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Moderator André Choquet: My name is André Choquet, Chair of the ERM Applications Committee, and it is my 
pleasure to welcome you to one of the seven sessions brought to you in whole or in part by the ERM Applications 
Committee at this meeting. This session is called Workforce Risk Management – The Link to ERM. For those who 
attended the session yesterday where we updated the membership on the activities of the joint risk management section 
and of our committee, you know they have been a fervent proponent of the better integration of pension risk 
management within an ERM framework. It seems to me that a milestone towards that end would be the better 
integration of pension risk management within workforce risk management. Part of the reason for the decline, I think, in 
DB plans in the private sector is the view that these plans became too costly and too risky for the organization sponsoring 
them. But let’s not forgot that DB plans were originally created as a workforce management tool allowing the proper 
transition of human capital from the most productive stages of active life to the more peaceful retirement years.  

So in preparation for this session, besides talking to our speakers today, I also talked to a consultant and my employer 
Aon Consulting about workforce analytics and workforce planning in the private sector. This is a little bit of what he 
shared with me in terms of trends that we see at the moment. HR departments in the private sector are much more 
dependent on data now than they used to be for decision-making purposes. So there’s a lot more employee segmentation 
being done based on productivity, engagement or talent surveys. There is segmentation by demographics, attitude, 
workgroups and location, of course. So with all this analysis HR is becoming more of a decision-making science. HR 
departments are acting more like finance departments, looking globally at the company and optimizing key metrics using 
targeted solutions. So with all this advance in analytics, standardized measures of metrics and formulas across companies 
is becoming more of a need. There is currently a North American industry committee in place to create measurement 
standards for HR decision-making purposes and they will likely be adopted by the Society of HR Managers.  

So maybe all this will mean new areas of practice for actuaries and it has certainly led to an exciting career for one of 
those actuaries, and we are very pleased to have her with us today. Deanna Napen, or Dee as she likes to be called, is the 
executive director of workforce risk strategies in the Workforce Planning and Leadership Secretariat of the Ministry of 
Citizens’ Services at the Government of British Columbia. Since joining the BC Government in 2006, Deanna has been 
responsible for the strategy and development of BC’s workforce planning projection application, which is a major tool in 
the development of BC’s corporate human resources plan and the ministry’s strategy for workforce plans. Prior to joining 
the BC Government Dee was a principal and consulting actuary in Towers Perrin in the Calgary office. During her 20 
years at Towers Perrin, Dee has fulfilled several roles including development of Towers Perrin’s workforce planning 
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practice for Western Canada, client relationship manager and retirement consultant and actuary. In addition, Dee was a 
member of Towers Perrin’s Canadian Privacy Task Force, assisting in the implementation and training related to 
Canada’s privacy legislation. She obtained her Fellowship in the SOA and CIA in 1995. 

Our next distinguished speaker is Kevin Jardine, Assistant Deputy Minister of Business and Workforce Transformation 
at the same Ministry of Citizens’ Services. A public servant in the provincial government for almost 10 years, Kevin has 
held several technical and management positions, previously working in the Premier’s office as deputy cabinet secretary 
and assistant deputy minister for cabinet operations. Over the past several years he has led the development and 
implementation of many successful corporate- and cabinet-endorsed strategies and subject areas as diverse as mountain 
caribou recovery (I’d like to hear about that one), species and ecosystem conservation and the establishment of GOBC as 
a leading public sector organization in the area of geographic information management and provision.  

So without further ado I will let them talk about and demonstrate to us the tools and techniques used to plan for the 
public service workforce of the future and to explain to us what workforce risk management means within the 
government’s broader ERM framework. Deanna will start first: Deanna. 

Deanna Napen: Thanks for coming today. We just wanted to spend a few minutes talking about what enterprise risk 
management is at the Government of BC and then how that links directly into workforce risk management. We wanted 
to frame it in terms of three contexts: what is our demographic profile, what are the fiscal and policy contexts that we’re 
operating under and then the external societal pieces that we also have to be aware of. We’ll talk about what the strategies 
are, which is what we called meeting the challenges, and provided we don’t talk too long we were hoping that we could 
spend a few minutes and actually show you the web-based workforce-based managing tool that we’ve developed, that 
we’re using and we will be rolling out to our senior leadership to help them with their decision-making.  

The Government of BC has a core policy and procedures manual where it sets out what basically our guiding laws are. 
We have one chapter dedicated exclusively to risk management and in particular they describe risk management as a 
culture or process that is directed towards ministries that look at effective management of both opportunities and risks. 
So it’s not just related to the negative risks, it’s also about capitalizing on some of the upside risks.  

In terms of objectives for risk management in the Government of BC: we want to recognize that risk management is 
critical to achieving goals in our governance objectives. We want to integrate enterprise risk management as a corporate 
culture; basically we should be using it in every strategic and operational process that we do, so within our individual 
ministries as well as within our individual projects and processes we need to be looking at what are the risks, both in 
terms of opportunities as well as the negative risks that may impact upon the path of getting to your ultimate goal. We 
want to have a proactive approach to identification of risks, analysis of risks, evaluation and treatments. And 
continuously apply risk management practices in our decision-making processes. One thing that I thought, and this is a 
little bit before my time, but in preparing the bid for the 2010 Olympics in Vancouver here, they did use an enterprise 
risk management approach. So hopefully that’s one way of saying yes, it was actually successful. Then we can’t forget 
that one goal of enterprise risk management is that we need to actually identify, commit and train resources that do 
undertake the enterprise risk management activities. 

Within the Government of BC the responsibility for enterprise risk management falls to the individual ministries. What 
that means is that the deputy minister and their executives are responsible for looking at risk management activities. Each 
ministry actually has a service plan that identifies its priorities and it’s within those service plans that they also talk about 
the risks and strategies to deal with some of those risks. So the centre of this chart here is basically the ministries that are 
responsible for rolling out enterprise risk management, but they are accountable to the Treasury Board and caucus 
committees. Within the ministries or the programs we have to look at the identification, the assessment, dealing with the 
strategies, and then look at reporting on risk management activities within those service plans. That’s an annual report, 
which is a citizen-facing document.  

We have on the right-hand side of the house a risk management branch. The risk management branch is part of our 
Ministry of Finance so they are specialists in risk management and they are to educate and advise the various ministries 
in these practices. They are responsible for development of tools. For example they have developed a risk register, and 
they are also responsible for looking at corporate risk monitoring, risks that may cross across all the ministries. Then we 
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have internal audit responsible as well, so they are validating that risk management activities are out there. They’re 
looking objectively at what is happening across ministries. Just about a month or so ago there was actually a survey that 
was put out from the Auditor General’s office in regards to enterprise risk management and what is happening within 
BC.  

