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Dear Director. 

As a user on the list for the 	 pilot project, I would like to know what has happened 
to my 	which I have found so useful 

After reading the last status update on the other pilot projects. I still 
do not understand where it has gone.  
Since all the comments I have heard from my colleagues have been very favourable to this tool, why do I 
no longer have access to it. with neither prior notice nor a subsequent message to explain.  this 'cruel' 
deprivation, 	 L4i'11,1 	%kiG .. 4-1 111 /St/  41E4 4u Ok. 	4) 4 ;ip,7..,$)  

Pir0 

As a supported Dragons Den initiative. the 	 was deployed to a subset of HQ and Regional 
users last Spring. The intention of the pilot was to assessthe value of the 	 and 

	

functionalitres of the application within the 	tool. As the pilot came to an end, pilot 
users were asked to provide feedback and were advised that the functionality would he removed from the 
production network at the end of the pilot period. Pilot initiatives are typically deployed in a specific 
context for a limited number of users that does not necessarily reflect a fully supported corporate 
implementation The pilot was initiated to ascertain the value of the tool and establish the necessary 
requirements for a full deployment. The Pilot results were shared with the CMC in August and indicated 
potential value and efficiencies for the organization. As a result, the CMC endorsed the proposed plan for 
corporate implementation to be considered as part of the FY 16/17 integrated business planning process. 

Thank you 
Michel Coulombe 
Director 
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Co-op Experience 

A k . _ 
It appears to be the case that when Recruiting and Staffing hires externally, co-op experience is counted 
when calculating years of experience (Technical employees that are fresh out of school with co-op 
experience are hired as level 7 and are not underfilied at level 6 as many fresh graduates without co-op 
experience). However, it also appears to be the case that when the service hires internally, co-op 
experience is no longer considered when calculating years of experience (I have heard this frequently 
being cited as a primary reason for people getting screened out of competitions). Is this indeed the case? 
If so, why are internal candidates being held at a calculatory 'disadvantage" as opposed to if they had 
applied for a position externally? And if not. could there be more transparency around the way years of 
experience are calculated? This perceived disparity is commonly stated as a fact amongst the younger 
Service employees and is damaging to morale. ''-• Thank you for your time. 	 NT 

Aill urk 
Thank you for your question. Experience Yequirements vary depending on the duties and responsibilities 
of a given position. Rest assured that co-op experience is equally considered for internal and external 
candidates. All candidates are assessed against the same experience requirements. 

• 0i,, 	qrt • . 	• 
• • 	 /I 	 • 1 	• 

That said experience gained as a co-op student may not .alWays correspond to the experience 
requirements in a given position For example, we may require candidates to possess a few years of 
experience as a lead in the design of prototypes; as a co-op student, you would not have been the lead, 
although you may have been a contributor to the design As such, your co-op experience would not be 
credited in this case. 	

.1 4-0d 

Employees are encouraged to make themselves aware of the requirements of positions which may be of 
interest Vehicles include reviewing tabloids. consulting the career navigator and. particularly, holding 
discussions with your supervisor and other supervisors of your area of interest. 

Michel Coulombe 
Director 
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Operational Service Medals 

Dear Director. 	 Pfr
P% 
n 

My question is a follow up question to your response provided in 2015/030 regarding the Operational 
Service Medal 

Aer r.. 
• • 	 &-..o,c; 1̀  S 

Over the past several years. Service employees have deployed , 	 _ 	 to 
various regions in the world in support of Government of Canada prionties Over the past six years 
deployments have included 	 _ 	among others Many 
have deployed to dangerous environments for varying durations er, -Al i 	and as was . 	_ 
the case in 	required support from the 	 "1 4 ,r-. 

assignments normally do not inclue compensa tionl  such as the Service 
Risk Allowance, Compensation Equivalency Allowance, or the R&R packages. Although in support of 
Government of Canada pnorities 

therefore, making it impossible to qualify for an award under the current Canadian Honours 
system, namely the Operational Service Medal (OSM). 

is the Service looking towards other ways of rewarding 
Service ernpioyees who nave served in other dangerous environments but do not qualify for the OSM? 
Thank you 

61̀$-  s,, 	qt-r6  Cs/4, 
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414)4.44cP i?  
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Thank you very much for your question; As you are aware the Service (under the Leadership of 
has been working hard with the authorities involved in the issuance of medals and awards to ensure that 
those Service employees who qualify for medals and awards receive the recognition they rightly deserved 
for their dedication and excellent service to Canada and the safety of all Canadians. 

medals have already been awarded to CSIS employees who served in Afghanistan -
the General Service Medal (GSM) and recently. the new 

Operational Service Medal (OSM). 

