• 

I  UG8 staff 760..14. Missions "2 .51-1.ortfaffi 	 120 	 90 	 0.  

Pr ofesafond 	 11e 

FIT et missions 	 10 

13g1 sue 1720 inCl. Missions oà.% sl-LordaIn 	 325 	 220 . 	 105 

ProfessiOnal 	 125 

FLT al rnissioqs 	 -200 

_  
to final Fintncredonciliation • • ÊsOussiecl 'total Isse n9n.sssential ictiss 

G-1,6  
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• • 
institide Business Plan 949r Verihin 1.0 Budget Recommandations -- -Irma 7. 1994 

•95..94: 	 Training Activity and short fall implications 	 Identified 	1:à..ciaosed 	•>: 	gW1 " ›  
0.1ernts 	 AllotatiOn of 	› 	FaLI 
fo! 94-95 	Currentè , 
:ii e 	 eli !..,1,01....el 	- 

19RANC1-1 - TAFF  TRAINING Éconii 

«Zà§ 	a/aff '1610 . inol...Missittris l .3.0% alliorillall, 	 21Q 	 150 	 op 
Professional 	 125 

FLT at rriiàsions 	 85 	 - . 

Glil  staff.240 . inci. Missions .130% short-Le. 	 85 	 80 	 5- 

Profession& 	 75 

FLT at misSiOns - 	 10 

Lgià etaff 870 incl. Missions {30%.5horealli 	 Ili 	 115 

Prdfeslonal 	 75 i. 

FIT  at missiona. 	 100 	 - 

- Outside Workirui -loir  s A Treasury Board Flurnan ftr3ourc'el Management pricrity'prograrrt, This iÉ 'the mOèt d:oit 	i  80 	 60 

efleotiide ompiCiii.o.o. training. 

I 
kietiminels subiact.toTfinal FinErx , roconcilikon 	requasted•total lesÉ.non aErnaI act= 

G -1 7 



esi[tes subject to irîal Ficex reonciliation * 1+ requeste Eras ,  nor435anti  J.  activities Iota 

st 

BUdet Recommendations -- June 7/1994 Instibula Bu5ine5s Plan 94-96,. Version 110 

-  
, 

93-41- 	 Trainiag Activlty and 5. h.ort iell implications:. 	 Identified 	Prepà5BEI 	 §iiart` 

aiede:. 	 fiqtrits 	 Allocetbn. of 	Fall 
• for 94-95 	Current 
1 - - 	 flet..Leval 

BFtANCH FUMCTIONAL TRAINING 	 1./%1 	 2-9-U 	 ?LIB .  

IFB raa% shortfalli 	 • 	 :2E2' 	 1U. 	 82 

t heiiCe5 vijil I has.r.g :-t4 1)B rtiede 4.etween tiie,rollovilingliainiirgi neûds; 

IM1-1,  - Flumen Righte;'eXplici.t . dePertment inertidiate tû :train all F50.à behind schedUlé.; '160 critical activities 	100  

planned-tor-this year. 

'MU - Electipn Maniroringi Dernacretle.DevalopÉcant: 	 0 

isq  - Mission Security Officer 	 60 

-17EQM Einergencv  Driver 	 30 

72  

TFB {last 	F.  supported by branch funds} po% eitertife •11._Q 	 1 1[/Q 	 . 40 

ChOices will  har. Éi 'g ba maqa.beiween the follOwing tr.eini ng .neels:- 

TPD • PEMD Delivery 	 30 

- Trade.in:ServiCes  
i 

-  Market  .lhtellieence 	 l 	.n 

- Win .  Exports 	 ' 25 

112 - Strategic Ailianrces .-1- InVostmeni 	 45 

M r•o% enprifelll 	 ' 4i7 	 350 	 72  

Chi:lied:Is will k-lava to ha rnMe between the,following trngmeeds: 

e_Ili - Caneular  

JENJ - GOC Environmental Policy 	 • 64 

BC13 	- Media montIons, training and chaching.for senior levels 	 1 64 	 . 501-• 	 14 

G -1 8 



• • • 
insEitbrre BLI5irmEr 	 %...rerion eudg et %commendations -- Ol und 7, 1994  

9194 	 Training Aàl-iditit and 	Flidrit fall implioations• 	 Iciléntifitl 	Proposed 	Short 

Expd..s. 	 .1=tori1 s 	 AilocatiOn of 	Fall 
br..e-95 	È urieni, 

. 	 iief.i_e.iel; _ 	  
paAteH FUNCTIONAL TRAIN if<  loontl 	

. 