As part of BC’s risk management documentation or framework they have an enterprise-wide risk relationship schematic. 
They split the risks into outcome risks and unintended consequence risks. Outcome risks are basically impediments that 
would interfere with the outcome of a policy or program or process not being achieved. Unintended consequence risks 
deal with [the fact that] while an outcome is actually achieved there may be certain unintended consequences that 
happen as a result of that process or policy, and those unintended consequences include people risks. This is our linkage 
into the workforce risk management framework. The people risks have human resources risks which are basically dealing 
with the fact that we may not have the staff with the skills and competencies that we need to go forward and deliver on a 
business strategy. We have succession risk, will we have the leadership in place that we need to deliver on key critical 
components. The key personnel risks link right back to succession risk. Then knowledge capital risk is, “Do we have the 
effective learning programs such that we are developing the skills and competencies that we need for tomorrow?”  

Within the world of workforce risk management, which is where I work, the way I describe workforce risk management 
is all about getting there, which is the right side of the house over here from here. We have the current workforce that we 
have. We currently have about 26,500 employees and what we’re trying to look at is what is the workforce of tomorrow 
going to look like based upon what is being demanded by the citizens of BC, the strategies for the Government of BC 
and what we have as contextual constraints, such as what are the budgets that we have available to deliver on.  

Workforce risk management is about understanding the things that are going to impact on your path between today and 
tomorrow. What are the current business priorities, how might those change and how do those business priorities or 
drivers directly relate to the type of workforce that we might need tomorrow? What is the demographic context that 
we’re currently operating in as well as the demographic context of tomorrow? What proportion of our population is 
currently in the baby boom, for example, versus next gen, and what does our labour force in BC look like from 
tomorrow? So it’s not just our own demographic context but it’s also the demographic information in the rest of BC or 
Canada. What are our own corporate policies that impact or influence the way that our workforce will be in the future? 
We’ve got all those quadrants of the workforce, basically the work environment. What’s happening in a competitive 
framework? Where are our employees going to if they’re leaving us? Where are employees coming from that we might be 
hiring from and how might that influence how we behave? And then what are the fiscal or economic or labour force 
issues that will be having an influence on our future tomorrow? 

Just from defining a couple of terms, when we’re looking at workforce planning or workforce risk management we look 
at both the workforce supply, which is looking at what our current workforce looks like and what happens to them into 
the future, but we’re also looking at the workforce demand, which is the picture of what we need to deliver on our 
business strategies of tomorrow—what are the skills and competencies we need for tomorrow, where will we be doing 
business and how might we be doing business differently? We look at those things not just for the total workforce, all 
26,000 public servants, but we also look at them for various segments, so that we look at them by ministries or we might 
look at them by what we call classification group, which is our various type of jobs. And we look at those things under 
multiple scenarios, so in the session that I just attended on multi-employer pension plans we talked about doing scenario 
analysis. We do a lot of scenario analysis where we look at, “Well, what if we did this? What if had a change in policy 
this way, what might it mean?”  

To give you an idea of what we’re facing within the Government of BC, we’ve got older information on the left and 
newer information on the right. So as of February 2010, we had about 26,500 employees. Our average age is about 46 
and about one in five of our employees are currently able to retire. That means that they can walk out the door with an 
immediate pension benefit and it’s a highly subsidized pension benefit. Now since 2008 we’ve aged over a year but 
what’s quite phenomenal is between October 2009 and February 2010, which is about a four-month timeframe, we have 
actually aged about six months. So we’re actually aging faster than time is moving, which is a scary concept if you think 
about it. We have more employees over age 55; like I said we’re currently one in five, where it was about 15 percent in 
2006, and that has been at the sacrifice of our population that is under age 30; the younger workforce, those that are 
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coming right out of post-secondary institutions. Our average service has also increased quite dramatically. Now that’s a 
function of some restricted hiring. We’re not able to bring in and replace every one of our employees that is exiting, but 
it’s also a function of the fact that we may have turnover in our new groups as well that is maybe higher than it is in 
some of the longer-tenured employees. 

If we look at the province as a whole, the red lines here are the projected growth rates for the province of BC. So the 
province of BC is a growing province; it’s currently anticipated to grow at about 1.4 percent a year but that is projected 
to decline over time to be somewhere between 0.8 percent and 1 percent. So we’re a population that’s growing but we 
are a population that is aging. If we looked just at the population that’s between 20 and 64, that’s the green bars, so in 
the very short term over the next two years our 20 to 64-year-olds are growing faster than the population as a whole, but 
very, very quickly the growth rates in that segment of BC are actually quite a bit less than the population is. And if we 
actually translate those green bars, which is everybody between 20 and 64, into a labour force, meaning we look at those 
that are willing and able to work, the labour force growth rates are initially smaller than our province is growing. As we 
expect our unemployment rates to start to decline, we see faster growth rate in the labour force but then it starts to come 
down again below what the province is growing at. So what it means is we’ve got more citizens in BC, we’ve got older 
citizens in BC, but we have a labour force—which is our talent pool for our own employees—that is shrinking, and how 
are we going to deal with those opposing demands?  

This is just a graph of dependency ratios in BC. The line at the top is the total dependency ratio in BC. The dependency 
ratio is the combination of the proportion of the population that is under 18 to those that are between 18 and 65 plus 
those that are over 65. If we look at it 2010 is the bottom of the green line, so we have the lowest dependency ratio now 
than we’ve had since the early 1980s, but if we look out over the next 15 years the dependency ratio is going to grow by 
about 40 percent, which means that my children have about a 40 percent bigger burden than I did, right? But it’s 
entirely related to the elderly dependency ratio, so it’s entirely related to the population that’s over age 65, which is 
essentially doubling over the next 15 years or so. So those under 18 is remaining relatively flat. These projections do take 
into account migration from across Canada as well as migration internationally. They take into account fertility, things 
like that, so we have a larger older population to deal with and a labour force that is growing at a slower pace. 

If we start to look at our own recent information, I’ve explicitly hidden the left side for a reason. When I first started in 
2006 we were focused a lot on what our retirement experience was. Between 2005 and 2010 we saw a quadrupling of 
our retirements, from 200 in 2005 up to about 800 in 2009, associated with the economic downturn. We saw our 
retirements go down a little bit but our retirement experience hasn’t always been at about 200 people, in fact it’s been up 
and down over time. For the purposes of this slide I’ve defined retirement as regular retirement, it’s people making the 
decision on their own and it’s separate and apart from special retirement incentive programs. If you layer our special 
retirement incentive program information on top of our retirements you can see that where we are is clearly a function of 
where we’ve been. If we look back to what some of those numbers were like, in 2002 we had what we call a core policy 
review. There were very substantial changes within the Government of BC and as a result of it, over the next three years 
we had about 1,215 people that retired under an early retirement incentive program. That was about half of our 
employee workforce that was over age 55 at the time. If you think about the implications related to succession 
management or knowledge management, you know the fact that we only had 200 retirements in 2005 is because 
everybody that normally would have retired in that timeframe actually went out the door a little bit earlier.  

