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Executive Summary

The goal of this Human Resources (HR) Strategic Plan is to identify high-priority projects that would
address the human resource needs of the Non-Profit (social services) sector in British Columbia. The
focus is on systemic action that will address issues on a long-term and sustainable basis, supporting and
improving the contribution of the sector to our communities and to the economy.

This strategy was developed by the sector, for the sector. The projects would either be undertaken by
the Labour Market Partnership (LMP) or the Human Resources Advisory Committee (HRAC) of the
Government Non-Profit Initiative (GNPI). The development of the plan was a collaborative process,
drawing on input from the above groups as well as a number of other informants.

Strategy OQutcomes

The ultimate goal of this strategy is to have a positive impact on service and results for the sector’s
clients and communities. Looking inward at the sector itself, the desired outcomes for the HR strategic
plan are:

» Sector perceived as an employer of choice, with broad awareness of the opportunities in the

sector

= Workforce attracted to and retained in the sector because of a compelling value proposition

= Diverse sector workforce, representing the full range of our communities and generations

* Increased representation and engagement of Aboriginal employees in the sector workforce

= Strong leadership at all levels, ready to take on the challenges of the future

= Readiness and resilience for change and innovation

Action Streams

To achieve these outcomes, twelve Action Streams have been developed, each including substreams and
projects. The streams are represented in the graphic below.
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OUTCOMES

Sector perceived as an employer of choice, with broad awareness of the opportunities in the sector
Workforce attracted to and retained in the sector because of a compelling value proposition
Diverse sector workforce, representing the full range of our communities and generations
Increased representation and engagement of Aboriginal employees in the sector workforce
Strong leadership at all levels, ready to take on the challenges of the future
Readiness and resilience for change and innovation

In support of service and results for our clients and communities

6. 7. 8. 9. 10. 11. 12.
Building Taking a Supporting Supporting Exploring Embracing Building
Leadership Total Strategic HR HR Shared Meaningful  Capacity at

Rewards Work Operations  Services and Workforce the Front
Perspective Beyond Diversity Line

PILLARS

5. Developing HR Strategies for the Aboriginal Social Services Sector and Workforce
4. Building a Sector-Wide Workforce

3. Communicating ldentity and Value

FOUNDATIONS

2. Understanding the Sector

1. Connecting the Sector and Sustaining the Strategy

The strategy itself includes a combination of sector-wide longer term projects and shorter term, more
tactical action to build momentum, create immediate impact, and develop and test resources. Criteria
for success are identified along with challenges and risks. A full list of projects is included as an
Appendix, but the focus is on a selected set of projects that together create an actionable and worthwhile
portfolio of actions. This is intended to be a strategic plan rather than an implementation plan, so while
it includes some comments on how individual projects might be approached, much will be determined
by the committees when the projects are established.
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Success Factors

Many of these ideas and actions in this strategy have been discussed before. What will make this
strategy effective at addressing the outcomes, and what makes it different, is the emphasis on action and
sustainability. There are resources and momentum in the hands of the sector, through the LMP, to put
this strategy into action.

The critical factors for success in the implementation of this strategy will be:

= Engagement of the sector and clarity of ownership by the sector

= Leveraging of the assets already available

* Collaboration within the sector and between the sector and its partners and funders

= An effective sustainability plan with a structure that supports action and accountability

* Alignment of effort from the sector with interests and priorities

= Strong relationships with organizations that can have a long-term impact on environmental
forces

= Creative implementation and delivery to retain resources within the sector

» Recognition of the diversity of the sector

Involvement of the Aboriginal social services sector and workforce

= Evaluation, adaptation and evolution

Priority Strategic and Tactical Projects

The portfolio of strategic and tactical projects that have been selected as the priorities from the action
streams is illustrated in the chart on the next page. More detailed description of the substreams and
these specific projects within the substreams is provided in this document.

The blue shading indicates the approximate timing, based on the project phases. Dark blue shading
indicates the periods of most intense effort, fading to lighter blue for reduced effort. The phases and
shading are intended to indicate the timing for initiating and focusing resources and effort on the work,
not to indicate deadlines for completion. Projects may in practice go longer than the phases indicated.

* Phase 1: Immediate, to December 31, 2010

* Phase 2: Mid-term, from January 1, 2011 to December 31, 2011

= Phase 3: Long-term and on-going, beyond January 1, 2012

The height of each row indicates the estimated magnitude of the project, in very broad terms.

The projects have been clustered with those where there is the most interdependence, but there are
additional cross-connections and dependencies between projects.
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21 Sector definition

2.2 Sector mapping

1.2 Structure to continue work (links to sustainability plan)

1.2 Redefining and strengthening relationship with government
53 Aboriginal sector and workforce plan

5.1/5.2 Review of Aboriginal sector and workforce reflection in HR strategy
31 Communications strategy development

3.1 Communications strategy delivery

32 Communlcating to the sector

33 Communicating to the workforce

4.1 Reinforcing the "sector-wide workforce" perspecitve

4.2 Benchmarking human capital investments

7.5 Engaging employers in addressing wage and benefit gaps

4.6 Networking those leaving the sector

4.3/4.7 Profiling generations, windows and non-traditional workforces
4.5/4.7 Developing talent management strategy and tools for each group
6.1 Leadership role definitions

6.2 Executive Director programs

6.5 Board leadership test piece for Executive Director program

6.5 Board leadership partnerships

6.3 Succession planning partnerships

6.4 Professional and leadership certification and programs

7.2 Core compensation benchmarking survey

71 Value proposition definition and tools

7.2 Moderated community for sharing practice information

8.1 HR strategy partnership

9.1 HR operations support exploration

9.1 HR practice roundtable pilot

10.1 Building on shared services experiences

10.2 Partnerships process, modelling and resources

10.2 Government programs resource guide

4.4 Cultural awareness resources - Aboriginal workforce

73 Culturally aware total rewards pilots - Aboriginal and immigrant
11.1/11.2 Diversity exploration and mobilization

12.1 Front-line competencies

12.2 Front-line supply and demand gaps

12.3 Front-line talent strategies
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1. Introductton

The goal of this Human Resources (HR) Strategic Plan (“the strategy”) is to identify high-priority
projects that would address the human resource needs of the Non-Profit (social services) sector in
British Columbia. These projects would either be undertaken by the Labour Market Partnership (LMP)
or the Human Resources Advisory Committee (HRAC) of the Government Non-Profit Initiative
(GNPI). Ownership of this strategy and the resources of the LMP lies with the sector.

The Non-Profit (social services) sector in BC (“the sector”) is large and diverse. It provides substantial
value to British Columbians both through its work and through its contributions to our economy. The
diversity of the sector, the nature and complexity of its work, and the history and context in which it
operates all contribute to substantial human resource challenges. Labour market trends and forecasts
suggest that unless action is taken these challenges will continue to grow. The focus of this strategy is
on the long-term human resources needs of the sector.

The issues faced by the sector are documented in the report entitled “Human Resources Issues in BC’s
Non-Profit Sector”’ (“issues report””), which emerged from the GNPI and was published in September
2009. This issues report highlights the work of 13 organizations and two collaborative initiatives to
identify the primary human resources issues facing the Non-profit sector. The research and consultation
results of the following organizations are highlighted in the issues paper:

=  Aboriginal Human Resource Development Council of Canada

= The Affiliation of Multicultural Societies and Service Agencies of BC (AMSSA)

= BC Association for Community Living

= BC Non-profit Housing Association

e Child Care Human Resources Sector Council

= Community Social Services Employers’ Association

= Cultural Human Resources Council

»  The Federation of Community Social Services of BC

=  HR Council for the Non-Profit Sector

= Imagine Canada

*  Stewardship Centre for BC

= Training Resources for the Environmental Community

=  United Community Services Co-op

In May 2009, two collaborative consultations were conducted to gain input from the larger Non-profit
sector on the key human resources issues facing non-profit organizations:
e Social Service Sector Human Resource Summit (co-hosted by the Federation of Community
Social Services and the Government Non-Profit Initiative)
e The British Columbia Regional Forum (co-hosted by the HR Council for the Non-Profit Sector
and the Vancouver Foundation)

This project builds on that work to move the conversation from understanding the issues to identifying
the action to be taken. In parallel, the strategy was informed by the emerging results from the Labour
Market Information (LMI) project for the sector’, commissioned in parallel.

! Government Non Profit Initiative. (2009). Human Resources Issues in BC’s Non-Profit Sector. Available at:

http://www.nonprofitinitiative.gov.bc.ca/docs/hr_issues 0910.pdf

? Roslyn Kunin & Associates. (2010). Non-Profit Sector - Social Services Sector — Labour Market Information.
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The project itself was a true collaboration, with input and insight provided by many individuals from a
broad range of organizations across the province. Their efforts and contributions to this project, to the
sector and to British Columbians are much appreciated.
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2. Strategy Overview and Framework '_

2.1 Strategy Overview

The focus of the strategic plan is on action to support HR development and address HR issues on a
sector-wide basis. There are few recommendations that are about specific sub-sectors, specific
resources or program content. The emphasis is on strategic, structural work that responds to the long-
term needs of the sector.

The strategy has been organized into twelve action streams, as illustrated in the graphic below.
Together, these Action Streams support the desired outcomes.

At the same time, in order to create momentum and demonstrate more immediate value, a number of
recommendations include initial smaller-scope actions such as pilot programs. The intent is to use these
to begin to build resources, experience momentum, and to seed change.

372 www.haygroup.com/ca



.OUTCOMES

Sector perceived as an employer of choice, with broad awareness of the opportunities in the sector
Workforce attracted to and retained in the sector because of a compelling value proposition
Diverse sector workforce, representing the full range of our communities and generations
Increased representation and engagement of Aboriginal employees in the sector workforce
Strong leadership at all levels, ready to take on the challenges of the future
Readiness and resilience for change and innovation

In support of service and results for our clients and communities

6. 7. 8. 9. 10. 11. 12.
Building Taking a Supporting Supporting Exploring Embracing Building
Leadership Total Strategic HR HR Shared Meaningful  Capacity at
33 Rewards Work Operations  Services and Workforce the Front
%‘ Perspective Beyond Diversity Line
=
o
5. Developing HR Strategies for the Aboriginal Social Services Sector and Workforce

2 4. Building a Sector-Wide Workforce
Q
=
b3 3. Communicating ldentity and Value
3
o 2. Understanding the Sector

1. Connecting the Sector and Sustaining the Strategy

The action streams are clusters of related actions. They are not ordered by priority but rather move from
more broad foundational streams (such as understanding and connecting the sector) to more specific
pillars (such as building leadership or increasing diversity). As such the graphic reads best from the
bottom (foundations) to the top (outcomes).

In the sections that follow, the outcomes and action streams are described in more detail, and the
priorities within each are outlined.