- 
ME IS69,..linn.lal.1) 	 154 	 100 	 M 

Chilioéé win hie  to  be made be'rWean  the  foillowing treining rioads: 

ABL 	- Training of Firli•S514r1 Staff to enable devolutibn CC raull'irtirralt Ifcr LES personnel mie, 	 "Eià 

ABEH . (j.cc. Health end Salley  tin 	of  ,res. pansible pffieérs.ln Ottawa end MiSsions 	 20 

ABDA -LEmpl..AssistancEr . Prograirn-étioss management ..and rnanaging.diflicult EirriPleWeeà 	 1 4 

AerIAX., war k5hopG.Ici .  spouses in 0:SubiEC  a raas 	 10 

ABE - Siaff ReatiOns .- Téng. of supa.n.ilsorilri . griè.,:ean4e management pollectiVe àgrùrnente etc. 	 15 

AÉIA - ApOraiStil Writing for stipervisor.S.lori going program not incLuding communioatiOn program.. 	 15 

introduction of new form 

MCH 126% shortfall) 	 S1 6 	 22 5 fi  
Choices will have to be mede between thé following rralning neer:ls.. 

MFG. - Finex finandial. Mg!.. Ling. of.fsillsSions,Administiiitive Offic:iirs, Post accountant's  and  finàridal 	 130 

offilderà I-10 - 25.% reduction of teng. , at:middens 	- 

rosOF - . "(earà,nrcal. (*mg. for EL -1- CS  in commi.inicutfons .-F seuLtrity ielquiprnont In Ottara ., and  mIÊIrn1a 	119 
Ceg orypto, tEyripeGt,: 'MAC'S cto.i 

MKAC -ftecords management (rag. of ail Dions in riew,e11;Intrn.nin.SYSterre, ÇA1S elP...- rediegi rite.of 	6:7  
riarropiuticin of system 

Qiinodian Fotalon Se .nirce IFutitejEL 	̂.1..4enaernent 4:1.t tuining` far all training centre stert'brarich training 	ee 	IQ 	 ilà 
word; naio rs .touaneb.le,the d.Eridolution of training . auitho :rity, 

. estirriatOS Gu. &Etta  mal Finex reocriciliarion 	requestes Iota ess non-essentiel activities 

G-19 



Inntitute Business Plan 94-95, Version 1.0 
Management Morrnetion Plan -- June 7, 1994 

APPENDIX H) MANAGEMENT INFORMATION PLAN tizi be expanded at a Inter  date 

G-20 



Institute Business Plan 94-95. ,  Version  1.0 
Managementinfài.ination Plan 	 1994 

Oefiniticn  of Instittites Trei -nino Management System (TMS):, 

The purp6s,e of the training' management system was to: 

a} replace a series of small unconneute'd databases and spreadsheets that were being used to 

collect various components of i. he data required for the overall management of the department training, 

programs, 
b} provide a means of putting .up to date training data at the fingertips of the training officers, 

take advantage of the then currentnetvvork technology,to consolidate and manage all training 

data in a centralized  location.  

The deVekopment of -the  training management  syStern and  the  management :of training qan  be 

greatly faciLiteted bii;e  the SIGNET' infrastructure. The  Instittité will replace ,the current *training 

management  system with a neW ! application starting with an eledtronic ePpliOatiOn form and an 
electronic course: catalogue, SubSequenf phases will permit reaktime,interaCticin with  INEX  and , 
iNFONEL, integratiOn with other departMent applications  and more 	Eventyalry the "training 

management system Will be subsumed iritô the new SearilleSS sYstern. 
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Instttute Business Plan 1994-95, Version 1 - "Ô 

Communiceions Strategy and Pblicy on Relations with Other Orgzinizetions -- June 7, 1994  