And over that same timeframe we’ve seen substantial reductions in our average age at retirement. Starting at 1996 our 
average age at retirement was about age 60. In 1997 we had an amendment to the pension plan where we introduced an 
unreduced at 85 points retirement rule and previous to that it was 90 points. You would anticipate that we would see 
decline in retirement ages there, but there has been no such change since then; yet we’ve steadily seen a reduction in our 
average age at retirement over time. The red lines on the bottom here just show what the retirement ages were under this 
special retirement incentive program. As we look to the future we have many more people coming up for retirement. We 
have younger and younger average ages at retirement. How long do we anticipate that some of these trends might 
continue? People are also living longer. So from a pension plan perspective you think about what the liabilities are doing. 
People are retiring earlier and they’re living longer so therefore the amount of the liability that you actually have to fund 
is growing over time.  
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We also spend a lot of time focusing on our turnover rate, so we’ve done a lot of analysis of what I call our pre-
retirement turnover rate in the Government of BC. This is both our voluntary and involuntary sources of exiting so it’s 
leaving the public service altogether. Between 2006 and 2008 we had about a 16 percent a year increase in our rate of 
exit. Now if you think about what the economy was like between 2006, 2008, it was hot, right? We couldn’t hire 
financial staff, they were being snapped up by the banks and the financial institutions. We had very strong recruitment 
strategies but we couldn’t fill the vacancies that were out there. So when we started doing workforce planning in 2006, 
what we were looking at was really trying to get our hands on how many people do we need and how are we going to 
target getting those folks. Associated with the economic downturn, it has changed a little bit in that we’re still very, very 
concerned about turnover and things like that, but we’re not able to hire as much as we were because we’ve got fiscal 
constraints that weren’t as strong between 2006 and 2008. We have low turnover within the Government of BC but 
notwithstanding that in the recent past we saw quite large increases to those rates, and the big question going forward 
into the future is, where might we anticipate that these turnover rates might go? Might they stay steady somewhere 
around 4 to 5 percent or might they start to exhibit 16 percent a year increases if we have recovery within the economy?  

Now what I didn’t mention at the outset of the presentation is, if you printed anything off, we changed the order of a 
few slides so everything is still there but we just changed a little bit of the information around.  

We have a labour challenge in BC. If we look to these pink and green bars to the left, between 2005 and 2008, the 
situation that we were actually looking at is that we were hiring more people than were exiting every year so that meant 
we grew. However, starting in 2009 our exits outpaced our numbers of people that we hired and that is the picture that 
we’re looking at going into the future.  

The red bars here looking out about 10 years are saying, “Here’s a projection of how many people we believe are exiting 
our workforce from termination and retirements,” and the blue bars are estimates of how many people we’re going to be 
able to hire into the future. What does it mean? It means that we’re going to shrink over time and that’s exactly what this 
slide is showing. Right now in 2010 we have about 26,500 employees and over the next 10 years we anticipate that only 
one in two employees will still be working for us. They will have left due to retirement or they will have left prior to 
being eligible for retirement benefit, but that’s pretty substantial. That’s actually a nine-year projection so in nine years 
we have one in two employees left. Over that same timeframe we anticipate that the future new employees, we don’t 
know exactly who they are, will be about 9,000 employees of a total workforce of 22,000. That’s still pretty substantial; 
it’s a lot of hiring but there’s a lot of things that we don’t know about those employees in terms of what will their ages 
be, what will their skills and competencies be, what kind of skills and competencies that we might need tomorrow that 
we do not even have today.  

Just to take all of that information, the situation that we’re actually looking at is that over time we’re anticipating that 
between 15 and 17 percent of our workforce is leaving every year and the big question is how many of those employees 
will we be able to hire, both in terms of how successful are we in the market, how successful are we at being an employer 
of choice, which is one of our corporate HR policies as we want to be the best public service employer. But how many 
will we also be able to afford and will they be the right workforce with the right skills that we need going forward? 

Just to give you an idea, we’re going to show you a demo of some of the tools that we’re using at the end. The 
overarching message here is that we believe that we’re going to be shrinking over time and Kevin is going to get a little 
bit more into talking to the reasons behind that. But part of what we need to do is not just look at the total BC public 
service; we have to look at which pieces are higher at risk. Part of the way that we’ve done segmentation (and this is by 
no means the only way that we’ll do it into the future) is that we can actually slice and dice our workforce and the 
workforce projection results both across a ministry level or by a classification group, as we call it, which is functions 
within our business. What we’re looking at is that 10 years out the BC public service may be 85 percent of its current 
size. That’s what we’re looking at under this scenario right now. And what we’ve done is, we’ve said how that might 
actually vary for different segments across the workforce. What we’ve just put in front of a lot of our deputies is, just say 
the groups in pink are the groups that are higher at risk, so we might want to look at certain strategies for the groups in 
pink, for example. What we’ve got is that our senior leadership groups on the top here are much higher at risk and it’s 
likely because of a retirement risk because we have a lot of years of experience in our senior leadership ranks. However, 
there are several other groups that are also higher at risk. So it’s one way that we are trying to focus our attention, we’re 
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trying to focus our decision-making and focus our strategies and our transformation going forward by looking at the 
different pockets in groups, which may lead to unintended consequences.  

With that I’ll let Kevin take over. 

Kevin Jardine:  Thanks, Dee, and good morning. Dee has talked a little bit about enterprise risk management in the 
provincial government, where it is, where it sits in the government and how we’re applying it, particularly to workforce 
planning. We’ve gone through some of the demographics and some of the demographic shifts of where we’re at in the 
public service. What I’d like to talk to you about is our current fiscal restraints that we have with this demographic issue, 
the fiscal restraints or fiscal constraints, and then the larger societal factors as well, what these challenges mean for us in 
the BC public service and how we’re addressing those today. 

In the near term this is our most significant issue, which is that big dip in the middle. It is fortunate that compared to 
many other public services across Canada and around the globe, this is a smaller dip than they have experienced but it’s 
still a significant problem for us; that is, our expenses are outpacing our revenues. The blue line is our spending and the 
orange line is our revenue over time. You can see that over the last year we went into a deficit situation and we’re 
building to, hopefully, a balanced budget again in 2013 or, sorry, 2013–2014. This is another representation of the same 
thing which gives you a sense of the problem that we have. You can see that during the last decade or so we’ve been very 
successful in moving into a positive fiscal situation. That’s something that we’re working to get back to.  