2.2 Sector Diversity: Challenges and Limitations

The diversity of the sector is a source of strength and value for the sector, but also a source of challenge.
There is a broad variety of client groups, services, organization types and sizes, jobs and employee
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demographics represented in the sector™. As a result, not all elements of this strategy will resonate
equally with all individuals and organizations. The overall goal is that any organization or individual
looking at this strategy will see a number of elements that will assist in addressing the HR issues they
face, and will perceive that the strategy will have a substantial impact in the sector overall.

Some of the sub-sectors within the overall sector have quite specific HR issues that add challenge and
complexity to their work. One example is that of immigrant-serving organizations that not only need
front-line workers that have specific skills, but also need them to speak specific languages and relate to
people from a wide array of cultures. This kind of additional layer of HR challenge faced by sub-sectors
or segments of organizations is not specifically addressed in the strategy because it would simply make
the scope too large; it would be challenging for those actions to rise to the top of the priority list in a
strategy for the sector as a whole.

Geographic diversity is also a significant challenge. That diversity is not as straightforward as
differentiating by region or considering urban versus rural organizations. Demographics and population
trends vary around the province. Organizations are set up and structured differently.

We do contemplate that the work of the Sector HR Circle (discussed in the sections to follow) would
include efforts to address these challenges and to support sub-sectors as well as the sector at its most
broad. It also needs to have a clear mandate that recognizes and responds to the diversity of the sector,
the different needs of sub-sectors and the needs and challenges posed by geographic diversity as well as
by differences in organization size. In addition, as described in Section 5, projects need to consider the
diversity of the sector during their formative stages.

2.3 Sector and Strategy Funding

The recommendations in this strategy do not speak to investment and funding directly. They focus on
what the sector can do within its control in an environment of limited investment. They also attempt to
create systemic action that supports the case for future investment. The idea is that by demonstrating the
value of work, the value and quality of expertise and professionalism in the sector and the economic
payback for HR investments and benchmarking the case for appropriate and supportive investment will
be made. Fundamentally, however, HR development work takes investment, and the sector should be
able to expect and plan on being able to attract more investment.

Agencies and funders together need to consider the following as they work towards a sustainable
funding base:
*  Moving funding from project-based to more long-term and stable, so that organizations and
individuals can think longer term about development and career paths;
= Funding through models that allow for spending on developing capacity and building
leadership, rather than focusing on shorter term delivery;
* Funding that is tied to outcomes rather than dictating delivery, so that organizations can take
ownership for process and HR decisions;

? “Diversity” is used here (and in Section 7) in its broadest sense including geography, sub-sectors, demographics
and other forms of diversity. The more specific issues of workforce demographics and cultural diversity are the
focus of Action Stream 11.
* This is well-illustrated by the LMI work referenced above.
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= Master agreements for funding and service delivery rather than multiple agreements, so that
resources are not trapped in silos and can be optimized, and to reduce overhead and
administration; and

»  Scaled reporting requirements, so that they are lowered when the resources and risks are lower

= Innovative partnerships, business models and ways of working together’.

2.4 Underlying Risks and Challenges

The very issues that challenge the sector overall with respect to HR are also the sources of risk and
challenge for this strategy. They are summarized below, and supported by content in both the issues

report and LML

Nature of Funding

Wages and
Compensation

Volunteer Boards

Diversity of
Sector

Size of

Most organizations are dependent on external agencies for operational and
project funding

Funding is often structured in ways that make it challenging for organizations
to invest in people or innovation (short-term, project-specific, etc.)

There is limited focus on investment funding to build capacity for the long-
term

Funding is sometimes prescriptive and inflexible, limiting innovation in
service delivery

The short-term focus of some funding can make it difficult to provide job

 security, especially for entry-level positions, leading to people leaving the

sector

Some funding programs emphasize a need for partnerships that may not be
well-defined and may be difficult for organizations to fulfill

Small organizations may not meet government procurement criteria

Organizations are challenged to provide competitive rewards, making it
difficult to attract, retain and recognize employees, and increasing the cost of
turnover and training

Fewer organizations than in other sectors provide benefits and retirement
plans

The volunteer nature of most Boards means that levels of engagement in key
areas (such as fundraising and policy development), experience and skill all
vary

Boards do not always have clear selection criteria, expectations or terms of
reference

Organizations often have limited resources to train their Boards
Expectations (and uses) of Boards vary widely

As discussed in 2.2, the diversity of the sector is a significant source of
challenge and complexity

Many organizations in the sector are small and economies of scale are difficult

5 We heard from some organizations in the sector that where there was an appetite to consider innovative ways of
working together (whether for financial performance or service delivery), one of the barriers to moving ahead was
the risk of discontinuities or disruptions in funding through the transition.

6/72
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Organizations

Relationship with
Government

Increasing
Demand for
Services

Challenging
Economic
Conditions

Leadership
Deficit

Perception of the
Sector

Skills Shortages

Stressful Working
Conditions

Predominance of
Female

7172
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to achieve
Many organizations have limited resources for management

Organizations experience varying degrees of collaboration with government
While government and the sector depend on each other and need strong
partnerships, the power imbalance in the relationship adds challenge

The sector is experiencing increased demand due to changes in government’s
role in service delivery and the demographics of the overall population

Some of the same forces that act to increase demand also decrease the ability
to deliver service, by impacting funding and labour supply

The recent economic downturn has brought a combination of increased
demand for services and reductions in corporate and individual giving

The labour shortage experienced prior to the downturn has eased, but the
shortage of specific skills remains, and the labour shortage will certainly
return

The current economic conditions may mean that some organizations need to
merge or close, affecting service delivery

A large number of experienced workers in the sector, especially at the
leadership level, are approaching retirement

Fewer of the next generation of leaders are ready because organizations may
not have good internal career ladders (because of size or structure) and many
not have the resources for leadership development or succession planning,
fewer of the next generation of workers seem to be motivated to move into
leadership roles, and organizations are challenged to compete for and retain
those with leadership skills or specialized high-demand skills

There is a sense that the sector is undervalued by funders and the general
public

The general public is not fully aware of the breadth of the sector and its
contribution

Prospective employees perceive the sector as bringing challenge with little
rewards

Early career employees may see it as a stepping-stone to other careers rather
than a professional career alternative

There is a shortage of skilled labour supply for some critical roles in the sector
Where a shortage exists, the sector is limited in its ability to compete for talent
because of many of the other risks and challenges identified here, such as
wages and compensation, perception and working conditions

Sector organizations find themselves not only competing outside the sector
but within it as well, creating turnover in the sector, using valuable resources
and straining relationships

The combination of the HR challenges in organizations and the inherent
nature of the work in many roles in the sector can cause burnout and fatigue,
leading to turnover and reduced engagement

The majority (approximately 75%) of the workforce is women, many of
whom carry primary responsibility for child and eldercare, and require
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Employees flexibility to achieve balance
Technical * Many organizations lack the resources to invest in technologies or in
Capacity developing employees to leverage technology

* These organizations therefore do not get the benefits of those technologies in
terms of streamlining work, adding productivity tools, providing new channels
to reach current or prospective employees, etc.

2.5 Sector Assets and Strengths

The sector has a broad range of strengths acting in its favour as it undertakes this challenging work.

* The sector is characteristically driven by values, purpose and commitment. Individuals and
organizations consistently demonstrate the ability to accomplish challenging work in the face of
challenge and adversity, when there is alignment with values and mandate.

* The same diversity that creates challenge for the sector (diversity of organization mandate, type,
size and geography coupled with a diverse workforce) is also a strength in that it produces a
range of ideas, perspectives and ways to accomplish goals.

* The sector can accomplish much with few resources, both because it leverages volunteers well
and because it has deep experience in making things happen with limited resources.

® Organizations and individuals in the sector are true leaders in engaging stakeholders and
communities.

@ The organizations in the sector know how to mobilize their peer organizations, volunteers,
clients and communities when there is a powerful call to action.

= There are many examples of innovative practices and partnerships that illustrate the creativity
and resourcefulness of the sector.

= The organizations in the sector have demonstrated resilience and adaptability.

* Many assets and resources exist within the sector and can be leveraged.

There are also strengths specific to this project that will enable its success. There is funding dedicated
to this work through the LMP, a sustainability plan is in development that will create a long-term
vehicle for this work, and the momentum and partnerships required are continually strengthening as
work progresses.

2.6 Aboriginal Social Services Sector and Workforce

The Aboriginal social services sector is an essential part of the sector overall, with growing profile and
importance. It experiences the challenges and the strengths of the sector overall as described above, but
it also has unique needs and challenges that need consideration.

In addition, the Aboriginal workforce both within the Aboriginal social services sector and in the
broader sector needs to be specifically considered when we seek to increase diversity in the sector and to
attract and retain talented Aboriginal employees.

We acknowledge that other subsectors and segments of the workforce face unique needs and challenges
as well. A notable example is the immigrant-serving subsector. As this strategy moves into
implementation, we must be mindful of the differences and opportunities that arise from the diversity of
the sector.
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Addressing these issues for the Aboriginal subsector and workforce requires a different approach
because of the broader systemic challenges that play a role; meeting the HR needs here requires a
broader look. Therefore, this strategy includes two threads specific to the Aboriginal sub-sector and
workforce. The first is to ensure that specific thought is given to the needs of the Aboriginal sub-sector
and workforce within this strategy. The second is to develop a second strategic plan focused
specifically on the Aboriginal sub-sector and workforce, so that the challenges and opportunities can be
looked at holistically and with focus.

2.7 Linkage to Labour Market Information

In addition to consultation (interviews, focus groups and committee consultation) and the issues report,
this strategic plan was informed by the LMI project undertaken in parallel. The LMI project, conducted
by Roslyn Kunin & Associates Inc., provided valuable data consistent with and supportive of the issues
identified in the issues report and the strategies proposed in this plan®. This data will provide valuable
support to the implementation of this strategy.

2.8 Linkage to Sustainability Plan

In parallel with this project work has begun on a Sustainability Plan’ with the desired outcome being “a
recommended model for a provincial body that will sustain and advance the results of the Non-Profit
Labour Market Partnership in a collaborative fashion.”

As the Sustainability Plan develops, it may be evident that some elements of this strategy, particularly in
the foundational streams, need to be adjusted to align with the Sustainability Plan. Overall, however,
the need for some form of provincial body to move the strategy forward seems clear, and this strategy
would not be complete without that cornerstone.

8 Roslyn Kunin & Associates. (2010). Non-Profit Sector - Social Services Sector — Labour Market Information
7K Speakman and Associates are developing the Sustainability Plan.

'K Speakman and Associates presentations to LMP and HRAC, May 2010 N
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The ultimate goal of this strategy is to have a positive impact on service and results for the sector’s
clients and communities. Looking inward at the sector itself, the desired outcomes for the HR strategic
plan are:

= Sector perceived as an employer of choice, with broad awareness of the opportunities in the
sector

= Workforce attracted to and retained in the sector because of a compelling value proposition

= Diverse sector workforce, representing the full range of our communities and generations

= Increased representation and engagement of Aboriginal employees in the sector workforce

=  Strong leadership at all levels, ready to take on the challenges of the future

= Readiness and resilience for change and innovation

The goal is to see these outcomes in evidence when we look across the sector as a whole, at a broad
selection of individual organizations within the sector, and within subsectors such as the immigrant-
serving subsector and the Aboriginal social services subsector.