• 

APPENDIX I) COMMUNICATIONS STRATEGY 

AND THE INSTITUTE POLICY ON RELATIONS WETFI OTHER ORGANIZATIONS 

• 



Institute Business Plan 19,-94795, Version 1.0 
Service Standards -- June .7, 1994 

• 

.APPENDI).Ç. 	[NST[TUTE - SERVIC .E STAN.IDARpS, 

• 



• 
TO 1 A APL 

REPERENCE 
ateMENCE 

SMUT 
SUJET 

CHM - Dave Cheat 

ACB merno 0012 dated January 28 

Service Standards 

141f.
.t1n A  wil dair; 021 	 more lire ietifetir 

intemgiOrbig Trieel Careida 	G6rrynerce 	Cfriada 	 0,144 ()yet/99 .2-9314 

sectrieursj 	Li reitfiED  
Ateurem é Rees= 

Filsi i Orcemt 

Ded0 

February 2,  1 ,994 	 
Number ileurrelgo 
CFSM-067 

Ricieseala 
mimes 

DeerRglitinum Attached please find duty completed charts highlighting the services being 
provided by the institute. 

Dave Dy 
Director 

EXT 407 ill2/11 

• 



p2.13,NÉTKEttr Or FoREIGH, Ariirait&iiD MIERidierlelle TRADEMIIIIETERE tS APFAIRES EXTRAtig..EM En.  CceinÉitcle NEUiMWNAL 

2e/ 2/4' 

BERVICB tiTpai4ap rimmenreimenTrim ereememu DE sEgvelea. 
gORKING GROUP/GROÜPE DE TRAVAIL 

• .4kjee -mug iàuzFrwaierrEr.rie Imam miràeifflumirrum 

ail ram 	EigiEu-4à. mu= eueel Rmiic 
CM CrÉeréfflatUte.OUNIfflurE cakimoirme.Aburici 
cd a nap 	cerizeganze; weeiErtreettfrie boarnalei 

ceilingiÉmarroduz 
Mi??»  i àzmespi.oznitiorm. RefirerEEIMMONNE, 

- 	. 

mammon dxfarevicEdemffleçe DM 11:Mlegià, 	reriCtItieltiMc5A 	ocuveÉrtalerre041 WIErriC .0 lead» 	 C07414.02W 	 ciprinaz 	 craccersUi 
.111/0FeireacaicQrra 	

. 	
Emma Eaccaugào 	cam 
m4Ecaliliel1 DIE 	 , 	Ità“ 
MUM:1MM 	 • eireira 	  
isannie 	• . 	 cm 	OK 	0 	Dcrr. 
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20, 26, A-2, 8-1, C-2. C-7, 0-1, 
D-2, E-2, F-3, F-5, G-1, G-7, G13, 

G-9, G-10, G-15 
leadership 	1, 2, 5, 8, 11, 15, 19, A-2, B-3, B-3, 

F-3, G-12 
learning . . iv, 1-3,  6,-9,  15-17, 19, 23, 24, A-2, 

A-5, A-7, 3-1, 3-3, C-2, C-3, C-4, 
C-5, D72, E 7.2, E4 , E-4, F-5, F-5, 

F-9, r-11, G-9 

p , 5, 8, '13, 14, 24, A -6. A -7, E- 3, F - 3, 
F-13, G-1, G-3, “, G-7, G-9, 

G-10, G-12, G-13, G-14, G-15, 
G-16, G-17, G-12, G-19 

levels 	5, 7, 12, 16, 1B, 21, 22, 5-3, G-1, G-18 
	  iv 

	

liai   hi, 20,  <24, 26, G-5 

	

long-term     1, 2, 7, 2-1, G-9 
management . 	iv, v, vi, 1-26, 23, 24, 26', 

A-2, A-4, A-5, A-6, A-7, B-1, E-2, 
13-3, 13-5, C-1, C-2, C-3, C-4>, C-5, 
C-2, D-1, D-2, E-3, r-2, F-3, 

F-4, F-5, F-6, F-3,  Ë.  F-11, G-1, 
G-6„ G-7,  0-9, G-1 2„ G-13, G-16, 

G-17, G-19, G-20, G-21 
Management SereiceS 	Il,  4, 20, A-2, 2-1,5-6, 

C-1, C-2...C-3, C •4, C-5, C-S, D-1, 
D-2, 5-2, F-4, F-5, G-1, 5-6, G-7, 

G-9 
Mandarin 5  0 -4 
mandate iv, v, vi r  1, 2, 5, 23, 26, A-2, A-4, A-5, 

B-1, C-2, 0:2, E-1, E-2, 	G-18 
manual 	  
maximum 	  8 
measurements 	  24, A-4,132, E-3 