There are several variations of the OSM medal including: the OSM for 	 and 
(Afghanistan) There are also variations of the OSM for general expeditionary duties in 

other parts of the world as well as a version that acknowledges service in humanitarian missions around 
the globe Ouch as.earthquake or tsunami relief efforts). 

ts, 

As to your question about the other theatres of operations, 	is currently working with 	to compile a 
list of employees who have served in "dangerous circumstances" 	 to 
see which ones may qualify for other OSM.awards such as the OSM (Expeditionary) award. These 
theatres of operation 

-•,k,•46c. ,f- c 7. • but also theatresof operation where CSIS has operated 
/ 	 Understanding that some areas may not meet the USM criteria we are 

currently consteenng other options 	. 
• V 	• 4.: 	• 	-•Q A'0,?„ (4  Qi • 	 or perhaps our own internal 

commemorative coin. 	e.;/iand 	are/diligently working this matter, 

Michel Coulombe 
Director 



Allowance 

My question is on the allowance to which 
when they participate in 

This allowance is 
- reference to CSIS Policy and Procedures. 
which recognizes the particularity of 
offered to 

PiS'01/P%Cp /41 	employees are entitled 

obtained via the form 	- . ' fi 
Administration of Allowance EntitJements.:Arp_ 

However. this alloWance is not 
personnel, who participate to the same degree as 

 

Would it be possible for employees to be entitled to this same allowance? 

L'N4-c-i40/.ci NA:4  toi  'ON, CY 4. kAi7, 

 

  

This question was raised in the past and, more particularly, it is part of the 2014 Employees' Association 
(EA) Salary and Benefits Proposal, The decisions regarding the EA proposals should be rendered in the 
next few months. 

I invite you to go to the Employees' Association page on The Source. On this page, on the 'eft, you will 
see a section entitled -References'. Click on 'EA Salary and Benefits Proposal" to read the full proposal- 

Michel
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Transfer List 

AAN., 
Good morning Director, 	 Sio Lt:.„., 
My question is in regards to the transfer list. Everyone who wiSilies td transfer has their reasons. some 
wish for a change in scenery, and others are looking for a fresh start What I don't understand is that 
management accepts the transfer, but then states "with replacement" which blocks the person for one 
year from the actual transfer list Now l can understand from a management perspective that you will 
require another resource to replace the one you are losing, but for the person wishing to leave, he is 
forced to be put on hold until a replacement can be found (which can take a very tong time. if not at all) 
don't believe this is advantageous for the department, nor for the person wishing to leave as this only 
brings the morale of the individual down, which in turn will be someone who is less productive, 

.• 	41.0, 416-, 

appreciate your question. The Transfer Iltt was established to provide employees with a mechanism to 
self-identify their interest for a transfer andto allowifpr Managers to select an employee who meets the 
criteria of the vacant position. 	. /4  P, 

4°P 
• , 	• 

.„Ire 	
,, 	

, /-T' 
The impact on a DG's capacity to mettheir require ments and th'en consequently the decision as to when 
to release an employee may be affected 	,, 	- , 

• The amount of time the employee has been in his or her current position, 
• The current workforce, Or:) , ":1 	 Zvi 
• The specialization / uniqueness of the position! 	 &Ts. 
• The availability of similar resources; 
• The employee's current performance (e.g., whether the employee is deemed to have acquired all 

the knowledge / competencies required in their current position) 
• The aspirations of the employee. 

In order to ensure employees are not retained for too long a period, the CSIS Procedure on Appointments 
and Assignments states that employees are deemed releasable one year atter they formally expressed 
an interest in placing their name on the transfer list regardless of whether or not there is a replacement I 
would encourage you to discuss your aspirations with your supervisor in order to work collaboratively to 
achieve your goals. 