So in the budget for this year there are some very specific priorities and there are some strategic decisions that were made. 
This gives you some sense as to the policy priorities and I’ll talk a little bit about some of the fiscal priorities as well. 
With respect to the policy priorities it was to get back to a balanced budget. One of the things that this particular 
government in British Columbia has been very firm on is balanced budget legislation and requiring them legally to 
balance the budget. In fact they had to change the legislation in order to go into a deficit situation. It was of course 
building towards what turned out to be for us a very successful Olympics. There are some pieces that we’re moving 
forward on with respect to clean energy in British Columbia, taking advantage of our current high resources as well as 
building other types of clean energy resources in BC Using that as an economic driver we hope for both British 
Columbia and other neighbouring jurisdictions both east of us and south of us. Supporting children and families, that 
was one of the areas as well where we’ve seen some significant commitment and fiscal commitment as well around 
stabilizing and not cutting in those areas as we went into a deficit state. The same thing with healthcare and education, 
maintaining that and then of course for those of you who don’t live in British Columbia, what has been the news of the 
day for many, many days, months now, is the harmonized sales tax, the intention of which is multifold but at least 
partially is to create a more competitive tax environment as well.   

So although we went into a deficit situation that doesn’t mean that we stopped spending. The budget overall actually 
increased, but it increased in some very specific areas. It increased in healthcare; most of the increase in the budget—
more than three-quarters—went to healthcare, to stabilizing and building healthcare. It went to education, increases in 
education, despite the fact that we have shrinking enrolments in most of our secondary, our K to 12 system. We’ve 
actually increased our per-student funding over the next three years, and social services, of course. As we move into a 
more difficult time for the economy, it means a more difficult time for families and that was one area that was also 
important for government to stabilize as well. 

This gives you another view of precisely the same thing, which is the expenses by function within our budget. I think the 
important thing to see is health there at 41 percent currently. Forty-one percent of our almost $40 billion budget is 
taken up by healthcare. Healthcare is growing on average at 6 percent a year. Over the last decade at least, it’s been a 
little bit more than that. You can see from the previous slide as well that where we’ve been growing the budget, it’s been 
growing into healthcare. That is one of the more significant challenges going forward. What this means over the longer 
term, consider some of those demographic slides that Dee showed you as well, what it means over the longer term is that 
there is less and less money for other things and part of those other things includes the public service and services in the 
public service. And we may not be out of the woods yet. There is still a risk of a double-dip recession. There are still 
issues around how competitive our economy is, what the export markets look like for us, the effect of the Canadian 
dollar on us, what’s happening in the U.S., and then managing those workforce risks that Dee showed you.  
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So overall we have this demographic issue, we have this economic issue in which more and more of our budget is going 
into healthcare, going into social services, going into education, going into those things that are going to be necessary to 
build a strong knowledge economy moving forward. And broadly in society things are changing as well. More than 80 
percent of Canadians use the internet and I think one of the interesting things that we found is that it’s not limited to 
the people you might think it’s limited to. It’s not limited to the so-called net generation. More than 70 percent of 
people aged 50 to 64 and more than a third of seniors use the internet regularly. One of the things we’ve launched more 
recently in British Columbia is a seniors’ web, a place for seniors to go, consolidate a place for seniors to go and find 
where they can get services and what services are available to them. We did a tremendous amount of research building up 
for the launch of that website and were quite surprised to find that in British Columbia, the number is actually higher. 
In British Columbia, up to half of seniors use the internet.  

You can see there as well that the internet has surpassed TV, and TV watching, as a way for Canadians to pass their 
leisure time. Of course I think in many cases that’s the same people watching TV on the internet but it does mean 
though that the internet is quickly becoming something other than just a place to do work, a place to get services, a place 
to interact with your bank, for instance. It’s becoming a place where people go for their leisure time. And of course we’ve 
seen a huge increase in services available on the webs, mash-ups on the web, citizens doing things with information and 
demanding information from their governments so that they can begin to make their own decisions; they can begin to 
bring disparate information together from a variety of different sources, government sources, private sources, and make 
their own decisions. One particular example of this is called “net moms” in the UK. That actually spurred on some very 
significant policy changes in the United Kingdom around their information and the way that they were going to open up 
their information to the public. The minister who has responsibility for maternal health in the UK was thinking about 
new policies and new policy decisions that they need to make, how they were going to support new mothers. And what 
they found was that there was no way that they could do a better job than this mother was doing out of her back 
bedroom in North London. What she was doing was taking information from a whole variety of different government 
sites, taking information from a variety of local council sites and private sites and bringing it all together in one place so 
that new mothers just needed to go to one place to find out where they could get clinic services, where they could go to 
get support in breastfeeding, where they could go to get whatever support it was.  

That has now turned into a very successful company less than a decade later. It also spurred on something called the 
Power of Information Report that was done for the UK Cabinet Office and saw the UK opening up much of their raw 
data to citizens. That’s a trend that we’ve seen repeated across the world. Obama, one of the first things he did when he 
came in was provide a directive to all of their agencies whereby they had to open up, that is make available in raw 
formats, each agency, three of their most valuable datasets. They’ve been monitoring that and they’ve been moving 
forward very aggressively in doing that. If you’re interested in that you can go to www.data.gov to find that. 

Then, of course, the expectations. As Dee showed you, those green bars, people that are entering into the workforce, 
what kind of workforce did they expect they’re going to be entering into? Are they going to be entering into a workforce 
where we don’t internally use social media, where we internally don’t support collaboration in new ways? What are their 
expectations going to be? Will they have to leave their technology at the door when they come into the public service? 
Clearly not, and we’re being driven there very quickly. So we have this challenge from citizens around how they want to 
interact with government, what they expect from the government and how they want to receive services from 
government. Asking questions: why can’t I deal with government in the same way that I deal with my bank, for instance; 
why I can’t I do much of it online? And we have within the workforce as well a demand to work in different ways. In 
fact, that may be one of the important strategies for us moving forward around how to deal with a smaller workforce. So 
the role of government too is also changing. One of the effects of giving out data and allowing citizens to do it for 
themselves is that government’s role doesn’t become one of necessarily creating the policy, implementing the policy and 
then enforcing the policy. It in many ways becomes working with citizens, enabling citizens to ask questions themselves, 
enabling citizens to help direct the formation of policies, enabling citizens to help take data and build something new 
with it so that they can make better decisions. Again, we’ve seen this increase in more and more governments across the 
globe but particularly in the UK, and the EU, Australia, New Zealand and the U.S. are starting to see a shift in the role 
of government.  