Further detail on outcomes and sources of value is included for action streams and priorities in the
sections that follow. The table below cross-references the outcomes and the action streams. It focuses
on those action streams with the greatest impact on the outcome, but in many cases additional action
streams will have some impact on any given outcome.

The table also includes some possible measures that could be used to see progress against the outcomes.
The measures included are illustrative only, and many would require additional research or projects to
provide.

M Action Streams Possible Measures

Sector perceived as an 1. Connecting the Network and = Employers report decreased

employer of choice, with Sustaining the Strategy recruitment challenges *

broad awareness of the 2. Understanding the Sector = Sector employees report a

opportunities in the sector 3. Communicating Identity and Value high level of job
satisfaction*

Workforce attracted to and 3. Communicating Identity and Valué = Employers report decreased

retained in the sector 4. Building a Sector-Wide Workforce recruitment challenges*
because of a compelling 5. Developing HR Strategies for the = Higher retention and
value proposition® Aboriginal Social Services Sector and engagement of staff*
Workforce = Standards for wages are
7. Taking a Total Rewards Perspective understood and
8. Supporting Strategic HR Work benchmarked*

° By “value proposition” for employees we mean the rewards and benefits that employees receive in return for
their work and that attract them to and keep them at organizations or within a sector. These include wages and
compensation and also intangibles, such as inherent interest and challenge in the work, a sense of making a

difference, a positive and flexible work environment or other factors.
0/7 www.haygroup.com/ca



Diverse sector workforce,
representing the full range
of our communities and
generations

Increased representation
and engagement of
Aboriginal employees in
the sector workforce

Strong leadership at all
levels, ready to take on the
challenges of the future
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9. Supporting HR Operations

11. Embracing Meaningful Workforce
Diversity

12. Building Capacity at the Front Line

4. Building a Sector-Wide Workforce
5. Developing HR Strategies for the
Aboriginal Social Services Sector and
Workforce

7. Taking a Total Rewards Perspective
8. Supporting Strategic HR Work

11. Embracing Meaningful Workforce
Diversity

12. Building Capacity at the Front Line

4. Building a Sector-Wide Workforce
5. Developing HR Strategies for the
Aboriginal Social Services Sector and
Workforce

7. Taking a Total Rewards Perspective
8. Supporting Strategic HR Work

11. Embracing Meaningful Workforce
Diversity

12. Building Capacity at the Front Line

4. Building a Sector-wide Workforce
6. Building Leadership

7. Taking a Total Rewards Perspective
8. Supporting Strategic HR Work

11. Embracing Meaningful Workforce
Diversity

12. Building Capacity at the Front Line

HayGroup

Prevalence of flexible
workplace programs has
increased

Increased number of
employees have access to
benefits programs*
Employees report awareness
and understanding of value
proposition

Employers report fewer
instances of employees
leaving organizations or the
sector due to issues such as
burnout or stress

Number of second career
seekers in the sector has
increased

Number of immigrant
employees has increased
Number of women, and
immigrants holding board
positions has increased
Organizations report success
in hiring front-line workers
representative of their
communities and mandates
Representation of younger
workers in the workforce has
increased*

(see also measures under
next outcome)

Number of Aboriginal
employees in the sector has
increased

Number of Aboriginals
holding board positions has
increased

Current and future skills
gaps quantified*

Current labour supply and
demand quantified and gaps
are decreasing

Resource available for HR,
skill, and leadership

“www.haygroup.com/ca



Readiness and resilience 4. Building a Sector-wide Workforce
for change and innovation 6. Building Leadership
8. Supporting Strategic HR Work

HayGroup

development have increased
Employees at all stages of
development report feeling
engaged and developed
Employers report increased
HR skill and capacity
Employers report better
board governance

Resources available for
innovation and
organizational development
have increased
Organizations have access to
tools, resources and
programs to support
strategic initiatives

Full cost of operating an
effective non-profit
organization is understood
by organizations and funders
Employers report stronger
relationships within the
sector and between the
sector and government;
government reports stronger
relationships with the sector
Employers report stronger
relationships with partners

*Baseline data for these items is currently being collected in whole or part by the LMI project

2172
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to Outcomes

Action Stream Subsireams

1 Connecting the 1.1 Networking the

Sector and sector
Sustaining the 17 Sustaining the
Strategy strategy

2 Understanding
the Sector

2.1 Defining the
sector based on
mission and
outcomes

2.2 Mapping the
sector to support
understanding
and networking

Purpose and Value to Sector,

Linkage to Qutcomes

To have an impact on human
resource capacity and capability
across the sector, we need a vehicle
for the sector to work together to
drive common projects, share
resources and build connections.
This Action Stream is about those
connections and also about creating
a home for the strategy as the work
involved will go beyond the
timeframes of this initiative.

It will support all of the identified
outcomes but particularly the broad
understanding of the sector and the
strong relationships within and
outside it.

Before we can really address the
human resource needs of the sector
we need to understand it. This
Action Stream will enable the work
in the rest of the project by
providing some common
understanding of whom and what
the sector is. It will also support the
connections in Action Stream 1, as
we need to know who needs to be
connected and how.

This Action Stream supports all of
the identified outcomes but
especially understanding the
breadth of the sector, supporting the
building of relationships and
partnerships.

Outputs, Use and Value to

Organizations

What comes out of this Action
Stream will be something along
the lines of a Sector HR
Circle'?, undertaking projects
on behalf of the sector and
connecting the sector together.
This is a fundamental
foundational piece for the
strategy and supports all of the
work going forward.

Organizations will have a
central resource, a place for
collaboration and a voice in the
on-going work in HR capacity
building.

This Action Stream will
provide definitions and maps
describing and profiling the
sector. It informs the work in
the other substreams.

Organizations will be able to
connect to others in the sector,
identify opportunities for
collaboration and see where
they fit.

1% We have used the term “Sector HR Circle” to describe an organization acting on behalf of the sector to further
the work in this strategy. The nature of the organization will be more clearly defined in the Sustainability Plan.
The term “Sector HR Circle” is not intended to pre-suppose any particular model but more to convey the spirit — a
place where the sector comes together to further the strategy.
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Purpose and Value to Sector,

Linkage to Qutcomes

3 Communicating 3.1 Communicating to This stream is about

Identity and
Value

14/72

3.2

33

the community,
partners, other
sectors, and
beyond

Communicating
to the sector

Communicating to
the workforce
(current and
potential)

communication at all levels, with
the goal of raising the profile of
the sector, creating broader

understanding of the value created

by sector, building awareness of
and interest in careers, and
increasing retention and
engagement. The value of this
communication goes beyond
human resources, but it is
certainly a key element of
attraction, retention and
engagement in the sector
workforce, as well as having an

impact on the funding and context

that allow organizations in the
sector to engage in HR
development.

This stream supports a number of

outcomes but especially those of
building understanding of the

value of the sector, and building -

the workforce.

Outputs, Use and Value to

Organizations

The key outputs from this
stream are communications
strategies that address the
organizations in the sector, the
current and potential workforce
and the broader community.

Over time, organizations
should see increased awareness
of their work, an increased
pool of interested candidates,
and appreciation for
recognition by their employees.
Organizations will be able to
leverage and build on the
central work done in
communicating about the
sector, re<using and expanding
on collateral.

www.haygroup.com/ca



Action Stream

Substreams

Purpose and Value to Sector,
Linkage to Qutcomes

Outputs, Use and Value to

Organizations

4 Building a 4.1 Understanding the This stream is about sector-level One type of output from this
Sector-Wide workforce as sector-  work to.support HR stream is information that
Workforce wide development within and supports the case for

between organizations, so that  development and funding and

4.2

43

Measuring and
benchmarking human
capital investments''

Understanding

there is an overall strong pool of
resources available within the
sector, and the HR work of the
sector reflects and is aligned
with that workforce.

also informs the future work of
the Sector HR Circle, such as
LMI and benchmarking for
human capital investments.

: The second type of output is
;g:ii?:‘sgns arg This stream will support the foundational work that will
outcomes related to building of  support things like leadership
4.4 Developing a a diverse workforce, and overall program development, Total
: attraction and commitment of

culturally- aware
perspective around
experience,
education,
communication, etc.

the workforce.

Rewards program design, etc. by
providing key information about
employees — who they are, what
they value, how they work.

Another type of output is
resource information for
organizations to use in their own

4.5 Targeting talfznt HR work, such as profiles and
managemnont talent management strategies for
BREtEIcs different generations and types

of workers.

4.6 Enabling cross-

4.7

organization career
paths

Attracting non-
traditional workforces

Finally, there are actions that
relate to improving the flow of
people to and within the sector.

As well as the benefits of an

4.8 Developing overall larger workforce on
Knowledge which to draw, organizations
Management will be able to use the resource
infrastructure created, and some organizations

will benefit directly from pilot
project work in this stream.

"' Human capital refers to the talents, skills, competencies and other elements that employees bring to the work and
use to add value. Human capital investments are the resources put into growing that human capital.
2 Talent management refers to the human capital management of the entire employee life cycle. It is a strategic

and deliberate approach to attracting, retaining, developing and progressing employees through the organization.
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5 Developing HR
Strategies for the
Aboriginal Social
Services Sector
and Workforce

6 Building
Leadership

16/72

5.1 Recognizing the
unique challenges and
opportunities of the
Aboriginal social
services sector and
workforce

5.2 Building awareness of
those unique needs
within this plan

5.3 Building a second
supplementary plan to
address this sector and
workforce specifically

6.1 Defining leadership
roles in the sector

6.2 Supporting Executive
Director leadership
development

6.3 Building succession
planning in
organizations

" 6.4 Expanding general

leadership programs
(emerging leaders but
also on-going learning
for mid-career
leaders, etc.)

6.5 Building Board
leadership

6.6 Building volunteer
leadership

Linkage to Outcomes

This Action Stream is aimed at
addressing the specific
challenges of the Aboriginal
social services sector, as well
as the challenges relating to
attracting, retaining and
engaging the Aboriginal
workforce in the broader social
services sector.

It will support the outcomes
related to the diversity of the
sector workforce, the overall
attraction and commitment of
the sector workforce and
effective partnerships and
engagement.

This stream is focused on
leadership and multiple levels.
The purpose is to not just
contribute to leadership
development in the sector but
also raise the profile of
leadership within and beyond
the sector.

This stream directly supports
the outcomes related to strong
leadership and innovation in
the sector, but leadership is
also an important leverage
point for the remaining
outcomes, and this stream will
have an indirect effect on all
outcomes as a result.