5_,Xs 	  14 
external 	  1-3, 16, 18, B-2, 3-3, 
facilities 	...... 	8, 12, 17, 24, F-11, G-1 
facility - 	  6, F-9 
fellovv 	  B-1 
felrovis .ij  iv, vi, 4, 20,25, A 2 A 6 A-7 A-9  

a-2, B-3,  C-2 D2, E-2, F-1, 
6-1., G-4. G-5 

finance 	  C-5, F-8, G-15 
financi ] l 	8, 13, 16, 21, C-2, C-4,  Cr  F-4, F-5, 

level . 
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media  	7, A-6, B-3, q-15, G-18 
rid-eveI iv  1 -4, .05,7 
rnmum 	..... 	• • 	11, 12, C.6, G-9 
kilinister 	. 	A-6, A:7, B .-1, 13-2, B-a, G-1, G'4 
Ministers . • 	i, 'iv, 10, 14, 18, 24, A-8, A-7,13-2 
miseon 	 v, 1, 5, 8, 12, G-18, G-19 
missions • 	• '1 '0, G1 , G-15, G-16, G=17,' G-19 
Mitchell , 	, 
morenty 	  11 
	  3, 11., 1,3, 17, 21 

National Defande  	 6, 7, '10 . 
need - 	35, 7-8, 14,-15, A-5 
needs 	• iv, v, vi, 1-5, 7, 9-17, 1`9, 24, 26, A-2, 

B-1, B-3, C-2. q-2, E-2, E-4, 
G-9,  6-10-, 6-12. :G-13, .g-14:. 

G.-1.g. G-19 
negoton ..... 	, 5, 7, A-7, E-3,  6-12 
next  	 14, B-2 
non-rotationai 	  ,1v,"14, G-10 
Objectives   12, '13, .17, A-2, A-7, 'FL4 
office . jL vi r  4, 6, 1 .6,19, 20;26, 27, A-1', A-2, 

5-'1, C-2, C-4, 0-2, 	F-a, 
F-11, G-1, G-2, G-3 

officer . . iv, 14, E-3, E .4 , F-4-, F-5, G-14, G-18 
 officers „5-8, 10, 19, B-1; E-3, F-11,. G-13,-G-21 

officià1 iv, vi r 4-6, 11, 12, 15, D-1, D;2, F-9,'G-1, 

orieration 	. 	 i r  iv, 15,. 	-1•5 
operational 	  -6, 14, C4, F:3 
oPerations-   	19, F .-4 
opportunities 	. 1, 2, 5,16, E-0, E-4,  F1. G9  
optimize  	 6, 17 
organization 	. iv, v, 1, 2, El, 10-1 .2, 14, 19, 20, 

23, A:2, A-4, A-7, 9-1, C-2, C-3., 
D-2, E72; 	F-2,„ F-3, F:12, G-14 

V  , 17, 23, A-5,13‘-2, C-S 
3  5, B-2 

3, 4, 8,  D.  12,24 
,:l 0, .11, 19, 24,  A4, W.2, C:3, 

13-, 0-4, E-B 
perincliC  •  9, 18, 23 

V'3.  14, 18, 19, A3,  A-5„B-1, 
872,  8-3, F-1, F-4 

perspective 	.......... 	 1, .2 
pilot  	 y, 6-3, G-12, G-1 -3, G-14 

	  17 
Plan 	1, I, 	iii, iv, v, vi, 1,,3,15, 17, 19-21, 23, 

24r2  27, A-1, A-2, A-4, A-9, 
B-1, B-6, C-1, C-2., C-3, C-4, C-5, 
C-7, 0-1, 0-2, D-3, 0 .76, 0-9,-E-1, 

E .-5, F:1 . , F-4. , iG-20, Index - 1 
planning . 12, 13, 15,17, 19, 24..28,.A-4. F-4, 