http://www.data.gov/�
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So how are we meeting these challenges? These challenges, challenges in which citizens are demanding new types of 
services in different ways, we have demographic issues, we have expenditure, fiscal issues. We have competitive issues in 
the global market and this need for a more responsive government, a government that understands that its role in society 
is changing and it needs to do things differently, all in an environment of less and less resources, both fiscal resources and 
human resources. We are government, of course, so the first thing we want to do is plan. What Dee has been showing 
you is some of the workforce planning. where you see demonstrated too some of the tools we’ve been using more 
recently, but workforce planning over the last four years was our first attempt to really get a handle on the demographics 
in the public service, what’s driving those demographics, what it means from the skills point of view and where we need 
to be putting our attention. That’s now firmly embedded into the work of deputy ministers and ministries across 
government. Each year they have to do workforce plans that break out in very specific detail all the actuarial and 
demographic information around their workforce, talk about what their priorities are going to be for the next year and 
then also talk about engagement, also about how important it is to not only have the workforce there but have them 
performing and engaged in the work that they’re doing. 

The next step that we embarked on six, eight months ago is asking the next question really: what are we going to do 
about productivity? What are we going to do about this demand from citizens as well as people within the government 
around how they want their services, how they want to work differently and how they want to interact with their 
government? And how are we going to do that in an environment where we have fewer and fewer people to do that? So a 
deputy minister’s committee was struck, and both of these areas are governed by deputy ministers’ committees chaired by 
the deputy to the premier. And it was struck to begin asking those questions, how can we use technology and 
investments in technology to try and bridge the gap, to try and improve the way we work across government, to try and 
ensure that people that are working in government are given the opportunity to use their own skills not only in their own 
ministry but across government more broadly. And how are we going to use it to help us be more productive internally 
but also help us in bridging the gap with citizens? Citizens who are wanting to do more and more on the net.  

I mentioned a little bit about this workforce planning and I think Dee mentioned it too. It’s been going on for four years 
now. I think we’ve become as an organization quite habituated to it. And on the engagement side, it’s certainly got the 
attention of the senior executive, partly because some of our salary is held back and is based on our performance and 
engagement across government. There are three real goals to it. One is to build the internal capacity, so we’ve talked 
about investing in our current employees; that is, getting the best out of our current employees. Improving our 
competitiveness, making this a more attractive place to work, and then managing for results, which is ensuring that we 
have systems and structures in place not only to support people in developing them but also in determining where they 
need to be developing as well. And we’ve been quite successful, we’ve had several awards from across Canada for this 
work and for the result of this work, which is that we are a more attractive workplace then we have been in the past, and 
have been recognized as such.  

Building off that, this deputy ministers’ committee on technology and transformation was struck and we are just in the 
midst now of, I think, coming to a bit of a milestone around releasing the plan, at least internally to government. There 
is lots and lots of interest in government but I think that as we’ve gone through the process what we’ve seen is that this is 
going to be a journey and not an event. It’s not going to be a switch that we’re going to flick and suddenly all move to a 
new technological place. It’s instead going to be a process over time in which ministries, sectors, begin to focus on their 
real business challenges and how technology can help bridge those challenges.  

That leads us to something that we’ve called the future of work. So for some time we’ve been thinking about what the 
future of work in the BC public service needs to look like and how we’re going to enable that with technology. The 
Deputy Minister’s Committee on Technology and Transformation is going to be the place where we’ll be governing that 
change.  

I think we have time for the demo now. Do you want the demo or questions first? Sure, OK. I’ll hand it over to Dee. 

Ms. Napen: We started doing work on workforce planning in 2006 and when we started doing the work it was quite 
narrowly defined in that what we were focusing on was what we called some key streams at risk. I started working with 
the Government of BC in 2006 and we were looking at five particular types of positions that we knew we were already 



JUNE 2010 ANNUAL MEETING – VANCOUVER (SESSION 28)  9 
 

 
PROCEEDINGS OF THE CANADIAN INSTITUTE OF ACTUARIES  Vol. 41, June 2010 

experiencing substantial pain around—we were having difficulty recruiting and things like that. We started doing 
workforce planning in 2006 on an Excel spreadsheet and our spreadsheets grew and they grew and they grew and they 
got to be more and more difficult and more and more elaborate. The one thing I’ll say about workforce planning is again 
it is also a process; it starts small and every year you learn something new and every year the way you analyze things or 
the way that you project things or the way you set assumptions as an actuary are more and more well informed. So not 
only are the assumptions that we put in more and more well informed, but the decisions that we make as a result of the 
information we produce are now evidence-informed decisions. As a result of this I think, “Wonderful Excel spreadsheet,” 
because we wrote it, we actually said, “We can’t go forward because you have to be a super Excel user to be able to use 
this spreadsheet.” What we realized is that we needed to put information on leadership’s desktops. It needed to be live so 
that they could do their own guided analytics with us, without us just telling them what some information was. So we 
have started this web-based journey but we are by no means finished. Our initial attempts have resulted in what I’m 
going to show you now. We’ll be rolling this information out to all of our deputy ministers and our strategic human 
resources staff over the summer and they’ll have it on their desktops come September; you’re getting an advance view. 

Maps are a wonderful thing and Kevin has been really helpful in this as well, but people understand a map. They can 
understand it if you plot things on a map. What we’re looking at here is we’ve actually created a heat map related to 
projected exits from our BC public service. We’ve broken it down by regions but what you can see here is that the 
different colours of each region identify a different risk. What we can see is that our mainland southwest, as I hover over 
each of these regions I get information, this is live information basically. It’s based on data essentially as of yesterday. It 
tells me that the projected exit in mainland southwest is about 6.8 percent over the next year. And the different colours 
identify different risks. So within this map I can start to identify from my population that I might be concerned about, 
where I might have higher risks across a population or at least where I may have more projected exits. Now, over time we 
may choose to map different information. Right now we’re mapping exits but we could potentially include data on 
labour force supply within these maps. Now your measure of risk, as a comparison, is who is leaving our workforce 
compared to who might be available within the workforce. We still probably need to make some really good decisions 
around what are the specific metrics that we’re going to be monitoring from a workforce planning perspective so that we 
can get some leading indications of where the problems might be. 