• '1c!' 
Michel COut
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Much appreciated 



North and South Towers 

Pico()  $13, Rev, 
My question is more historical than operational Why is North Tower not symmetrical to South Tower" 
Does it not make more sense if they mirror each other? I have asked everyone I know and no one seems 
to know why the North Tower is slightly taller and slightly further backiwest (geographically) than the 
South. Even the employees that witnessed the North Tower being built are not sure why. : . Tay.    _ 	J 
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Good day, 

Entering our building for as long as I have. it can be easy to overlook some of the key design features 
which make our National Headquarters Building a strong symbol of our organization As you have 
pointed out. the North and South Towers are not symmetrical - this is, in fact, an architectural feature 
explained in the original design brief for the NHQ Project As many employees may also find the design 
history of our building of interest. please find below additional details extracted from the design brief, 
dated February 1991, from the winning contractor's proposal. Thank you for your question 

Michel Coulombe 	 r 0 
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Design Brief 
The design mandate for the building begins and ends with the organization, its people, its mission, and its 
methods These fundamental features of the organization must be expressed in the building's visual 
aesthetic and supported by its functional design. The National Headquarters Building had to be strong, a 
monument to a nation's value it is a statement of our strength as a nation and the effectiveness of the 
organization in particular And, because the organization exists within and for a democracy. the building 
also affirms respect for and sensitivity toward the individual. The building is comprised of two right-angle 
triangles. These strong elemental forms are intended to communicate strength and stability. They are 
pure planes rendered with discipline. The triangular forms are softened by curvilinear glass elements 
gently undulating from the facades north and west. The precise delineation and merging of these angular 
and curvilinear forms creates a sculptural quality This is reinforced by standing the building on a large 
black granite plinth in the same manner as a piece of sculpture is set on a pedestal. The plinth contributes 
to the building's aura of firm stability, it provides a level base for a building set amid the landscaped site. 
As the headquarters is alone on its large site. it is allowed to set its own sense of scale The scale is 
monumental The proportional massing gives this large building elegance and refined balance. A carefully 
constructed arrival sequence reinforces to organization members and visitors alike that they are entering 
a special place. People move from an initial ceremonial circle: to a canopied gatehouse, along a 30 
meters long glass corridor. through the primary building security station and finaily, out into the expansive 
glass roofed galleria that binds the two triangles. Entering the building becomes an experience as on 
travels through an alternating series of transitional spaces. The procession leading inside culminates with 
a great surprise. Stepping into the galieria introduces the building, with a burst of sunlight and soaring 
space. This is the heart of NHQ Moving through these spaces inspires a feeling of ceremony that 
accords the building dignified presence. N110 design achieves distinctiveness within an elegant, lasting 
architectural expression tt is a memorable building 



CS1S Crest 

Dear Director, 
	 P'to:APq, 

My question may seem a little silly, but here it is: I would like to know whether we have permission to walk 
on the Service Crest at the entrance near the revolving clews and .Guard Post2, 

'4/4 717.  -410-L 
I saw a message this morning on The Source stating that the barriers around the Crest are therefor 
safety reasons, specifically to prevent people from tripping on the carpet Despite this, there has been a 
rumour going around for a while saying that the Crest on the floor must be treated the same way and with 
the same respect as the Canadian flag A directive was allegedly published via The Source a few years 
ago asking employees to avoid it. This would mean that one must not walk on the Crest in any 
circumstance, which would be understandable if it had not been caved into a large area of the floor at the 
main entrance to the building, right in front of the revolving doors. 

Once the carpet has been replaced, will it be possible to use the whole surface of the floor, or will we 
have to always avoid this section? And, if we must avoid walking on the Crest, could you explain why 
someone would have decided to carve it into the floor at one of the busiest locations in the building? 

To finish, thank you for taking the time to answer our questions. it is greatly appreciated 

Thank you, continue your good work, and have a nice summer! 

044, 
' 
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Good day. 	 4 1e 
Your question is one that has been raised periodically by Service employees over the years, so I think 
that it deserves to be appropnately addressed. As you pointed out. a message was posted on the Source 
in 2013 which illustrated that, like the Canadian flag, the CSIS Crest is a tangible symbol and one that 
deserves a strong measure of respect. It has been permanently carved into granite and placed on the 
floor at the entrance to the building as a visible welcome to our employees and our visitors, but also to 
strongly emphasize the Service's loyalty and commitment to Canada. ;n 2007. the CSIS Crest was 
officially listed in the Public Register of Arms. Flags and Badges of Canada by the Canadian Heraldic 
Authonty. 