Purpose and Value to Sector,

Outputs, Use and Value to

Organizations

This stream has two types of
output. The first is aimed at
ensuring that this workforce
is considered and reflected in
the overall HR strategic plan.
These outputs are embedded
throughout the plan.

The second output would be
a supplementary strategic
plan focused specifically on
this sector and workforce so
that it can properly address
the unique needs, challenges
and opportunities.

Organizations will benefit in
the long-term from the
increased participation and
retention of the Aboriginal
workforce.

The outputs of this stream
include leadership
development programs
(including the exploration of
certification), continuous
learning and networking
opportunities and support for
succession.

Organizations and
individuals at all levels, from
the front-line to the executive
suite, will have access to
programs and opportunities.

Some organizations will also
benefit more immediately
from participation in pilot
projects.
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_Action Stream

7 Taking a Total 7.1 Articulating the

Rewards"
Perspective

7.2 Benchmarking
compensation and

practices

7.3 Developing a
culturally-aware
perspective around
Total Rewards

7.4 Providing guidance
on the use of
incentives

7.5 Engaging

employers in
addressing
uncompetitive
wages and benefits
in the sector

8 Supporting 8.1 Enabling
Strategic HR

Work develop HR
strategy
9 Supporting 9.1 Supporting
HR organizations with
Operations HR operations

‘Substreams

value proposition

organizations to

Purpose and Value to Sector,
Linkage to Outcomes
The purpose of this stream is to
support organizations in designing
and articulating and improving
their value proposition to
employees, including wages and
compensation, practices, and
communication.

It supports the outcomes related to
the attraction and commitment of
the workforce and workforce

diversity. It will also contribute to

building strong leadership for the
future.

The purpose of this stream is to
provide direct support to

organizations to develop their own

internal HR strategies.

This stream will support the
outcomes related to building a
committed workforce, leadership,
innovation and workforce
diversity in particular. Like the
leadership stream it is also a
leverage point for the other
outcomes and will have an effect
on all of them.

The purpose of this stream is to
provide direct support to
organizations for their HR
operations and more tactical/ day-
to-day HR work.

This stream most directly affects
the outcomes related to workforce
attraction and commitment.

Outputs, Use and Value to
Organizations
The key outputs of this stream
are tools for articulating the
value proposition to employees,
benchmark surveys, practice
information sharing, and
guidance on reward design. It
will also lead to a potential
roadmap for addressing wage
and benefit gaps.

Organizations will have the
resources they need to
understand how their
compensation compares, and to
design and communicate total
reward packages that make the
most of what the organization
can provide.

Some organizations will also
benefit more immediately from
participation in pilot projects.
The output is a program for
organizations to be able to
develop their own HR strategies,
in partnership with HR
professionals.

Organizations will receive
support for strategic HR.

Some organizations will also
benefit more immediately from
participation in pilot projects.

The outputs are programs and
resources to support HR
operations.

Organizations will have access
to support and resources for
managing HR within their
organizations.

1 Total Rewards refers to the full picture of what an employee gains from their employment. It includes
compensation, benefits and perquisites of all kinds as well as intangibles such as inherent interest in the work,
work-life balance, a sense of contribution, flexible work arrangements or an engaging work environment.

17/72
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Action Stream - Substreams Purpose and Value to Sector, Outputs, Use and Value to
Linkage to Outcomes Organizations

10 Exploring 10.1 Demonstrating The purpose of this stream is to The core outputs are shared
Shared and developing expand and support the service case studies, toolkits for
Services and shared service  dialogue around shared modelling and exploring options
Beyond work services, co-location, alliances and expert facilitation for

10.2 Supporting and partnerships, agd different exploration.
exploration forms of consolidation, in a
around way that is driven by the sector Organizations interested in these
partnerships of and its organizations. issues will have the tools,
various forms information and support to explore
This stream most directly options based on their own needs

supports the outcome relating  and interests.

to strong relationships within

the sector and vehicles for Some organizations will benefit in
working together. It will also  the short-term from participation
indirectly support the other in pilot projects.

outcomes where organizations

find ways of sharing services

and working closely together,

driven by their mandates and

shared interests, that allow

them to leverage their

resources.
11 Embracing 11.1 Understanding The purpose of this stream is to There are direct outputs here but
Meaningful and articulating identify when and how this stream is also intended to
Workforce the value of diversity truly contributes to affect how the other streams are
Diversity™ workforce organizations and to seek to delivered — for example, ensuring
diversity achieve that value. that leadership programs or

communications strategies reach

B Adenuoins It most directly supports the out to the communities that are

barriers and

. - outcome relating to diverse underrepresented.

opportunities
. workplaces but also supports

for multi- > el .

- ; the overall attraction and Organizations will have access to
dimensional :
e commitment of the workforce, resources and tools from all of the
diversity the strength of leadership and  streams that have an eye to

engagement outside the sector. workforce diversity, as well as
some specific approaches to take
within their own organizations.

' This action stream refers specifically to workforce/demographic diversity (as opposed to the diversity of
organizations in the sector, which is discussed in Sections 2.2 and 7.) Workforce diversity can be explored on a
variety of dimensions including gender, age, cultural community, socioeconomic status, ability, etc. In some
cases, fairly specific distinctions, such as those between more recent and more established immigrants may need to
be made. Work in this stream needs to begin with establishing which forms of workforce diversity will be

considered. _ -
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Purpose and Value to Sector,
Linkage to Qutcomes

Action Stream Substreams

12 Building 12.1 Understanding The purpose of this stream is to

Capacity at competencies  understand and respond to

the Front Line for front-line current and future HR needs,
workers in specifically at the front line.
major sub-
sectors It most directly supports the

12.2 Understanding Outcome related to the attraction

current and and commitment of the
future labour workforce but will also support
supply and diversity, partnerships outside the

demand gaps  Sector, and strong leadership.

for delivery of
front-line
services

12.3 Developing
targeted
recruitment and
retention
strategies for
identified front-
line positions
and skill gaps

12.4 Developing
training
programs and
linkages to
educational
institutions to
address future
labour supply
and demand
gaps for front-
line service
delivery.

19/72

Qutputs, Use and Value to

Organizations

=

The core outputs will be
competency models, labour
market and environmental
analysis, recruitment and
retention strategies and labour
supply strategies.

Organizations will benefit from
increased supply in the
workforce overall, as well as
from access to competency
profiles and strategies that they
can employ directly.

Some organizations will benefit

in the short-term from
participation in pilot projects.
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5. Approach to Projects

Overall, we want to create momentum on this strategy by moving quickly to action on projects, and
learning and adapting as we go, both contributing to the sector and building the capacity to do this kind
of work together.

For each of the projects identified as priorities in the section that follows, responsibility has been
assigned to the LMP, HRAC or the eventual Sector HR Circle (or alternative, as will be defined it the
Sustainability Plan). In some cases, LMP would be the initial coordinator and driver, replaced
eventually by the Sector HR Circle or alternative once in place.

LMP-led projects are generally projects that would be fundable by the LMP. It is anticipated
that for each of these projects there would be a process of identifying how best to commission
the project, taking into consideration the overall desired outcomes, the relevant assets existing
within the sector, the diversity of the sector and the organizations within and beyond the sector
that could maximize the value created and retained within the sector relative to the investment.
HRAC-led projects are typically policy projects or collaborative initiatives between the
government and the sector, rather than fundable projects. The approach to each of these projects
would be determined by the HRAC members directly.

Projects coordinated by the Sector HR Circle are those that will require focus, effort and
ownership beyond the life of the LMP and its funding. How these projects are approached may
depend on the eventual structure and mandate of that organization, as defined through the
Sustainability Plan, but it is anticipated that the Sector HR Circle would both lead some of the
projects directly and, where required, commission projects using a similar approach as the LMP
(described above).

Critical elements for success in each of these projects are identified in Section 7. Leveraging of assets,
alignment of effort with interests, recognition of diversity, resource retention and creative delivery will
all be significant drivers of value and are explained further in Section 7.
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6. '|5ri__c_>r'i_t_y Pr@j?cts and Actions

In consultation with the LMP committee and the HRAC a number of priority projects and actions have
been identified. Every substream of the strategy includes projects and actions that will contribute to the
HR strategy, but success requires focus on a subset of meaningful and actionable items.

The sub-sections that follow describe the priority strategic projects (6.1) and the priority tactical projects
(6.2). A longer list of projects is included in the Appendix.

For each project we have identified responsibility, timing and magnitude, in general terms. We expect
that timing and magnitude will be refined as the group(s) owning' the project establish the terms of
reference and decide how to proceed.

This is intended to be a strategic plan, not an implementation plan. The ownership group for each
project will define how the project will be approached and delivered.

Timing is described in terms of phases, based on the following.

@ Phase 1: Immediate, to December 31, 2010

s Phase 2: Mid-term, from January 1, 2011 to December 31, 2011

= Phase 3: Long-term and on-going, beyond January 1, 2012
Projects may extended over more than one phase. The phases are intended to indicate the timing for
initiating and focusing resources and effort on the work, not to indicate deadlines for completion.
Projects may in practice go longer than the phases indicated.

Magnitude is described in general terms. Actual cost will depend on the approach taken. The
parameters below are intended more to give a sense of size than to constrain projects. The days of effort
or project costs outlined do not include the time of informants but focus specifically on the commitment
that would be required for a dedicated resource with the right background to move the project ahead.
The costs reflect only the initial cost of implementation, not ongoing program costs, which need to be
considered in the Sustainability Plan.

" Non-Monetary: Can be conducted by members of the HRAC and LMP Committees, existing
staff, and/or other interested partiesm, without additional budget

= Small: Requires a project or process of relatively small size — 5-20 days effort/ $10,000-40,000
project cost

= Medium: Requires a project or process of medium size — 20-60 days effort/ $40,000-$80,000
project cost

= Large: Requires a project or process exceeding 60 days effort/ greater than $80,000 project cost

s Systemic: Requires on-going, sustained effort and attention going beyond the bounds of a
project or process

The chart that follows illustrates the rough timing and magnitude for the priority strategic and tactical
projects. The blue shading indicates timing. Dark blue colouring indicates the periods of most intense

' The term “owner” or “ownership” is used to identify the group that will be primarily responsible for moving the
project forward, but it is not intended to imply that they will be solely responsible or act in isolation.