G-16 
PIVIS   11, A-4 
policies , . iv, 9, 11, 15, 18, A-2, A4, 0-2-, 1>2, 

É-2, F-3, F-4 
policy • iii, iv, 1, 2,-7, 10,:. 18, 25. A-1,'A-2, A-4, 

A-5, A-6, 	6-1,8=2, 8-3, C 7 2, 
D-2, A-2, F-1, F-4,,  F-11, G-19, 

G-22 
Portuguese 	  

position 6, 13, A-2, C-2, 0-2, 572, 
F-8, F-9 

POsition's 	„ 	VI,  3-5:. 13', 19, 26, C-5, F-1, F-S , 
post 	  10, A-4, G-19 
posts 	  6, 7, 14, 5-2 
potential 	 - 	• 	v, 10, 15, C-6 
practice . .... . 	 A-2. A-1, F-3, :G-1,5 
practices 	 v  A-7, B-3, F-2, 0,3 
preSEnt 	  Zr  18 
presentation 	......... 5, 14, A-4, A-6, 
pride 	  1:1 
Primary 	  iv, 1-3, 10, E-2. F-5 
.principles 	  1, 8,11 , -12; 1,9 
priorities" 	. 	 .11, 12, 17 
priority 	 1,2;  12, 16, G-9, G.-17 
..private. sector 	-   3, 6, A-7, G-1 
profession 	 - 	F-5  • 

prOfessional. 	iii, 4, 6-8, 11,14, 19, 20, A-2, A-5, 
A-7., 	C-2,•C-4, D-2, D-8, É-1, 

E4, F-3 -, F-6, F7.6, F-11,' 
G-3, 6-11, 0:12, G-14, G-15, 

G-16, G-17 
professionalism 	 I, 2, 7, / I, 13, 24', A-6 
proficiency 	 5.. 12, 1.3 
program 	1, ii, iv, v, vi, 3-6, 10, 11, 14, 16.., '19, 

20; 23, 26,  4-1, A72„A-4, A-5, 
.44,  4-7, A-9, B-4, 672 ,  B.71 ,  

D-2, El, E:2, E4, F-1, F-2,  1 -4, 
F-5, F-5, F-7, F-11, 
G-71. G-9. G-10, G-12, G-13, G-14, 

G-16,  G17,  G-18 
Program Management Board . 	i iv; v, vi, 3, 2.6, 

	

C-.2, 	E-2, F-2 
programa 	vi. 1, 2, 4-3, tO, 12, 13, 23, 24, 

26, A-2, A 4 , B-2, B .-3,  •C-2, 

	

D-2. E-1, E-2, E-3, 	F73, F-5, 
G-9, G-10, G-1.2, G'-'14, 6-16, • 

Gg1 
Project ii, iii, 	v, 12, 20. 26, 27, A-1, A-2, A-4, 

• A-9, B-1, B-2. B.3, B-5. C-1', é-3, 
D-1,  0-8, E-1, E-3,  FB  

projects *6, 	 B-1, D-2, F-5, G--9, G-ld 
Promote 	  iv„.2, I'S, C-4 
previnc.de 	  
provision  , . ...... iv, v, 1, 2, 12, A-2, F-3, F:6 
public 	  1, 2, 7-11, 18, 24: F-1 
'publiC service 	 1 2  9, 11, 18, 24. F-1 
publication  	A:6 

quality . 3, 4, 13, 18, C-S,  0-2, É-2, E-3 ; 	3 r  F.5 
rate 	 . 	. 	9  *16, F-11, G-1,9 , 
rates 	  12 
ratings 	  24. 
recogniti On     1. 2, 24, C-4 
recomrnendatiOn 	  vi r '26 
recon-imendations . 4.4. 15, 17, 21, 26, B-2, B-3, 

G-2, G-3, G-4, G-5, G-6, G1 7, G-8, 
G-10, G .-11, G-12 

fec.ord 	 i  C-3 
recruits - 	 - 	.3,14 

	

reduce 	 y, 14, 24, C=5,, F-8, G-7, G-19 	 , 
reduction 	 , G-15.• 

PaRer 
Past 	  

PeOfDle„ 	 
performance . 