To be clear, there is no policy against walking on the Service Crest. and in fact. there are Health and 
Safety considerations which would make such a policy impossible to invoke Given the number of 
employees and visitors who use the main entrance on a daily basis, the need for adequate space for this 
flow of people is important. There is also, among other factors, the necessity to provide adequate floor 
space for building .evabyationEn the event of an emergency. 

i>e); 
On a personal level. as a proud Service employee. I have a strong affinity with the Service Crest. what it 
represents and how it helps to bind current and past employees together. Choosing to walk or to avoid 
walking on the Crest however it is ultfmaiely the choice of each employee 

Michel Coulombe 	
es 

 
Director 



Hospitality 

In the 	 we are required to attend several workshops ! conferences per year due to the global 
nature of the threat. These conferences are essential to the 	 being able to properly 
investigate the joint threats In previous conferences,/ wpsl shop. allied agencies have hosted showing 
attendees '-/se 	h. ) ;1,4'1 	_ • --T'sk, 	•-leYs L'Os\s, UP,s,  SSes  

' 	which held
- 	

I fi 
 the Service will host 

and the other rotating 	 My question is in regards to the 
budget for the conference. which is limited to $5.000. From what I have been told if we want a larger 
budget we need Ministerial approval, but when we attend the conference in say 	(where it is held 
at least once a year) the cost per attendee is almost 	which only need DG approval. Last 
conference. the Service sent 

Trying to host a conference for almost 60 people with such a limited budget seems to be ridiculous to me. 
If we were to have a budget of 	we would be able to provide a conference with much more similar 
levels of hospitality and we would still be saving almost 	 This would better highlights the 
great work being done by the Service, especially in the 	 to our allies. 

I am aware of the fiscal responsibilities the Service has with public funds, and I am also aware that the 
policy for Ministenal approval requirements are from TBS (Event and Hospitality Approval Authorities), but 
considering managements 	(which I would also have. 	 in 
asking a Minister for more funds for a conference, could the Service not get special delegation of 
authorisation for cases like this were hosting is cheaper than sending employees? 

Thank you 	
kkSotZ%/k. C1S$ 	
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Good day, 
Canadians expect that the Service will make effective and efficient use of public funds, and be fiscally 
responsible in its decision-making. This remains a priority for the Service, and is reflected in our Strategic 
Priority of Engagement of government, public and partners. Collaborative initiatives such as the rotation 
of conference locations between allies allows for the cost burden to be shared among partners. Additional 
funds should not therefore be expended by the Service to host a conference with the justification that the 
overall costs is less than sending employees abroad for a conference. 

Additionally, I believe that there may be some confusion with respect to setting event budgets verses 
approval authorities for hospitality. The Treasury Board Directive on Travel. Hospitality and Conferences 
outlines the approval authorities required with respect to an event. It does not establish budget 
restrictions. In general, my authority to approve a budget (planned expenditures) for a core event is un-
limited This includes setting a budget for hospitality However when it comes to approval authority for the 
hospitality associated with an event, my authority is limited to $5,000 00. If planned expenditures for 
hospitality are greater than $5,000.00, I must seek Ministerial approval. Given public scrutiny of 
government hospitality expenses, I have instructed senior managers to ensure that hospitality is 
reasonable and in keeping with norms. While I appreciate the desire to reciprocate, there are limitations 
to what is an acceptable amount. If there is a case to be made for hospitality costs to exceed my 



$5.000.00 approval authority limit, it should be provided in the briefing document and included in the 
event request approval form for my consideration. 

Pik)  C-0410_ 
Thank you for your question 
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Michel Coutornbe 
Director 



Parking at NI-10 

•-/s 
sir0115 t9C6 

Mr Director, as you are aware, the lack of parking at NHQ is a major issue of concernfor hundreds of 
employees in Ottawa who are unable to park on-site. I wonder if perhaps it is time to once more look at 
the Service's parking policy in terms of who is eligible to receive on-site parking? As you will recall, the 
last changes to the policy date back several years. and were implemented for the fair treatment of all 
employees. When the Service removed a parking applicant's level from the calculation of who can 
receive a parking spot, the Service demonstrated that all Service employees,(regerdless o%position) were 
equally valued This was a welcome change 	 L'9? `̂ ^i  4.6% 