It tells me that, OK, I’ve got more people planning to leave from a percentage standpoint, a higher projected number of 
people exiting in mainland southwest than perhaps I do in northeast British Columbia. On the right-hand side I have 
that same headcount projection that I had in the presentation but this time the headcount projection is just broken 
down between the different sectors that we have, so the fact that we have a social sector, a natural reserve sector and a 
corporate sector. Now this information is all what we call drillable. What we get is additional information and now it 
will actually tell me within mainland southwest where our projected exits are within various cities. It’s also a heat map in 
that the size of the bubble that shows up as well as the colour of the bubble is also an indication of risk. So it will tell me 
that, OK, most of our exits are in Vancouver and Surrey. Well, that in and of itself may not be all that informative 
because I probably have more employees in Vancouver and Surrey. However, what I am able to drill down to is . . . I’m 
able to say, “OK, instead of just looking at the entire public service perhaps we want to only look at one sector.” And so 
if I was, for example, to go in and just look at the natural resource sector, we get an idea of perhaps where the risks for 
the natural resource sector may be different than the Government of BC overall. I think what it ends up showing is that 
the red dots actually appear in different cities. This was actually, like I said, this was new data. It’s April 2010 
projections, but our data gets refreshed quite regularly. Now we actually have Vancouver as orange, Burnaby is showing 
as our highest risk group and every time I scroll over one of these dots I get a tool tip that tells me the type of 
information that’s available.  

On the right-hand side we’ve got the same kind of information but what we’ve done is we’ve actually showed it as a pie 
chart. Now what we’re looking at is the exits, what I’ve selected here during 2010 and 2011, and it’s broken down by the 
four sub-regions within mainland southwest. But again, we have a lot of flexibility related to the way we can display the 
information. I’m just going to go back and select the entire public service just because it gives me the most flexibility to 
look at information. And what we can do now here is that we can play in these pie charts without having to produce a 
graph in Excel and print it and produce another graph and change it. Right now I can change what I’m looking at. For 
example, I can look at different measures. I was looking at total exits there but I can change it so that perhaps I’m 
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looking at total exits, meaning retirements and pre-retirement terminations, but I can also pull out what does it look like 
for retirements by itself. Now it’s smart enough to know that, OK, we’re looking at two different types of measure 
within our data warehouse and so therefore we’re going to produce two types of charts.  

I can change the results and within any one of these pieces of the pie I could drill down to, for example, organization. 
Organization is essentially the name of our ministries so what it now says is that if I’m looking at our exits within there, 
it’s going to tell us what proportion of those exits fall within each department. That’s an awful lot of information and it’s 
kind of busy so at any point in time I can reset the view back to what the default was. But the way that we anticipate this 
working is that when someone logs on and it’s their desktop it’s going to know, for example, that Kevin is the Assistant 
Deputy Minister in Citizens’ Services so Kevin will be looking at Citizens’ Services data. Or it might be that the Deputy 
Minister of Transportation Infrastructure is only looking at the Transportation Infrastructure data. When they drill 
down they’ll see information that’s very relevant and pertinent to them. We can drill up; now, this as a pie chart isn’t all 
that informative because it says 100 percent of the exits occur here, but then I can also drill sideways into positions, for 
example. We can look at classification groups. We can say, “How do these exits vary by classification group?” We can see 
that most of the exits are occurring within health education and social work. OK, maybe that’s intuitively obvious 
because we had a lot of employees in health education and social work. So what does it look like if I remove those people 
from the equation and I want to see how the exits are concentrated in other groups? It’s dynamic, it’s guided. The person 
that’s using the tool gets to decide where they want to go next.  

We also have available within this tool what’s called a decomposition tree, and this one is always the eye candy that 
everyone loves to see. I’m going to go into that and it will usually open up in a separate window. What this allows the 
user to do is that they get to select the path upon which they want to analyze the data. We’re working directly on the 
Government of BC’s servers right now. What it’s saying is that we are graphing, we were graphing exits in 2010 and 
2011. It said that my projected exits in those two years were 1,022 people and it came up with the default of looking at 
the information by classification group. We can change the way that it looks, we can change it from smallest to largest or 
largest to smallest, whatever we want.  

But where the real value in the information comes from is we can say, right here, “OK, how does that information break 
down, perhaps between sectors?” We can see that of those 250 exits in admin support, 210 of them are within the social 
sector. From there we can expand right into, perhaps, what region they might be working in. We can expand right into 
what city they might be working in and from there I can even look at exactly what is their position. It’s neat in that 
whoever is using the tool gets to decide where they want to go next. However, maybe I don’t want to look at admin 
support anymore. What happens if I look at enforcement and corrections? It remembers the path that we were just on 
and everything automatically updates. From a user’s perspective it’s totally flexible and we’re not having to figure out in 
advance exactly how they’d like their reporting to occur.  

I’ll just take you back to a couple of other things and show you some other features. Now, like I said, this is by no means 
done. What we’ve got here is this is one dashboard, it’s not final. These are all different web parts. In fact, one of the web 
parts that you can’t even see here is just a share point site down on the bottom where we can link into various 
documents, whether it might be instructions related to how to use the tool, or it might be the assumptions that are 
underlying the tool. But what we envision when we put this on people’s desktops is they’re going to be able to do their 
own scenario analysis. It might be a parameterized type of scenario analysis so that they could, for example, look at what 
if turnover goes up next year or over 10 years, or what if we delayed retirement by one or two years by amending a 
pension plan, for example—not to say we’re doing that. But what might it look like if we did these things, and it’s a way 
of anticipating or looking at where the risks might change over time.  

I wanted to take you into the projected headcount chart and again show you how we’ve got some flexibility in looking at 
the information. This was looking at headcounts over time. It just says that we’re going to be shrinking over time, but if 
you don’t like the way the default chart is set that’s OK, because we can change it so that instead of it being a stacked bar 
(that’s a percentage stacked bar), we can change it so that it’s a side-by-side series of bars, and it tells you how the relative 
sizes are changing. We could look at it as a line graph instead. Again, we’ve got this functionality that we can remove 
these lines and it allows you to look at . . . perhaps by taking out certain parts you can look at how the trends or changes 
over time might differ just from a scalability perspective. At any point in time you can change what you’re looking at so 
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instead of looking at headcount over time which, in perfect actuarial terminology I’ve called survivors, we look at perhaps 
the patterns of retirements over time instead. So you can look at whatever you think is meaningful for you for the 
purposes of your ministry. Remember, each one of the ministries is responsible for enterprise risk management. This 
allows them to look at what they see as the pertinent risk because they know their business so much more than us, but 
then I guess a centre of excellence knows each one of their businesses. 