personnel branch 
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reference vi, 21, 22, 26, A-1, C-1, 0-1, E-1, G-1 
registration 	 ..... 	17, C-4, P-5, F-11 
relation ... , . 	............ 	F-2 
relations 	iv, 1-3, 7, 10, 14, 18, 1'9, 25, A-2, 

A-7, B-1, 9-3, C-2. D-2,  
G-1, G-15 1  G-18, G-19, G-.g 

relevance  11 2 9  11, 13, 24, C-4, C-5 
relevant iv, 1, 2, 5, 7. 10, 12;14, A-1, A-2, A-5, 

B-1, é-3, C-1, C-2, C-1, 0-1.  D1 2, 
E-1; E-2, 

reliability 	  C-3 
re port 	  iv, 3, 11, 15, 18, A.15,-C-5 
requirement 	- 	 9, 16, A-5 

requirements . 1-3, Sr  14, 13, 16, 24„A1,_ A-4, 

A-5, 8-1, E-2, C-1, C-3, D--1, 
F-1, p-i r  G-10, G-12, G-15, G-16 

'research 

 

vs-1.  B-,.2„ F-3, F-7, G-1 
rasource 1 r FIFVr'n, 4, 6, 7, 1 2-15, 24, A-4, A-5, 

B--1, 112, C=1, 	E-4, F-2 
respond 	 • 	  9, F-2 
response 	. 	11, 17,-23. 24, A-2, C-3, F-4 
responsibilities . 13, 18, 20, A-2, C-2, b-z 

F-2 
responsibilite  - 4-6, S, 16, C-5 
responsible , 4, C-.2, D72, E-2, F4, F-5, P-6.. F-8, 

F-11, G-19 
results  . , 	 1, 20, 24, A-4, B-- 2, C-3, E-3 
review 	I, V, 7, 18, A4, A-6, B-2, B-3, C-3, F-1, 

F-3 
risk 	 - 	24, F-1 
risk mitigation 	  ,24 
risks 	  24 
role 	  iv, 1-3, 8, 12, 16, B-3 
rotational . 	iv, 14 E-3, F-1, G-9, G-10, G-14 
Russian 	................ 	 5 
salaries 	  4 16, 21, 24 
satisfaction 	  24, C-4, E-3 
sChedule 	  12,  F.3 G-18 

scboo1  iii , v, 4, 6, 14, 20, 26, A-2, 5-1, C-2, C.7, 
D-1, D-2, D-8, E-1, E-2,  

F-6, F-11, G-3, G-7, G-8, G-9, 
G-10, G-11, G-12_ 

segmants 	  10 
seminar 	  B-3, G-3 
seminars' 	  
senior 8, 13, 14:1S, 19, A-1, A-2, A-7, B-1, B-3, 

C-2. D-2, E-2, E-3, F-1, F-3, F-4, 
G-3, G-12, G-13„ G-18 

servi.ce 	1,1, ill iv, v. 1-3, 6, 7, à, 1 1  -14, 16-19, 
23, 24, A-1, A-2., A4 , A-6, 

B-2, S-3, C-2, C-3, C4, C-5, D-2, 
E-3, F-1, F-3, F 4, F-5, F-9, 

F-10, F-11, G-1, G-5, G-16, G-19, 
G-23 

service orientaticin 	  1,,2, 11 
services 	. ii  v, vi. 1,  2,4  6,-8-13, 17-20, 26, 

A-2, A-7, B-1, B-5, C-1, C-2, C-3, 
C-4, C-5, C-6, D-1, D-2, E-2, F-1, 
F;2, F-4, F-6, F-6, F-7, F-11, G-1, 

G€1, 0-7, 0-9, G-14,  3-18 
shared vision 	  1, 2, 11 

SIGNET 	16; 17, C-3, C-5, F-8, G-1, G-5, G-7, 
G-21 

Sine Operatind Budgets  	16 
skill  • 	 • 	 3. 7, 9, E-3• 
kiIIs . , . 	5, 7, 8-, 1. 0,, 1 4i, 15., 24, C-4, É-2, 5-3, 