4)"/ 	 u At4f  - te? 
Under the current policy and application process. employees who had below 10 and half years of 
pensionable Service were unable to receive NHQ parking during the last shuffle. By using years of 
pensionable service as a benchmark, we have created a system where employees who have dedicated 
ten years to our organization may get bumped down the list (or even lose their parking spot) to someone 
who joins the Service from another government department or the private sector. This new employee. 
who spent a large portion of their career with another employer, then becomes a Service employee with 
less than one year of CS1S service who is yet eligible to receive on-site parking. This has a direct impact 
on employee satisfaction, and can lead some to think that their years of Service with CSIS are not valued 
or recognized This is unfortunate as many of us joined the Service knowing that we wanted to spend our 
entire career here, with no thoughts of leaving for another employer. 

Could the policy not be updated, so that the Service uses years of service with CSIS as the benchmark 
for receiving on-site parking at NHQ? This would show employees that have dedicated a decade to the 
Service that they are valued and appreciated. I suspect that the majority of employees would support 
these changes, and this could significantly boost morale. With no other option in sight to increase parking 
space at NHO, this small yet innovative change to the parking permit application process would be most 
appreciated 

Thank you 

Good day and thank you for your question.  

You are certainly correct that the issue of parking is of concern to many employees, particularly here at 
NHQ. or„:: 

c 	t 

Over the years, the Service has tried several different approaches for the allocation of parking, including 
the "CSIS-years only" approach you suggested In 2010, Treasury Board Secretariat (TBS) and Public 
Works and Government Services (PWGSC) established new guidelines and the Service was required at 
that time to change the way we manage parking at CSIS While parking allocation across the 
government still varies somewhat by department. parking here at CS1S NHO has, since 2010, been 
allocated based on an employee's years of pensionable Government service. 

Question 
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While some employees may not yet have enough cumulative years of Service to acquire a parking spot, 
the method of determining eligibility is transparent and consistent. New employees joining the Service 
must meet the same criteria and are measured by the same years of pensionable government 
Service. Using your own example and given the current demand for parking, neither a CS(S employee 
nor a new hire with less than ten years and half years of pensionable service would meet the current cut-
off for available parking spaces. While it is unfortunate that we do not have enough parking spots for all 
employees who may want one. I am confident that the current approach for parking allocation is fair and 
appropriate 	 • 

1AiP 

I appreciate the time you took to voice your concerns. While my response may not be the resolution you 
were looking for, I believe it is always important to ask ourselves why we are doing things a certain way 
and whether there is a better way of doing business. For that, I thank you and appreciate your feedback. 

Michel Coulombe. 
Director 
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and Mobility 

Hello1 The notion of organizational requirements requires ongoing updates to determine our priorities in 
order to ensure that the Service can assume its responsibilities In this regard, the concept of employee 
mobility must also be questioned to meet the reality of the 21st century.., . 

"Fe/144' 
• , 	

►4,14 In the context of the coming implementation of the - 
challenges  in terms of positions to fill are approaching. Not only for the benefit of applicants 

being hired, but also for 'right person in the right place". For example, 	 who is 
responsible for the investigation and field investigators must preferably have solid investigative 
experience at the tactical, human source management and operational levels to appropriately accomplish 
his or her task and guide the investigators A minimum level of experience is required. In this context, and 
in the specific case 

These recent and upcoming transfers could have a non- 
negligible impact on the functioning of 

I understand that it is too early to formulate hypotheses and then recommendations on the impact that 
will have on employee mobility. 

Thus, how does the Service plan to define the responsibilities of operations management and of human 
resources management so that the operatiphatspeds of 	take priority over Service transfer policy? 

Dear Director. 	G i 
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01" ., _ 4  tr.. t , 	A.),T:: , . ' T  c r• After I read the 	 status report, published on 2014 
06 30. some pieces of information caught my attention more than others, such as: 
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• The issue of hiring criteria for new intelligence officers. . et- 	' 
• The reduction of the influence of National Headquarters in regional investigations, especially at 

the tactical level, and its consequences. 