' The LMP and HRAC welcome additional participants and contributors.
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effort, fading to lighter blue for lowered effort. The height of each row indicates the magnitude of the
project. While there are many cross-connections, the projects are clustered closest to those where there
is the most interdependence.
Substream |Project

21
2.2

1.2

1.2

53
5.1/5.2

3.1

31
3.2
33

41
4.2

75

4.6
4.3/4.7
4.5/4.7

6.1
6.2

6.5
6.5

6.3

6.4

7.2

7.1

7.2
8.1

91
9.1
10.1
10.2
10.2

44
7.3

11.1/11.2

12.1

12.2

12.3
22172

Sector definition
Sector mapping

Structure to continue work (links to sustainability plan)

Redefining and strengthening relationship with government

Aboriginal sector and workforce plan

Review of Aboriginal sector and workforce reflection in HR strategy

Communications strategy development

Communications strategy delivery
Communicating to the sector

Communicating to the workforce

Reinforcing the "sector-wide workforce" perspecitve
Benchmarking human capital investments

Engaging employers in addressing wage and benefit gaps

Networking those leaving the sector
Profiling generations, windows and non-traditional workforces
Developing talent management strategy and tools for each group

Leadership role definitions
Executive Director programs

Board leadership test piece for Executive Director program

Board leadership partnerships

Successlon planning partnerships

Professional and leadership certification and programs

Core compensation benchmarking survey

Value proposition definition and tools

Moderated community for sharing practice information
HR strategy partnership

HR operations support exploration

HR practice roundtable pilot

Building on shared services experiences

Partnerships process, modelling and resources

Government programs resource guide

Cultural awareness resources - Aboriginal workforce

Culturally aware total rewards pilots - Aboriginal and immigrant

Diversity exploration and mobilization

Front-line competencies

Front-line supply and demand gaps

Front-line talent strategies

www.haygroup.com/ca



6.1 Priority Strategic Projects

1.2 Sustaining the strategy =~ Taking into consideration the Sustainability
Plan, begin building the structure (Sector
HR Circle or equivalent) that will take this
work forward.

Priority Strategic Projects: Iirst Steps'’
Overview and Rationale

How and by whom ongoing work will be
done and where resources will reside needs
to be envisioned and understood, quite
early on in the project.

Explore how to redefine and continue to
strengthen the relationship between the
sector and government, focused on mutual
interest and partnership. Initiate a
facilitated process to identify desired
outcomes and means of achieving those
outcomes. The discussion should include
but not be limited to business and funding
models, and should consider whether
broader discussion with other parties (rather
than a pure bilateral discussion) should be
undertaken.

3.1 Communicating tothe  Develop the communications strategy,
community, partners, working with a marketing partner to
other sectors, and develop first-level branding and messaging
beyond for the sector. (It may. make sense for a
sub-committee of the LMP to work with the
marketing partner and then bring it to the
full LMP for review.)

This work will support communication
within and beyond the sector, with a
positive impact both on the labour pool in
the sector and the perceptions of
stakeholders outside the sector.

Deliver the communications strategy
through a staged roll-out, evolving
messaging as the sector and strategy

' For more detail and further steps on each of the projects, please see the Appendix A.

Responsibility, Timing

and Magnitude

* LMP

* Phase 1 and beyond

* Difficult to scope
magnitude before
Sustainability Plan is
defined

= HRAC

= Phase 1 and beyond

* Internal/ Systemic
(with possible Small
project to facilitate
discussion/ process)

= LMP, leveraging
HRAC

= Phase 1

= Medium

= LMP then Sector HR
Circle
» Phase 2 and beyond
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3.2 Communicating to the
sector

3.3  Communicating to the
workforce (current and
potential)

4.1  Understanding the
workforce as sector-
wide

24/72
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» Large/ Systemic
= LMP then Sector HR
Circle (initial

evolve.

Leverage the sector mapping and the
messages developed in 3.1, to communicate

with the sector to build networks and communication may
collaboration. be LMP and HRAC
combined)

= Phase 1 and beyond

» Non-Monetary, with
potential Small
additional projects

Begin by sharing information about this
project (which can be done even before 3.1)
and drawing people to the Sector HR Circle
or equivalent.

@ L. MP then Sector HR
Circle, leveraging

Leverage the sector mapping, LMI and the
messages developed in 3.1 to communicate

to the current and potential workforces. HRAC
Use 4.3 and 7.1 to shape messages. = Phase 2 and beyond
s [arge

Begin by communicating to the current
workforce, coordinated with 3.2. Actively
engage the sector workers in the overall
communications campaign as well, to
create commitment and personal leadership.

In parallel, develop a plan to reach out to
the potential workforce, building on 3.1 and
using the LMI to identify targets. Use of
pilot projects to target some specific
audiences; these can serve as tests of this
messaging, 4.3, 7.1, 11.2 and 12.3.

The overall goal is to ensure that the
potential workforce for the sector is
specifically targeted in terms of
communicating the opportunities and value
proposition for the sector.

Use the HRAC/GNPI, Sector HR Circle,
ongoing/ future LMI and other work to
continue to think about the workforce as
sector-wide and articulate the value of
focusing on sector-wide interventions to
expand and sustain the labour pool, getting
more value for effort expended than
competing for resources at the level of
individual organizations.

= HRAC and LMP

= Phase 1 and ongoing

= Non-Monetary and
Systemic

This is about changing perspectives in the
sector as a whole so that organizations
collaborate to increase the labour flow for
the sector as a whole. For example, if
organizations share compensation
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43

4.5

4.7

53

6.2

25/72

Understanding
generations and
windows

Targeting talent
management strategies

Attracting non-
traditional workforces

Building a second
supplementary plan to
address the Aboriginal
social services and
workforce specifically

Supporting Executive
Director leadership
development

HayGroup

benchmarking information or enable cross-
organization career paths within the sector
they will help attract and retain people for
the sector as a whole. If they do not help
benchmark practices or if employees run
out of growth options in their organization
and are not supported to find that next step
within the sector, then the sector risks
losing out to other sectors.

Begin by profiling the workforce = LMP
generations and windows where people join = Phase 1
or leave the sector, building on the LMI and = Medium

leveraging existing work. Explore patterns
of workers leaving, joining or returning to
the sector. Similarly, profile non-
traditional workforces to understand their
needs and decisions.

Develop (or adapt from existing resources)
a talent management strategy, tools and
guidance/ training on how to target
attraction, retention, development and
motivation for each group.

Because resources exist here, this should be
a fairly straightforward project that can
deliver value quickly and inform other
streams of the project.

Develop an HR strategic plan focused = LMP, drawing on

specifically on this sector and workforce. Aboriginal
Engagement

This subsector is complex, and the HR Committee and HRAC

issues are broader and need to be @ Phase 1

approached more holistically. The goal of = Medium

this plan would be to look at the whole
person but also at the whole pipeline of
people in this workforce, and what can be
done to address issues and challenges.

Explore the potential value of an Executive = LMP then Sector HR

Director certification/ accreditation, Circle; HRAC
determining if it will create value or add partnering
barriers. Building on the certification or ® Phase 2
alternative approach, outline training = Large

requirements and explore partnerships,
alternatives and creative options for
developing the competencies behind the
certification. Focus on using existing assets
as much as possible and on removing
barriers to accessing those existing
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6.4

7.1

26/72

Expanding general
leadership programs
(emerging leaders but
also on-going learning
for mid-career leaders,
etc.)

Articulating the value

programs, then filling in the gaps to achieve
the certification criteria.

Initiate programs for ED/CEOQ level
networking and continued learning,
considering partnerships outside the sector.
Leverage existing programs.

Building focus and momentum here is
important because of the importance of
leadership roles and their impact on all of
the elements of HR strategy, and the
concerns in the sector about the leadership
bench strength behind the current
generation of leaders, many of whom are
approaching retirement. Certification is
also a way to communicate the importance
and impact of these roles to those
considering leadership in the sector.

Define professional certification(s) that
would be meaningful and valuable to
employees and organizations. Build related
competency profiles. Consider piloting at a
sub-sector level.

Building on the certification, outline
training requirements and explore existing
programs, partnerships, and creative
options for developing the competencies
behind the certification. Leverage existing
assets.

Develop exchange and secondment
programs (of different forms) within and
outside the sector.

Building focus and momentum here is
important because of the importance of
leadership roles and their impact on all of
the elements of HR strategy, and the
concerns in the sector about the leadership
bench strength behind the current
generation of leaders, many of whom are
approaching retirement. Certification is also
a way to communicate the importance and
impact of these roles to those considering
leadership in the sector, but needs to be
validated.

Build on the work done to understand the

HayGroup

s LMP then Sector HR
Circle; HRAC
partnering

s Phase 2

s Large

= LMP
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7.5

8.1

11.1

11.2

27172

proposition

Engaging employers in
addressing
uncompetitive wages
and benefits in the
sector

Enabling organizations
to develop HR strategy

Understanding and
articulating the value of
workforce diversity

Identifying barriers and
opportunities for multi-
dimensional workforce
diversity

workforce, as well as the LMI and existing
research, and provide tools and support to
define and articulate the Total Rewards/
value proposition that organizations in the
sector offer to employees, and to help
organizations identify additional (especially
non-financial) value they can provide.
Begin with a pilot project that both
develops the toolkit and then uses it to
develop messaging for a cluster of
organizations.

Organizations in the sector vary in terms of
their ability to compete for employees in
the labour market when it comes to
financial rewards. Providing tools to draw
out the other elements that are valuable to
employees, expand on them and articulate
them, will help organizations attract, retain
and engage their employees. The tools will
also generate thinking about new and
creative types of rewards/value (increased
flexibility, unconventional development
opportunities, incentive programs, etc.)
Begin a dialogue with employers to identify
the systemic issues creating wage gaps in
the sector. Work towards a roadmap for
addressing wage and benefit gaps.

Develop a partnership with BCHRMA (or
other organizations) to pair organizations in
the sector with HR experts to develop HR
strategy. Include HR strategy in the ED
certification program as well.

Develop and pilot workshops at the sub-
sector level (considering nature of
organizations as well as geography) to
identify the specific value diversity brings
to the organizations, the extent of diversity
today and what the barriers are and how to
address them. This work needs to begin

HayGroup

= Phase 1 and 2
® Medium

= LMP then Sector HR
Circle

= Small, potentially
growing into a
Medium or Large
project once the
roadmap is complete

= Phase 2 and 3

= L MP then Sector HR
Circle; HRAC
involved for
partnership work

® Phase 2 and 3

= Non-Monetary,
combined with Small

= HRAC for initial
work, with potential
LMP/ Sector HR
Circle for later work
and integration with
other projects

= Phase 2 and ongoing
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12.1

12.2

123

Understanding
competencies for front-
line workers in major
sub-sectors

Understanding current
and future labour
supply and demand
gaps for delivery of
front-line services

Developing targeted
recruitment and

with consideration of which forms of
workforce diversity should be considered.'®

Validate the barriers and proposed
approaches with the potential workforce.

Ensure that communication and recruitment
campaigns in other project streams reach
out to diverse communities, with
appropriate messages and delivery.

The purpose of these actions is to really get
behind the issue of diversity. A clear
description of the value of diversity,
specific for a sub-sector or type of
organization will help mobilize action
towards diversity, and identifying the
barriers and opportunities for action will
inform the other streams of the project.

Identify and prioritize key/ common roles
in sub-sectors. Look for existing
competency models and develop additional
models as required. Start with 1-2 clusters
of key roles as a pilot.

This will help profile key roles to engage
the potential workforce and the
organizations that impact the pipelines of
workers (such as educational institutions,
professional associations, government etc.),
and inform forecasting and program
development.