G-15, G-16 
.social 	  8 19• 
solution 	  3, 10 
Spanish 	 5  G-9• 
speaking 	 • 	 7 
specialists 	, 	 à, 6. F-1, F-6, d-16 
.specifications . 	  17,- C-3 
speed ..... 	...... 	 , 11, C-3 
•Spous 	 • 	 A-5 

•spouses 	  8, F:1, G-19•
staff 	y.,«, v`i, 1, 2, 4, 5, 8-10, 13, 16, 18, 19, 

«26. 13-`2, .C4, C-5, C--1, E'2. 
E-3, E-4, F-2, F-5. F-8, 0-1, G-3, 

G-7, G-13,. G-14, G-16, G-16, 
G-17, G-'19 

standards . 	iii iv, 11-13, 17, 23, 24, A-2, A-6, 
C-3, C-S, 0-2, F-3, G-23 

start 	  1, iV, , 14 
static 	  ••23 
st  ab 	  20 
stepi 	  2.3• 
Meitegies 	  17, 18, A-2, F-3 
strategy , 	iii; v,  3,  11, 13, 17-19, -26, A-7 ,, B-1, 

8-2, G-22 

submission 	  

sufnrnary 	 • 	iv, 5.1 
s Upernumerary 	  F-1 
supiervisor 	  r-5 

supervisors 	  
supply.  	24 
'table 	 11, C-1, 	 r F-1, F-2, F-3, F-8 
target 11, 12, A-4, A-5, A-8, 	A-8, C-3, C-4, 

C; 5, 
TB 	  12,• 
teachers     3• 
team     12, F-4• 
teams .... 	. .............  	B.  F-11 
teamwork 	• 	 1, 2• 
technologies   17 
technology , 7-9, 1.3, 15, 17, A-3, C-3, F4 ,, G-21 
term , . vi, •,  Z4,  7, 26, 5-1, B-2, F-1, F-2, G-9 
time 9, 14,17, 19, 24, C:3, C-4, C7.6, C-6,  Fi 

F-2 ., F-8.,  G1 G-9, G-10, G-15, 
G-21 

timely 	_ 	 12;. 16, C-3• 
TMS 	  iv, 16, F-S,' G-21 
tool     1723 
tools ............ ......... 	10, 16, 16 
trade 	 i, iv, 1-3, t0, 15, G-1, G-15, G-18 
trade-off 	  15• 
training nia'negement'system iv, 11, 16, -18, e-4, 

C-5, F-8, G-7, G-21 
Treasure Board 	, 14, 17, 19, F-1 - , 0-10, G-17 

•trends 	.......... 	, 7, 9,17, 19, 9-2 
understanding 	  6,24, 5-3, C-4 
unique , 	...... 1, 2, 9, A-2, C-2, D.-2, E-2 
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unit 	 6  G-1 
units 4, 1 8, ID, 24, A-2, C-2, C-4, D-2, É-2, É-3, 

G-1,  G-15  
uniVEIrities   . 	/9 

value 	 • 	 12, 24 
values   	11:12,• 

veNee 	 iv 1 13,  16 
vision     iv 1 .̀..2 11 r 	r 
WIn7export 	  5 

INGrk . 1-4, 3-10 r ..14 r  15, 20, 24, .6,5 r  A-7 r  A-3, 
C-3, F-2, G-1 r  G-13; G-15, G-16 

WorMirce 	 '  v, 12; F- 1 
world 	  iv, 12 r  15 
wri"ting 	 5, G-1. G-15, G-19 
year , 1, iv, 3, 5, 6 r  11, 13,  1I-21,6,  A-1, A-4, 

C-1 r  C-5, 0.1, E=1 n=9, G-1O, 
G-13, G-14, G-1.5 r  G-15 

years 	  i r  v, '3r 14 

0 
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25078 — 	RED / ROUGE 	— BF2507 
25075 — GREEN/VERT — BP2507 
25074 — 	GREY / GRIS 	— BD2507 
25073 — R. BLUE / BLEU R. BB2507 
25079 — X. RED / ROUGE X. — BX2507 
25070 — YELLOW / JAUNE — BY2507 
25077 — TANGERINE — BA2507 
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