This situation will require a great deal of flexibility and adaptation of the Service, in terms of investigations 
management. defining the tasks of intelligence officers, recruiting new employees, assigning 

positions, and redeploying additional resources in the regions. By adapting 
quickly, the Service will make 	able to use the full potential of Service employees involved in 
collecting information. I hope that this change in operational culture will lead to a change in human 
resources management culture in the Service. 

Question-  In the context of the challenges of 	do you believe that NHO Human Resources 
Management will be able to adapt to meet the needs of regional operations management and not the 
other way around? 	 • - 
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I am pleased to see that employees are interested in the outcome of 	and 
in making the Service a better organization, in line with our Strategic Objective The model under 
is a significant evolution of how the Service manages operations and I am taking all of the associated 
issues, including the impact on human resource allocation and mobility very seriously. 

In response to your questions, the human resource impact of 	on the regions is being carefully 
managed in close consultation with the Regional Directors General (RDGs) to ensure that the unique 
characteristics and requirements of each region 	 are taken into consideration and 
addressed. Finding the right balance of resources to meet the operational realities faced by our regional 
personnel has been a critical aspect of our planning and is something that will continue to be fine-tuned 
as 	evolves You may have seen the recent update on the Source in which I approved 
implementation of 	in the 	regions, which will commence in the early fall. Additional work 
to follow in headquarters on the issues of analytical support to operations as well as the roles and 
responsibilities between HO and the regions. The impact of 	on mobility and other HR issues 
continues to be worked on and will be communicated in the coming months. 

I recognize that there may be some 
adjustment. I look to all employees 
challenges and propose solutions. 
Michel Coutombe 
Director 

challenges with implementation and that there will be a period of 
impacted to embrace these necessary changes and to help identify 
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Opportunities 
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Further to the recent posting for expressions of interest '.34, 	 jpoviiis:ons, has 
there been any consideration given to the idea of having 	baked 	.qc 	dy It 
seems that there might be some logistical and cost advantages. 	 '14147. 	r6Z7' /0A, 

/OA, $.-/ke With 
the tremendous success of the 	program to date, is it time to expand the training package to lOs 

073.10A/L.4 
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S OP ??,,7 CS/s ).- 
Good day and thank you for  your question'  
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The idea of having 	based 	 s not without merit for the reasons you 
mentioned. Possible advantages could include certain logistical benefits, possible reduced costs for 

Each of these pros and cons are important considerations as the Service 
decides how to best manage the demands 	 in a sustainable manner. 

• 6u, 
vti9/ -̀tS's 4, ' &. 
e 	 r) rs,r— _ 	 Following the successful pilot projects 

team is now undertaking a pilot project 
the results of this pilot will be reviewed in the weeks ahead and the final 	model 

be established. The results will come to define the roles 	 including the 
While I would not speculate on the final results, the concept of integration will be a central 

theme. 

To the Director, 

Thank-you, kindly. 

47404, 14(0/0 
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will 

7 1100. j 06=-; 
In your question, you alWinquireci about the possibility of expanding 

At this time, this is unlikely until the final results 	are decided and so the training 
requirements for any new 10 roles can be established 

o
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Thank you for your question and stay tuned to the Source for announcements concerning 

Michel Coulombe 
Director 
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EA Salary and Benefits proposal 

Good morning, 
,ot, ate  

4Slin _ Ap„ 

In relation to your recent post regarding the EA Salary and Benefits proposal. you responded to several of 
the EA requests. I'd like to thank you for your understanding related to the bereavement leave, as 
someone who has had to use that leave recently, an expansion of it is greatly appreciated. My question 
relates to the other aspects of the Proposal that were not addressed in your letter; my main concern 
relates to the Transition Support Allowance and the proposal to increase the length of time and way that 
benefit is issued. I have recently moved from Ottawa to Vancouver and am eligible for this benefit, and it 
is an important factor in being able to transition to living in this city, and increasing the length of time it 
applies for is an important consideration. Furthermore. the benefits applicable for mobility have been cut 
since I joined the Service (for example, the salary increase for each move beginning with the first move is 
no longer there) and this would be an appreciated step in returning the benefits provided to employees to 
the same level as they previously had been. By not addressing this issue (as well as several others). 
does that mean the proposal on these topics have been rejected outright? Thank you in advance for your 
response (private or public) on this question, 

;es -- A., 
'JP 
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' /VA-of 	'Vs.:- 
Every year, the Employee's Association (EA) submits its Pay and Benefits Proposal to the Assistant 
Director of Human Resources (ADH) Each item recommended by the EA is then researched by human 
resources and assessed for its viability by the Executive. All of the items which are supported are 
subsequently announced to the non-unionized employees via The Source. 

