Frequently Asked Questions on EX Talent Management
1. What is executive talent management?

Talent management is about ensuring that people are matched to the right job for their skills, competencies and career plans. Through dialogue, feedback, career support and individually tailored learning, the potential of employees can be fully realized, organizational priorities can be met, and public service excellence can be achieved. 

Executive talent management is designed to support the ongoing development and retention of executives while supporting current and future departmental business goals. It helps build sustained excellence in public service leadership by maximizing the contribution of every executive.

Managing the talent of executives is a shared responsibility among executives, managers, human resources professionals, deputy heads and the Office of the Chief Human Resources Officer. 

2. What is the Executive Talent Management System?

The Executive Talent Management System (ETMS) is an online system housed on a secure database that, when completed, will integrate the executive talent management exercise and the Performance Management Program budgeting tool. 

The ETMS provides enhanced, real-time efficiencies when collecting, accessing and analyzing strategic information about executives. It helps leaders to better know their executive community, manage talent and build a stronger public service. 

The ETMS also further enables in-depth analysis to identify demographic trends and gaps, which results in improved succession planning, timely knowledge transfer, and more strategic leadership development plans. Having this information provides a solid context to support talent management discussions between executives and their managers.

It also benefits executives by offering them a comprehensive personal overview of their performance, career aspirations and developmental needs all in one place. 

The goal is for deputy heads to have the information needed to match the right executives with the right skills to the right position to deliver results to Canadians and support public service excellence. 

3. What is the link between executive talent management and the Performance Management Program?

Talent management focuses on the future and is designed to ensure that executives are properly matched to the right job for their skills, experience, competencies and career plans.

The Performance Management Program focuses on the past and is based primarily on the achievement of individual and departmental commitments of the previous year. In July 2011, the Government of Canada made changes to at-risk pay by linking it to the achievement of a corporate (government-wide) commitment. Having employees work toward achieving a corporate (enterprise-wide) goal is a best practice in the private sector.
Talent management and the Performance Management Program are linked because deputy heads may consider past performance when determining talent potential.

Once completed, the ETMS will have the ability to house executive talent management and the budgeting aspect of the Performance Management Program in one location. 

4. What is the link between executive talent management and leadership development? 
It is expected that most people can develop their leadership skills through experience and training. It is the responsibility of managers to identify employees who have leadership potential and help them develop their leadership skills through appropriate training and, most importantly, through work experience that challenges them and enables them to grow. Above all, the employee must be fully engaged in the process and be willing to lead and be developed. Key leadership competencies (with an emphasis on people management) form the foundation of leadership development in the public service. 

Leadership development and talent management are linked because leadership development is one of the outcomes from the talent management dialogue. 

The Executive Talent Management System can produce reports based on information from the assessment of an executive’s aspirations, goals, strengths and areas to develop to effectively understand and plan for the learning and developmental needs of the organization. 
5. Who can use the Executive Talent Management System?

EX-01s to EX-05s and those who have EX-equivalent positions are eligible to use the Executive Talent Management System. Deputy heads and managers of these employees may also use the system. Deputy heads must assign a delegate to act as a proxy and to perform the administrative duties associated with the system.

6. Where do I find the Executive Talent Management System?

The Executive Talent Management System is available on the Treasury Board of Canada Secretariat’s Publiservice website.

7. Is the executive talent management exercise mandatory?

It is mandatory for EX-04s and EX-05s in the core public administration to participate in the annual executive talent management exercise. Separate agencies are encouraged to participate by using the Executive Talent Management System (ETMS). 
It is voluntary for EX-01s to EX-03s to participate; however, all executives are encouraged to use the ETMS to support an enterprise-wide approach to managing executive talent in the public service. The EX-01 to EX‑03 group represents the future of senior leadership of the public service, and it is essential to understand their aspirations, competencies and gaps to ensure they are developed and equipped to take over as the emerging community of senior leaders. 
EX-03s are considered the emerging community and are encouraged to participate because they are the feeder group for the ADM community. Because the ADM community is collectively managed, the Committee of Senior Officials is interested in studying this group to ensure they are preparing to manage as the up-and-coming community of senior leaders.
8. Who developed the Executive Talent Management System?

The Executive Talent Management System was designed collaboratively between departments and the Office of the Chief Human Resources Officer to respond to public service–wide and organizational needs to support the management of the executive cadre.
9. Why should executives complete the online executive talent management questionnaire?