Identify and analyze available information

of key roles identified in 12.1. Consider the
value vs. cost of obtaining additional data.

This forecasting will help focus efforts on a
number of streams in this project, and to
mobilize organizations to participate in the
actions.

Using 12.1 and 12.2, and drawing on the
resources developed in 4, 7 and 8, develop

HayGroup

* Initially Non-
Monetary, followed
later by possible
Medium project

= L MP in partnership
with HRAC

= Phase 1

Non-Monetary (with
Small/Medium
projects where/if new
competency profiles
are required)

= HRAC in partnership
with LMP for initial
review of available
information; LMP for
additional information
and on-going work

= Phase 2

= Initially Non-
Monetary, with
potential Medium
projects to follow

= HRAC in partnership
with LMP, then Sector

'8 As discussed above, workforce diversity can be explored on a variety of dimensions. Work in this stream needs
to begin with establishing which forms of workforce diversity will be considered and when, as it may be specific
to each organization and the community in which it operates.

28/72
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retention strategies for  specific strategies for the skill gaps HR Circle

identified front-line identified above. Combine these with * Phase 2 and 3

positions and skill gaps  sector-level work engaging organizations = Small to Medium
that impact the pipelines of workers."”

' Work with organizations that can influence the pipeline of workers in these roles, such as educational
institutions, professional associations and government, may also be required, as described in 12.4 in the Appendix.
This work has not been identified as a priority for this initial project but may become one further in the process

when the picture from 12.1, 12.2 and 12.3 becomes more clear.
29/72 www.haygroup.com/ca




6.2 Priority Tactical Projects

Substream

2.1

2.2

4.2

4.4

30/72

Defining the sector
based on mission and
outcomes

Mapping the sector to
support understanding
and networking

Measuring and
benchmarking Human
Capital investments

Developing a
culturally- aware
perspective around
experience, education,
communication, etc.

Priority Tactical Projects
Overview and Rationale
Develop a working definition of the
sector, not based on a hard boundary but
more a characterization of what the sector
has in common.

This will support the other activities in
the project by providing a baseline
agreement of what the sector is and who
is included.

Develop a map of the sector and
determine how to sustain it. Start with 2-
3 mapping dimensions. The mapping can
be extended, with additional dimensions
(demographics, sectoral networks and
umbrella organizations, etc.) added in
future iterations.

This work will support sector networking
and involvement in the projects. Work
has already begun.

Initiate a measurement project, looking at
HR organizations (such as BCHRMA) to
understand which measures within the
sector will have good existing comparable
benchmark data outside the sector.

This is about exploring the feasibility to
do this kind of measurement within the
sector, and the effort required.

Start by focusing on the Aboriginal
workforce as a pilot, developing
awareness that different communities and
populations might present themselves
differently and that different types of
credentials, experience or expertise might
be considered. Work with the GNPI
Aboriginal Engagement Team to identify
the best approach to sharing insight with
the sector — whether through committee
members, an Aboriginal organization or
other approach. The content might
include a webinar and/or resource guide.

Ownership, Timing and

Magnitude

= HRAC

* Phase 1

= Non-Monetary

= HRAC and LMP
= Phase 1
= Non-Monetary

= T MP
» Phase 1 and 2
= Small

# HRAC, with LMP if an
external project is
required

= Phase 2

* Non-Monetary or Small
to Medium

www.haygroup.com/ca



4.6  Enabling cross-
organization career
paths and overall

sector retention

5.1 Recognizing the
unique challenges and
opportunities of the
Aboriginal social
services sector and
workforce

Building awareness of
those unique needs
within this plan

6.1  Defining leadership
roles in the sector

52

6.3  Building succession
planning in

organizations

6.5 Building Board

leadership

31/72

The next phase could expand this work to
look at immigrant workforces.

Start by establishing a network of people
leaving organizations in the sector during
the current period of change, so that there
is ongoing engagement of them with the
sector.

The initial network can be used to make
people leaving the sector aware of sector
news and opportunities, including Board,
volunteer and mentorship opportunities.
Also use the network to reach out to
people with a historical interest in the
sector who are now outside the sector and
can build bridges for partnerships of all
kinds.

Validate that the unique needs and
opportunities of this sector and workforce
have been sufficiently considered and
reflected in the plan.

Define and describe the roles of the
Executive Director (ED)/ CEO, Board
Chair and Board so that human resource
requirements can be better understood.

This work will support the other projects
under the leadership stream not just by
defining the roles but by creating
dialogue around the challenges in and
between roles today.

Explore a partnership with BCHRMA for
HR professionals to support EDs with
succession planning; develop (or compile
from existing resources) a toolkit and
training for both the HR people and the
EDs. Pilot with a cluster of organizations
or a subsector.

Use Board leadership (attraction,
selection, ongoing management and
leadership, etc.) as a test piece for ED
development program, defining

= HRAC and LMP, then
Sector HR Circle

= Phase 1 and beyond

= Non-Monetary or Small
to Medium

= HRAC, drawing on
GNPI Aboriginal
Engagement Team

= Phase 2

» Non-Monetary

= HRAC
@ Phase 1
= Non-Monetary

s | MP, drawing on HRAC
= Phase 2
e Medium

# LMP, drawing on HRAC
® Phase 2
= Medium

www.haygroup.com/ca



7.2  Benchmarking
compensation and
practices

7.3  Developing a
culturally- aware
perspective around
Total Rewards

9.1  Supporting
organizations with HR
operations

32/72

competencies and training options. Look
at both the role of the ED and the Board
chair, and options for both. Leverage
existing assets for content.

In parallel, explore partnerships with
organizations such as the Institute of
Corporate Directors and the Centre for
Board Diversity to access content and
programs and consider mutual interests in
building a strong pipeline of Board-level
talent.

Initiate a simple core benchmarking
survey for the sector. Start small, with a
selection of common roles (perhaps as
simple as a few levels of leadership/
program management and coordination
roles) and then build on it later, adding
more roles and granularity.

Explore using an online moderated
community for sharing practice
information.

These simple tools will provide a
relatively inexpensive benchmarking
opportunity for organizations that can
provide and illustrate the value.

Tie into 4.4 by starting with a focus on
the Aboriginal workforce as a pilot.
Work with the GNPI Aboriginal
Engagement Team to identify the best
approach to sharing insight with the
sector — whether through committee
members, an Aboriginal organization or
other approach. The content might
include a webinar and/or resource guide.

Do a second pilot focused on a broader
understanding of immigrant workforces
from a variety of common BC immigrant
communities.

Identify and promote access to the
resources available to support HR
operations, such as shared services, Board
members, etc. Discuss specifically what
kinds of hands-on HR operational support
is valuable and what the barriers currently
are to accessing that support. Explore a

* LMP then Sector HR
Circle, leveraging HRAC

* Phase 1 and ongoing

* Medium (if small/
straightforward); larger if
it includes establishing
the on-line community
and designing a model
for repeat surveys funded
by the sector

= L MP
2 Phase 2
Small to Medium

a LMP (eventually Sector
HR Circle) and HRAC

= Phase 1 and ongoing

= Small to Medium

www.haygroup.com/ca



10.1

10.2
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Demonstrating and
developing shared
service work

Supporting exploration
around partnerships of
various forms

partnership with BCHRMA.

In the short term, run a pilot Practice
Roundtable for feedback, bringing EDs
(or senior managers with overall HR
responsibility) together with HR
professionals (both from within the sector
and supporting the sector in other ways).
Focus on one process or topic (such as
performance management, succession,
human rights law, etc.) for the first hour,
with a presentation and resources shared
by one organization with quite developed
practices. Follow with a roundtable of
current questions or issues (not
necessarily related to the first topic) for
organizations.

Identify and document experiences from
pilot projects and others, and hold a
discussion session on findings and
opportunities to build on them

Create and pilot a facilitated process for
organizations to consider different models
of partnerships, from shared services to
alliances to consolidation. Develop a
toolkit to support the process, modelling
financial impact, program risk, HR risk,
strategy development, etc.

Build a resource guide for accessing
government programs and services such
as purchasing.

= [ MP
= Phase 2
= Medium

s LMP for facilitated
process and toolkit;
HRAC for resource
guide

= Phase 2

» Medium for facilitated
process, Non-Monetary
for resource guide

www.haygroup.com/ca



7 Critical Elements

For this strategy to succeed, there are a number of critical elements that need to be in place.

Engagement of the Sector and Clarity of Ownership

To build momentum behind the strategy, create value for organizations and their communities, and
achieve the outcomes identified, the sector needs to be fully engaged in taking the strategy to
implementation. There needs to be a clear sense that the strategy is broadly owned by the sector.

L.everaging of Assets

As identified in the issues report much work has been done to try to address the HR needs of the sector.
Resources and programs exist. A number of organizations work specifically on the types of actions
identified in this strategy, both within and beyond the province. Actions should leverage the assets
already in existence and build on them, not duplicate them.

Collaboration

The success of this strategy is predicated on the ability of the sector to collaborate together and with key
partners and funders. The sector will need to strengthen and sustain collaboration and actively support
the actions in this strategy. Funding agencies and other key partners will also need to support the
strategy and reflect that support in their work with the sector.

Sustainability Plan

Work on the Sustainability Plan is already in progress. An effective sustainability plan will be key to
achieving the outcomes identified as the work will take many years to complete. It will be important to
have a structure that supports action and accountability without duplicating or competing with the
valuable organizations that exist in the sector and to serve the sector.

Alignment of Effort with Interests

Success in this strategy will depend on continued effort from sector. At the same time, organizations
and individuals will differ in terms of what the priorities should be as execution progresses. To sustain
momentum and get continued effort and engagement from the sector, it will be important to have the
priorities driven by the effort and commitment that organizations and individuals are willing to put
behind them. The situation to avoid will be one where there are many voices and many “customers” for
the strategy, and few individuals and organizations contributing to action. It will also ensure that effort
is going where organizations really expect to see value.

Key Relationships

The sector (represented by the Sector HR Circle or similar) will need to cultivate some key relationships
to have a long-term impact on some of the environmental forces affecting HR issues. Examples include
the Public Service Agency, the Ministry of Advanced Education and Labour Market Development,
educational institutions, credentialing organizations, professional organizations and Citizenship and
Immigration Canada. There will be a need to identify common purpose and effectively advocate for the
needs of the sector, which includes building awareness within funding organizations.

Resource Retention and Creative Delivery
Given there is HR capability within the sector and that the sector has limited resources, creative delivery
strategies that retain resources within the sector will be valuable. These include engaging sector
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organizations (with the required capability) to deliver projects, taking train-the-trainer approaches to
scaling initiatives and similar strategies.

Recognition of Sector Diversity

As described in Section 2.2, the diversity of the sector (in all of its facets, including geographic and
regional diversity, generational diversity, and other forms of multi-faceted workforce diversity) adds
challenge to the work of the sector and to this strategy. Successful projects will consider the impact of
diversity, and demonstrate awareness of the diverse needs of the sector, at all stages of the project, from
inception to evaluation.