That is my quick tour of our workforce planning demo. I think the next step as we go forward is we’ll probably be 
defining what we define to be our dashboards. We’d like to reflect some information on how are we doing relative to: 
here were our expected results, here’s what we’re actually seeing. We’d like that to be live, online on the screens. That’s a 
question we get asked quite regularly: how have we done, how are people exiting relative to what you’ve been projecting 
over the last four years. As a result of that monitoring we get to alter our assumptions; we get to learn more and more 
and more about our workforce. We have complex assumptions behind doing this analysis but every year we get a little bit 
better in the decision-making and the assumption-making that we do.  

M. Choquet: Thank you Dee and Kevin. At this point in time I think it would be a good time if people have any 
questions on the presentation. 

Chris Fievoli: Chris Fievoli with the CIA. Whenever you talk about workforce management and demographics I think 
the conversation inevitably turns to immigration, so I’m just wondering what impact immigration had in your analysis 
and to the extent that it did, how much are you considering the societal changes that would occur as a result of perhaps 
increased immigration? 

Mr. Jardine: Do you want to answer the part about the immigration and the model? 

Ms. Napen: Within the Government of BC we have a department called BC Stats. So BC Stats is our in-house statistics 
shop. It parallels Stats Canada and BC Stats is the one that does a lot of rigour around doing our population projections 
for the province of BC. They start with the census information, so the most recent census was 2006 and from that they 
make various modifications related to migration, whether it’s international or national migration. They also make 
assumptions regarding migration between the various regions within British Columbia as well. They have to make the 
decisions around fertility and things like that. We rely as a group of professionals on the information that’s produced by 
BC Stats, but there is certainly a lot of credibility put into the analysis they do when they publish the information. I 
don’t know exactly what assumptions they have in there for the immigration and the migration, but where that 
information also gets used is that we have a new model called a regional occupational modeling system which is 
projections of the labour force in British Columbia. And what is used in that information is based on the population 
projections produced by BC Stats.  

For the various occupations across the province they have a consensus expectation on where the natural rate of 
unemployment might be and through that model what we end up getting is that we get migration between the regions 
depending upon how far away current unemployment rates might be from the consensus expectations of unemployment 
rates. I think that the migration assumptions are very good because those migration assumptions also take into account 
migration from other provinces as well. 

Mr. Jardine: So with respect to immigration and some of the service challenges that I was sort of talking about, that is, 
citizens’ expectations around how they get services and how they access government, I think immigration would likely be 
accelerating that rather than slowing it down. Because, of course, we’re not just talking about the internet; we’re talking 
about other ways like using mobile phones, for instance, or smartphones to get into government services. I think most of 
our immigration will be coming from Asia, and south Asia is frankly far more advanced around the use of mobile phones 
and mobile phone technologies than we are here in Canada. In fact, for some of the immigration work that we’re 
undertaking right now in India in particular, what we’re looking at doing is providing them with a small phone chip that 
has all of the government information and sites on it so that when they get off the plane, or even before they come, they 
can load it into their phone with all of the information and sites that they may need as a new immigrant to BC. 
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M. Choquet:  I have a question, I’m wondering to what extent do you see your work at the moment—or maybe in the 
future—driving policies within the BC Government, for example pension policies, to change pension design or even 
compensation design? 

Mr. Jardine: Maybe I’ll talk about the internal stuff and Dee perhaps you can, because I don’t know frankly how it has 
changed any of the pension work because I’m not sure whether it has extended there yet or not. What it certainly has 
changed, though, is the way in which we manage our workforce. There is, to an extent there was never there before, a 
tension being placed on the workforce and parts of the workforce in which we need to be really paying attention. It has 
given us a quantity of objective information on which to make decisions. I think that most management decisions that 
were made in the past were based on assumptions and on previous experience, in sort of an intuition or gut feel around 
what was driving certain changes. It’s only through the workforce planning and through the sort of work that Dee and 
her team have done, really around being able to provide the information; we were able to make some real decisions based 
on real information. And I think one of the things that has been surprising coming out of that is a realization that in the 
past many of the assumptions that we were making about what’s driving some of the changes turned out to be wrong. 
And because so much of this is quite frankly counter-intuitive and that’s, I think, been one of the real lessons going for 
the last little while. 

M. Choquet: Any other questions? I have a lot of questions so I can keep on going unless people stand up. I was 
wondering if you’re aware of how your work compares with other ministries or other provinces. If similar workforce 
planning is being done in other companies or even in the private sector, how would you compare? 

Mr. Jardine: Since we began doing this four years ago there has been a tremendous amount of interest from other 
jurisdictions across Canada and the federal government in particular and I know that they’re now engaged in doing 
precisely this kind of work. Perhaps Dee can talk about some of the conferences we’ve been to. We are applying the 
technology and applying some of the craft and skills that Dee and her team have . . . Perhaps you want to elaborate, Dee. 

Ms. Napen: We’ve certainly received phone calls from a lot of other jurisdictions. I’ve had calls from New Brunswick, 
Saskatchewan, the Yukon. I’ve talked to representatives from the federal government as well. Saskatchewan has been 
doing workforce planning longer than we have been. However, they do it a bit differently. I thought it was quite 
interesting that they integrate their workforce planning information directly into their service plans, which are also then 
audited by their auditor general, whereas we produce separate workforce plans, or the ministries each produce separate 
workforce plans, which support our corporate HR plan as well. So even though we haven’t been doing it, I would say 
we’re close to the longest, Saskatchewan is slightly longer—it has been approached slightly differently. I do believe that 
we are ahead of the game without a doubt. I think that we started a bit earlier in doing the analysis and we certainly had 
adoption from our senior executive, and I think that is where it’s needed.  

The purpose for doing workforce planning has changed a little bit over time. Like I mentioned, in 2006 we started doing 
it almost from a competitive edge standpoint. First of all, how many people do we need to hire in these difficult or at risk 
situations, into using the information differently, making the decisions about what we do. The private sector: when I 
attended this conference on workforce planning . . . I attended a similar conference three years ago, but what I was 
thrilled to hear about is that there certainly was an acknowledgement that workforce planning is about risk management. 
It is about enterprise risk management and now workforce planning doesn’t need to reside within an HR function but I 
would say predominantly this is where it exists, but it could be in finance, it could be in organizational development. In 
fact we are a multi-faceted team in the Workforce Planning and Leadership Secretariat and we’re not—I’m going to use 
the word—just HR, and I might get in trouble but certainly what they talked to in this conference was that HR 
practitioners need to have a new competency, which is business acumen. You need to be at the table, you need to 
understand the business strategy, and if your workforce strategy and your workforce planning isn’t grounded in the 
business strategy or at least potentially influencing business strategy, then I don’t think that there’s a need to even do it, 
because there has to be an acknowledgement and a communication and a feedback mechanism between the two of them.  