The Executive Talent Management System (ETMS) gives executives access to all of their career information in one location. By using the ETMS, executives have access to their employment history and talent management files. This will help them as they manage their individual careers by reviewing their accomplishments, aspirations and planned learning side by side. 

This also supports discussions between managers and executives by adding more structure and rigour to the career discussions and increasing executive engagement.

By using the ETMS, executives are also introducing new benefits to the strategic planning of their respective departments. With organizational executive data, organizations can undertake meaningful research and analysis on organizational trends. Benefits can be further extrapolated to the entire public service, as the value of a comprehensive database on all executives permits key strategic public 
service–wide trend and gap analysis.

10.
What is new in the Executive Talent Management System for 2011–12?
Version 2.0 of the Executive Talent Management System (ETMS), released in September 2011, is more intuitive and user-friendly and captures additional data in an enhanced executive talent management exercise. It also includes helpful tips and links to self-assessment tools. 

The assessment itself is now divided into sections: one for employees and one for managers. These sections are further divided into portals: 

· Employee section

· Employee Information Portal
· Talent Management Portal
· Manager section

· People Assessment Portal

· Position Assessment Portal

The Employee Information Portal contains administrative and resumé-type information, employment history and functional community data, accessible for editing year-round. Once populated, this section will require annual updates only. 
The Talent Management Portal contains information related to strengths, areas for development, career interests and other topics. Executive may also self-assess against key leadership competencies. This section must be completed annually.

The People Assessment Portal is used by managers to assess an executive in terms of key leadership competencies, strengths, areas for development, learning and developmental needs, and post-retirement contributions. Certain individuals may be identified as “high potential” for future development. Managers will also assign their executives on the Talent Map.

The Position Assessment Portal is used by managers to identify critical positions, establish whether they have a succession plan for those critical positions, and assess the level of risk for the organization and/or the public service if a critical position becomes vacant. 
The system captures specific data related to critical positions and the probability of vacancies. The data informs deputy heads about business-critical positions within their organizations and whether such positions are likely to become vacant in the near future. With this proactive approach, they will have a full complement of executives to deliver on priorities.
The system also captures data specific to membership in a functional community.
11.     What does senior management do with talent management information?
By using the Executive Talent Management System, participating organizations receive executive profiles as well as aggregated departmental and public service–wide data reports of the executive talent pool (EX‑01 to EX-05). Senior management reviews will vary according to each organization, but all would normally include the following: 

· Determination of the most appropriate and feasible training and/or developmental opportunities for executives within the context of current and future business requirements; 

· Discussion about their executive talent and the proposed recommendations for each executive within the context of organizational needs; 

· Identification of organizational skill shortages, gaps and review of critical positions, with special attention to those that do not have succession plans in place; 

· Selection or nomination of executives for key development opportunities; 
· Identification of emerging talent; and 

· Determination of the appropriate Talent Map placement for the employee.

This increases the capacity of senior leaders’ knowledge of the executive community to identify trends and critical gaps unique to their organization or the public service and will support strategic decision making. 

Completed ADM (EX-04s and EX-05s) talent management information also forms the basis of Clustered Deputy Head Reviews (with deputy heads, the Office of the Chief Human Resources Officer and the Privy Council Office) and presentations to the Committee of Senior Officials.

12.   How is potential assessed or determined?
Research
 defines someone who has potential as an individual who is assessed as having the ability, aspiration and engagement to rise to and succeed in more senior, critical positions in the organization. Current performance is a necessary condition for potential but does not guarantee success at the next level. However, most “high performers” are not high-potential individuals because of inadequate ability, weak engagement or insufficient aspiration. The potential drivers to build potential are clustered in three areas: leveraging employee relationship, ensuring credible organization commitment, and structuring challenges within job experiences.
It is therefore important for a manager to consider all these factors when determining the potential of an employee within the context of executive talent management.
13.    How will my personal information be protected?

Personal information is protected under the provisions of the Privacy Act and the Access to Information Act. A notice appears at the top of the executive talent management assessment informing participants of the intended use or disclosure of the personal information collected.

Access to collected information is restricted to selected personnel for the purposes of data analysis at the Office of the Chief Human Resources Officer or within other organizations. 
In addition, all organizations that handle personal information are required to do so in accordance with protected security requirements.
�.	Corporate Leadership Council: “Realizing the Full Potential of Rising Talent: A Quantitative Analysis of the Identification and Development of High-Potential Employees.” 
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