Involvement of Aboriginal Social Services Sector and Workforce

It is essential that the ongoing work on the strategy and its implementation engage the Aboriginal social
services sector and the Aboriginal workforce directly to ensure that the action taken will support the
outcomes.

Evaluation, Adaptation and Evolution

The strategy as contemplated today reflects our expectations and understanding at the outset of this
project. It will be important to evaluate our progress as we go, revisit environmental scans, and be
prepared to evolve and adapt the overall strategy as well as individual projects. Flexibility will be
required. It will also be important to identify and showcase results.
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8. Next Steps

Feedback and input on this draft plan is welcomed. A feedback survey can be found at:
http://www.vancouverfoundation.ca/lmp/plan.htm. Please provide your comments by June 28, 2010,
after which the plan will be finalized and shared with the sector and all British Columbians.

Once the plan is final, the LMP and HRAC will begin to undertake the priority actions identified, and
continue to publicly communicate activities and results.
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10. Appendix

Appendix A.Full list of recommendations and actions

The table that follows contains the full suite of recommendations and actions in support of the strategy.
The priorities identified above have been drawn from this full list. It is anticipated that as the project
work progresses and/or additional resources are available, more recommendations from this list will be
acted on.
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Appendix B. List of assets and resources to leverage

This is not intended to be a complete list of assets available to the sector. Rather, it is intended to be a
good cross-section of what we know to be available. Many of the organizations and initiatives listed
here have developed valuable community assets that may be leveraged for the action streams identified
in this the HR Strategy. These resources have not been evaluated; that process would be part of each

project in the implementation of the strategy.

1. Connecting and Sustaining the Sector

Aboriginal Head Start Association of BC

Aboriginal Housing Management Association

Adoptive Families Association of BC

Affiliation of Multicultural Societies and Service Agencies of BC (AMSSA)
Association of BC First Nations Treatment Programs

Association of Neighbourhood Houses

Association of Service Providers for Employability and Career Training (ASPECT)
BC Association of Substance Abuse Programs ~ Addiction Specialists and Allied
Professionals of BC

BC Association of Pregnancy Outreach Programs

BC Aboriginal Childcare Society

BC Aboriginal Infant Development Programs

BC Aboriginal Network on Disability Society

BC Asset Building Collaborative

BC Association for Community Living

BC Association of Aboriginal Friendship Centres

BC Association of Child Care Services

BC Association of Child Development Intervention

BC Association of Clinical Counsellors

BC Association of Community Response Networks

BC Association of Family Resource Programs

BC Association of Social Workers

BC Association of Specialized Victims and Counselling Programs
BC Association of Substance Abuse Programs

BC Care Providers Association

BC Clinical Counsellors Association

BC Coalition of People with Disabilities

BC Coalition to Eliminate the Abuse of Seniors

BC Family Net

BC Federation of Aboriginal Foster Parents

BC Federation of Foster Parent Association

BC HEAL (Healthy Eating and Active Living)

BC Health Coalition

BC Healthy Living Alliance

BC Hospice Palliative Care Association

BC Infant Development Programs

BC Mental Health and Addictions Research Network (BCMHARN)
BC Network for Aging Research
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BC Non-profit Housing Association

BC Rural Leadership Network

BC Social Economy Roundtable

BC Supported Child Development

BC Society of Transition Houses

BC Council for Families

BC Confederation of Parent Advisory Councils
BC Library Association

BC Library Trustees Association

Boys and Girls Clubs of BC

Canadian Mental Health Association — BC Division
CCEDNET - BC/Yukon

CCSD National Network of Planning Councils
Centre for Expertise on Culture and Communities
Childcare Advocacy Forum

Children First Provincial Coordinator

Coalition of Child Care Advocates of BC
Community Foundations of Canada — BC Region
Community Futures Development Corporation
Cooperative Housing Federation of BC

Council of Senior Citizen's Organizations (COSCO)
Community Social Planning Network of BC

Early Childhood Educators of BC

Ending Violence Association of BC

F.C.N. Family Caregivers Network Society
Federation of BC Youth in Care Networks
Federation for invisible Disabilities

Federation of Community Social Services of BC
Filipino Social Workers Association in BC

First Cali

First Nations Social Development Society

First Nations Education Steering Committee
Housing Futures Collaborative

Human Early Learning Partnership

Impact on Communities Coalition

Immigrant Services Society of BC

Literacy BC

Mental Health Action Research and Advocacy Association
Metro Vancouver Aboriginal Executive Council
Parent Support Services BC

Peernet BC

PovNet

Progressive Intercultural Community Services Soc
Provincial Organizations Roundtable
Representative for Children and Youth

Shelternet BC

Society for Children and Youth of BC

Success By Six/Make Children First

The CEOs Network
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United Native Nations

United Way of the Lower Mainland

Vela Microboard Association

Voluntary Organizations Consortium of BC
Volunteer BC

Working Group on Poverty

Aboriginal Human Resource Development Council of Canada
BC Centre for Non-Profit Management and Sustainability
BC Human Resource Management Association
BoardVoice

Canadian Executive Service Organization

Child Care Human Resources Sector Council

Columbia Basin Trust

Community Social Services Employers Association (CSSEA)
Community Foundations of Canada (47 throughout BC)
Federation of Community Social Services of BC

HR Council for the Non-profit Sector

Imagine Canada

Nechako-Kitamaat Development Fund

Kootenay Boundary Regional Resources Co-operative
North Island-Coast Development initiative Trust
Northern Development Initiative Trust

Southern Interior Development Initiative

United Community Services Co-op

United Way — multiple locations

Vantage Point

Regional Volunteer Centres (39 throughout BC)

2. Understanding the Sector
Most umbrella organizations have a comprehensive

BC Umbrella Organizations understanding of the organizations that serve their specific sub-
sector.

Capacity Building
Organizations

Government Non-profit Initiative and Collectively conducting a mapping project to profile the non-
Labour Market Partnership profit sector by region and sub-sector.

3. Communicating ldentity and Value
Celebrates British Columbians dedicated to others and to making

BC Community Achievement Awards their communities more caring, dynamic, beautiful, healthy, and
unique.

Calgary Chamber of Voluntary Has conducted a communications campaign to promote the

Organizations benefit of the non-profit sector to society

A national program to recognize excellence in social service

Donner Canadian Foundation Awards provision by non-profit organizations

Federation of Community Social

Services of BC Planning a branding campaign for the social service sector

Conducted research on the value of the sector: collaborated with
HR Council for the Non-profit Sector multiple provincial initiatives that are conducting workforce
promotion campaigns
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Scotia Bank and United Way
Community Spirit Awards

Honours organizations and individuals that support vulnerable
children and seniors in the Lower Mainland.

Leadership Victoria

Leadership Victoria Awards recognize leadership contributions in a
number of social service areas

United Community Services Co-op

“Passion for Work Week" encourages the paid staff in BC non-
profit organization to take a moment and celebrate the passion for
their work.

YWCA's Women of Distinction Award

Recognizes women whose outstanding activities and
achievements contribute in multiple social service areas.

4.

Building a Sector-wide Workforce

UK leadership development organization aas developed a

ACEVO - template and conducted research on human capital investments.

ASPECT WorkInfonet is an online portal including information and resources
on career planning, education, and employment.

Charity Village Online job postings

Education Planner

Searchable database that provides information about post-
secondary programs.

Federation of Community Social
Services

Has conducted research into understanding generations and
windows for employment in the non-profit sector

First Nations Education Steering
Committee (FNESC)

Offers workshops and publications on topics such as board
governance, education, funding, human resources issues, and
strategic planning.

Government Non-profit Initiative

HR Advisory Committee Exchange program provides opportunities
for intra-sector and sector-government work exchanges

HR Council for the Non-Profit Sector

Has conducted research on windows to the sector and other
recruitment topics.

Job Futures

National database profiles 265 occupational groups and job
descriptions.

Labour Market Information

The LMP is currently developing a Labour Market Information
project that will provide baseline data and identify data gaps.

Work BC

Online portal includes information on career pathways, planning,
professional development and labour market information.

Work Futures

Online database profiling 200 occupations with salary ranges;
managed by HRSDC and the British Columbia Ministry of
Advanced Education.

WorkinNonprofits.com

Online job postings

5.

Developing HR Strategies for the Aboriginal Social Services Sector and Workforce

Aboriginal Human Resource
Development Council of Canada

A national organization dedicated to advancing full participation of
Aboriginal people in Canada'’s labour market.

Banff Centre for Management

Provide Aboriginal Leadership Development program

BC Assaociation of Aboriginal
Friendship Centres

Has plans to develop an HR Strategy for the Aboriginal workforce

BC Public Sector Aboriginal Youth
Internship Program

67/72
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Aboriginal organizations for the last 3 months of their
internship.

Metro Vancouver Aboriginal Executive
Council

Network of Aboriginal social service providers in the Metro
Vancouver area that has developed a leadership cohort of
Aboriginal social service agency Executive Directors.

First Nations Education Steering

Offers workshops and publications on topics such as board
governance, education, funding, human resources issues, and

Committee (FNESC) ) :
strategic planning.
6. Building Leadership
ACEVO Board Governance assessment tool could be adapted to Canadian
context
Values-Based Leadership program builds skills such as leadership
ASPECT and change, self awareness, trust, motivation, communication, and

teamwork.

Banff Centre for Management

Provide Aboriginal Leadership Development program

BC Public Service Agency

Recruiting and human resource development agency of the BC
government.

Board Voice Society

Promoted excellence in governance for Non-profit Boards.

British Columbia Institute of
Technology

Currently in development, this Certificate Program would
provide advanced leadership development skills and include an
applied research component.

Canada Advancing Philanthropy

A small working group focused on encouraging a post-
secondary university in Canada to launch a master's degree in
philanthropy.

Centre for Innovative and
Entrepreneurial Leadership

Custom leadership training for communities through a model that
focuses on community, collaborative, transformation and personal
leadership.

Centre for Non-profit Management and
Sustainability

Conducts collective leadership development through peer learning
that engages cohorts of organizations at a similar developmental
stage

The CEOs Network

A collective of CEOs from 76 organizations;one of their three goals
is to build leadership capacity.

Community Foundations of Canada

Online Community Building Leadership Toolkit informs strategic
planning, program assessment, leadership, and partnership
development

Douglas College

Community & Workplace Leadership Program teaches effective
leadership, community integration, diversity, and change
responsiveness

Federation of Community Social
Services of BC

Recruitment and Retention project gathered information and
evidence from diverse sources on the leadership challenges facing
emerging leaders.

Hollyhock

Provides leadership development workshops in Vancouver,
Victoria and on Cortes Island

HR Council for the Non-profit Sector

Has developed a set of management competencies for small
organization leaders

Institute for Corporate Directors
68/72
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to attend this professional accreditation program for corporate
directors.