So, private sector-wise, I think with the economy going down it was put on the back burner related to discretionary 
spending. It’s coming back into the forefront right now as hopefully the economy is up ticking but we’ll see. I do believe 
it is very much out there and you certainly see workforce planning positions in private sector organizations. I mean 
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Starbucks, for example, has an executive where her responsibility is workforce planning. I talked to a cement company 
centred out of Zurich, 70,000 employees; they have a very, very strong workforce planning function. Microsoft has a 
workforce planning function; it’s in the United States. Devon Energy, also, they had done a lot of work around 
correlating their business metrics to the workforce to try to identify what were the most important drivers influencing 
their workforce. I saw similar kind of work at Canadian Pacific Railway as well. So it is coming and people are being 
creative in the way that they are doing it, but I think that it is coming. 

M. Choquet: I arrived in Vancouver on Sunday so I had a chance to do a bit of sightseeing on Monday in the rain, but I 
was surprised to see the number of condos being developed in downtown Vancouver. I’m wondering if some groups and 
industry in the private sector have access to your work, because then it could drive, potentially, development within the 
private sector. Based on your graph earlier, Dee, it seemed that Vancouver area is a red zone for the number of exits 
being really high. 

Ms. Napen: A couple of things are happening. Maybe afterwards you can talk to the open data initiative. One thing 
we’ve certainly recently entered into is a lot of post-secondary partnerships. So, post-secondary institutions are definitely 
looking for this kind of information. As well are we hoping to influence the type of graduates that are coming out of 
post-secondary institutions. A couple of years ago I met with the MBA program in Victoria and—I’m drawing a blank 
on the name—Royal Roads, pardon me. They were totally interested in this information because it was definitely 
influencing the type of candidates they were producing from their program, so I think we will see more and more sharing 
of this information. I don’t know yet whether we’ll be posting all of the results on an open data forum but I’m hopeful 
that we’ll be expanding this into the other public sector areas at some point in time, meaning post-secondary, health, 
education, into those groups. Right now we’re focused on the internal public servants. 

Mr. Jardine: Certainly our focus so far has been internal and it’s been about making strategic decisions around our 
workforce, and around some of our hiring and some of our hiring areas. I think where we’ve had the most interest 
certainly has been post-secondary institutions, people wanting to know whether or not there’s going to be future 
opportunity in the public service to work there. The answer to which, of course, is yes, but perhaps not at the moment. I 
think that’s where there has been the greatest amount of interest. Whether or not the information, the kind of 
information or the sort of very specific information that we have would be made available to the broader public, I don’t 
think it’s something that we would be doing in the short term. I’m not precisely sure exactly how it would necessarily be 
used or assist the private sector in making decisions, except to say that, I suppose, for a subset of a population it would 
tell them who may be retiring or eligible to retire. But frankly a lot of that information is available through Stats Canada. 

M. Choquet: I’d like to talk about your own experience, Dee. In case you don’t know, our ERM Applications 
Committee has been producing two booklets on ERM and one of the booklets highlights the work of risk officers in 
various industries. Dee has been contributing to a piece on workforce risk management and the booklets are available at 
the back over there so feel free to pick up a copy. I’m just curious about what advice would you have to actuaries who 
want to get into this field of workforce risk management, based on your experience. What kind of skills and knowledge 
should they need to be working on? 

Ms. Napen: This probably falls in the realm of non-traditional actuarial science; however, it is so purely traditional. If I 
think about my 20 years that I spent at Towers Perrin as a pension actuary and CRM role, we often didn’t get the 
opportunity to do detailed experience analysis studies, for example. Perhaps it was because the pension plans were too 
small or perhaps it was because they were a closed group pension plan. But you never had an opportunity to look at the 
entire workforce, meaning the contingent workforce as well as the permanent workforce, and we’re driven by numbers as 
well. But the opportunity to understand the entire business, the opportunity to understand the entire workforce and to 
do the core experience analysis studies, and slicing it and dicing it in ways you never would have imagined, is absolutely 
fascinating. With the tools that we have available now it is so much easier to do this information, so it’s really taking core 
projection expertise that we already have and just applying it to a slightly different environment.  

Where I’d love to see this information go, and I’m going out on a limb here, is doing things like the cost of turnover 
studies and what we are able to assess in this “what if” scenario analysis is even though you might make a policy change 
that may cost money—for example, if you were to change the early retirement provisions in a pension plan that might 
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cost money—but in and of itself if you coupled that with the cost of turnover potentially impacting other things 
happening within your entire workforce, you may actually reduce costs. We get a better picture of understanding what 
cost is by not just looking in silos but by looking across the spectrum, and I think actuaries are very uniquely poised to 
bridge the gap between HR and finance. That’s what we’re trained for, I really believe that is our training and where we 
bring a lot of value. 

M. Choquet: That was highlighted actually in a survey we did last year in our committee on strengths, weaknesses, 
opportunities and threats for actuaries, and one of the strengths is definitely this ability to bridge the gap between the 
various expertises.  

Ms. Napen: Our approach to doing workforce planning is a little bit different than I see from companies that do it, and 
I believe it’s because of the strength of our assumptions. What I’ve seen with some other companies, for example, is they 
might do their workforce projections assuming turnover is 4 percent for everybody. But that’s not the way the world 
works; we know that one-third of our workforce leaves within the first two or three years of service. It’s not a 4 percent 
turnover assumption. We know there’s an age relationship. We know there’s a service relationship. We know there’s a 
relationship to their position and we know there’s a relationship to the ministry that they work in. And by being able to 
reflect those factors in the way that we do our projections, I do believe that we produce better results, which in turn lead 
to better decision-making for executives. They don’t really like to listen to all the assumptions that I make because 
they’re kind of . . . you know, but that is what’s involved when we do our projections; we have some pretty complex 
assumptions.  

M. Choquet: We have five more minutes, we can go for an early run at the bar or if you have other questions, here’s the 
time to throw them at our guests. 

I was personally very impressed by the display of all the challenges that the ministry is facing in terms of demographics, 
the declining workforce, aging of population and, of course, the fiscal constraints given the recession and the revenues 
that have to catch up to expenses, the challenges that are responding to the demand from services from the general 
population but also the needs of your workforce as well. And of course the impact of technology, which is huge. So I’d 
like you to join me in thanking our two guests for very insightful and educational presentations, and also thank you 
again for your contribution to our booklet. Thank you very much. 

(Applause) 

Thank you all for attending and there’s another ERM session this afternoon if you’re interested where we’re going to use 
a case study—it’s actually BP, ironically—a case study of BP and the integration of their pension policies within an ERM 
framework. So you’re welcome to join us. Thank you. 

[End of recording] 