Internal Leadership Development
Programs

Some large non-profit organizations, private sector companies
(e.g. Crystal Decisions - now SAP, Vancity, and Coast Capital),
and public sector bodies (e.g. PSA) have internal leadership
development programs to identify, support and develop emerging
leaders. Many of these current provide seats for NPS employees
and others could be leveraged.

Justice institute of British Columbia -
Centre for Conflict Resolution and
Centre for Leadership

Management Development for Community Settings Certificate
Program teaches a person-centred approach, upholding standards
and quality, balancing client needs with staff concerns.

Leadership Development Models from
other Sectors

For example, Leaders for Life a Leadership Development Program
for developing Next Generation Heath Care Leaders. The
program is built on the LEADS Leadership Capabilities
Framework—an internationally recognized benchmark for effective
leadership.

Leadership Vancouver, Leadership
Victoria, & Leadership Sea to Sky
(Whistler Forum for Leadership and
Dialogue)

A 9-month action/study program built around mentorship,
engagement with current community issues, and hands-on
delivery of community action projects.

Minerva Foundation

Leadership Development programs to inspire and empower
women and girls such as Learning to Lead and Follow a Leader,
and Aboriginal Women'’s Partnership.

SFU Management and Professional
Programs, Continuing Studies

The Salvation Army Development Endowment Fund supports
customized leadership programs, prior learning assessment,
leadership needs assessment, and development of distance and
online education capacity.

UBC Centre for Inclusion and
Citizenship

Coordinated approach to leadership development in the
community living sector. The next phase of program development
will focus on policy making curriculum.

United Community Services Coop

Provides executive coaching to Leaders of non-profit
organizations.

University of Victoria, School of Public
Administration

Newly established Master of Arts in Community Development
Program is designed to build leadership in practicing professionals
in community based organizations; launched in May 2010.

Vantage Point

Customized advanced learning programs that build critical
leadership to help organizations be strategic, innovative and
deliver on mission. The Next Leaders Network (NLN) connects
young professionals to build their networks, intentionally direct
their careers and gain knowledge in order to perform their roles
effectively and successfully. People Planning 101 helps
organizations identify key priorities for moving organization forward
and strategize who can execute action plans.

Vancouver Community College

The Business Leadership & Management Certificate Program is
designed for those who wish to qualify as professionals in the
public, private and not-for-profit sectors.

7.

Association of Fundraising
Professionals

69/72

Taking a Total Rewards Perspective

Report of compensation and benefits survey of AFP members in
Canada and the United States.
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BC HRMA

Provide professional certification, roundtables, networking,
professional development, mentoring, and conferences on HR
practices

BC Public Service Agency
Compensation Group

Recruiting and human resource development agency of the BC
government.

Boland Salary Review

Annual survey of salaries and human resources practices for a
range of positions at not for profit organizations in Alberta and BC

Bridgestar

Research on wages and compensation

Canadian Society of Association
Executives

This national survey includes compensation and benefits data for
CEOs and senior managers of associations, charities and other
not-for-profit organizations across Canada.

CCSEA

Compile wage data for many occupations on behalf of member
agencies

Local large non-profit organizations

Some large non-profit organizations have collectively engaged
consultants to conduct wage surveys

Private sector HR consultants

Many private sector consultants have experience developing Total
Rewards packages and training for a variety of client types.

Unions

Compile wage data for many occupations on behalf of member
agencies

BC HRMA

8. Supporting Strategic HR Work

Provide professional certification, roundtables, networking,
professional development, mentoring, and conferences on HR
practices

HR Non-profit Roundtable

An informal network of non-profit HR professionals that meet to
hear professional development speakers and share best practices.

Calgary Chamber of Voluntary
Organizations

Has developed an HR Plus program in association with Harvard
University to support strategic and operational HR activities in non-
profits

HR Council for the Non-profit sector

Have developed an online tool kit, HR management standards,

.| and an online HR Checkup for non-profit organizations

Vantage Point

Offers many workshops on how to plan, lead, govern and work
with people, customized training, board development training, and
a Human Resources Managers Series.

BC HRMA

9.

Supporting HR Operations

Provide professional certification, roundtables, networking,
professional development, mentoring, and conferences on HR
practices

HR Non-profit Roundtable

An informal network of non-profit HR professionals that meet to
hear professional development speakers and share best practices.

CCSEA

Provide ad hoc human resources and labour relations advice to
member organizations.

Calgary Chamber of Voluntary
Organizations

Has developed an HR Plus program in association with Harvard
University to support strategic and operational HR activities in non-
profits

Charity Village
70/72
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online courses are articles on HR management

HR Council for the Non-profit sector

Have developed an online tool kit, HR management standards,
and an online HR Checkup for non-profit organizations

10. Exploring Shared Services and Beyond

BC Umbrella Organizations

Many umbrella organizations offer shared purchasing programs
(e.g. insurance) for their members

Calgary Chamber of Voluntary
Organizations

Has developed a shared services model for HR and other back-
office services

Central Interior Community Services
Co-op

Has developed shared service model for five community services
organizations in Williams Lake

Community Futures of BC

Currently provide pooled investment loan program and are
considering expansion of shared services

HR Council for the Non-Profit Sector

Has developed a framework to assist organizations to explore
shared services.

Kootenay Boundary Community
Services Co-op

Have developed shared services for program delivery in Aboriginal
and child care organizations.

Private sector providers

A number of private sector providers provide shared services for
HR and other back office functions

Shushwap Community Resources
Co-op

Is in the process of developing a shared service model for
community services organizations in the Shushwap area

Tides Canada

Provides shared services to multiple internal projects and external
organizations

United Community Services Co-op

Currently conducting a feasibility study on shared service potential
among medium and large-sized organizations in urban settings

United Way of Northern BC

Currently conducting a feasibility study on shared service potential
in three clusters: Prince George, dispersed rural organizations,
and Aboriginal organizations.

11. Embracing Meaningful Workforce Diversity

AMSSA

Immigrant Integration Coordinating Committee (IICC) provides an
opportunity for organizations working with newcomers to address
challenges, find reasonable solutions, and share resources.

Aboriginal Human Resource
Development Council of Canada

A national organization dedicated to advancing full participation of
Aboriginal people in Canada’s labour market.

Banff Centre for Management

Provide Aboriginal Leadership Development program

BC Association of Aboriginal
Friendship Centres

Has plans to develop an HR Strategy for the Aboriginal workforce

BC Public Sector Aboriginal Youth
Internship Program

A 12 month paid internship placing Aboriginal youth in
provincial government ministries for @ months and then in
Aboriginal organizations for 3 months of their internship.

Central Vancouver Inland Multicultural
society

Provides diversity tools and training

First Nations Education Steering
Committee (FNESC)

7172

Offers workshops and publications on topics such as board
governance, education, funding, human resources issues, and

www.haygroup.com/ca




HavGrous

strategic planning.

Immigrant Employment Councit

Work with employers and other key stakeholders to improve
hiring practices, encourage new policies, and change
perceptions about immigrants.

Immigrant Services Society of BC

Provides a range of services to help employers recruit and
support skilled immigrants.

Intercultural Association of Greater
Victoria

Provides training to promote understanding of diversity and
provide practical tools for organizations to welcome diversity.

Kelowna Immigrant Society

Ethnic representatives available to visit organizations wishing
to become more culturally aware

Metro Vancouver Aboriginal Executive
Council

Network of Aboriginal social service providers in the Metro
Vancouver area that has developed a leadership cohort of
Aboriginal social service agency Executive Directors.

MOSAIC

Assists employers to locate, screen, and support skilled
immigrants.

North Shore Multicultural Society

Developed Guidebook for Diversity and organizational change
with practical tools for organizations wishing to incorporate
diversity

Richmond Multicultural Concerns
Society

Provides cross-cultural understanding and cultural sensitization
workshops targeting front line staff and service providing
agencies.

Penticton and District Multicultural
Society

Provides customized cultural diversity training programs for
organizations

Progressive Intercultural Community
Services (PICS)

Provides skilled immigrant professionals with customized
career planning services

S.UC.CESS.

Assists employers with activities related to recruitment
planning, workforce training, and workforce training and
support.

Victoria Immigrant and Refugee
Centre

Provides an opportunity for employers to showcase their
organizations to recruit immigrant workers.

12. Building Capacity at the Front Line

BC Association for Community Living

Has developed competencies for some job categories and
customized skill/leadership development program through the
Justice Institute of BC

BC Centre for Non-Profit Development,
University College of the Fraser Valley

Online and classroom courses on the following topics: leading and
management, financial management, marketing and public
relations, board governance, strategic planning, evaluation and
resource development.

British Columbia Institute of Technology

Part-time Distance Non-Profit Management Certificate focuses on
leadership, financial management, people management,
marketing, government relations, fundraising, and governance.

Canadian Council for Refugees

Has developed the Canadian National Settlement Services
Standards Framework which establishes occupational
standards a_nq competencies for settlement_workers.

Central Interior Community Services

7272

Has developed job classifications and competencies for many
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Co-op

social service positions

Centre for Non-Profit Management and
Sustainability

"Helping the Helper" series provides training in leadership,
governance, financial management, evaluation, and human
resources. VSKN provides online resources and connection to
mentors with specialized knowledge.

Charity Village

Online training in topics such as board development, budgeting,
event planning, fundraising, strategic planning, and volunteer
management.

Child Care HR Sector Council

Have developed competencies and training programs for child
care occupations

College of the Rockies — Online
Instruction Centre

Six-week online courses including topics such as creating your
own non-profit, fundraising, marketing, and event management.

The Federation of Community Social
Services of BC

Three annual meetings are supplemented by at least two training
days per year, online learning forums, and ‘community of practice'.
Developing strategic HR practices for clinical supervisors.

Fraser Valley Centre for Social
Enterprise

Provides networking events, workshops, one-on-one counselling
for social enterprises based in the Fraser Valley, and a variety of
online resources.

HR Council for the Non-Profit Sector

Have developed core competencies for small organizations. The
Quebec HR sector council has developed competencies for
multiple sub-sectors (currently in translation)Currently planning a
Skills Strategy for the Sector which will be initiated in 2011.

Immigrant Services Society of
BC/MOSIAC

Has begun to map competencies required for all levels of
employees. ISS and MOSAIC are working with UBC Social Work
school to develop training programs to meet current gaps in
competencies

Ontario Non-profit Network

Have begun a project to develop competencies for major sub-
sector within the nonprofit sector.

Professional Service Firms

Many legal, finance, HR, and accounting firms provide some seats
for non-profit organizations to attend public workshops on industry
trends

Selkirk College — Continuing Education

One-day leadership and management courses and a “Peer to
Leader” six-course series which focuses on management training.

United Community Services Co-op

Financial Fitness workshops cover fundamental financial,
accounting and legal matters

University of Victoria, School of Public
Administration

Professional Specialization Certificates provided in cultural
sectoral leadership, local government management, performance
management, public policy and governance, public sector and
NPS management.
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