The EA's proposal on the Transition Support Allowance (TSA) was reviewed as part of this process. In 
the end, given that the TSA is already an allowance that is unique to the Service, the amendments were 
not supported As for your request to reinstate mobility benefits, before I comment, I wish to first provide 
you with some background information on the matter. 

On April 3. 2012, the former Director announced changes to compensation benefits as a result of financial 
pressures facing the Service. The Director explained that in order to alleviate some of these pressures, 
as well as promote efficiencies and align the Service more closely with the rest of the Federal Public 
Service, changes to the Transfer Allowance and the CSIS Service Allowance Based on Relocations were 
to take effect. The Director also anriunced the. discontinuation of the Relocation Bonus. 

WvP/ 	 '104 
Although I understand your rationale for requesting the pre-2012 relocation entitlements be reinstated, the 
fact remains the economic climate has not changed and, more importantly, I believe the allowances 
currently afforded to employees provide the level of support needed to transition successfully to a new 
geographic location. For these reasons, I am not prepared to revisit the matter at this point in time. 

Michel Coulombe 	 es 
Director 
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Director Logo 

Hello, 
libt/131:ii0c, Is/  ez&s, 

I was wondering why, on the formalized version of the Logo, the Maple leaf was replaced by three 
seemingly falling leafs? is there a special meaning to those Is the logo a sort of coat of arms? If yes, can 
we get an explanation on the significance of every one of the components as that may prove interesting. 
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Good day and thank you for your question. 
The finalized logo was Communication Branch's interpretation of the winning concept idea, which had 
been the result of collaboration between two employees Unfortunately, I cannot take credit for any of the 
creative input for the logo, so I have no specific insight on any intended significance of the design 
elements. I am pleased with the overall lock of the logo and while it was never envisioned as coat of 
arms or anything so formal, it does provide Office of the Director a distinctive and fresh look for the Ask 
the Director webpage on The Source. 
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Career advancement for non-10s 

Good day Director, 

My question is in regards to career advancement I've been with the Service for several years. but l've 
started to notice that unless I become an 10, or specialize in technology. my  goals of becoming senior 
management (above the head position) within the organization are little to none. It has long been 
understood that 10's will get preferential treatment given they work in operational environments. but that 
does not always make you a good manager. Some have pointed out to me that they know the job; hence 
they can manage those working in that type of setting. But the argument to that rs all of our former 
directors were not 10S. yet they lead an intelligence organization?1-4-6,,'L-1 

..'97/0 'SU 
1:  g.  ,.S.  

Much appreciated 

Ljkisif.17$;s:st.  
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Good day and thank you for your questio ° f/v.c. 
'=.9 

As you may know, one of the pillars of the Service's Strategic Objective is Engaged and Motivated 
Employees. As part of achieving this objective, one of our goals is that our employees have clear career 
opportunities, with challenging and interesting work I believe that CS!S has. in many ways, had success 
in this area and we have been recognized as being a Top 100 Employer for several years in a row All 
employees can be proud of our organization and the important work we do in keeping Canada safe and 
all employees contribute to our success. 

Career management is an important and personal aspect of one's work life regardless of your position I 
am pleased to see the level of interest you have in in your career development and I firmly believe that 
career development is a shared responsibility between the employee and the organization. For the 
Service's part. we have put in place a variety of initiatives and tools which will provide more structured 
guidance to all employees. Chief among these is the recently - launched Individual Learning and 
Development Plan (ILDP), a personalized development plan for all employees This comes at an 
important time for the Service, as several new initiatives require us all to learn new ways of doing 
business, such as 

and the impacts of new laws (Bill C-44 and Bill C-51) Ultimately, the best 
person to decide your career priorities is you. Once you have a path in mind, use the tools available to 
you to pursue it and discuss your career objectives with your supervisor and seek advice from your 
managers and colleagues If you are interested in taking on more responsibility within the organization, 
speak to managers and discuss how they managed their career paths. Be proactive and talk to people 
about their expenences....i-4.,: frk: 	- 

fi.7•• • 

I would also like to dispel an important misconception that you raised. I can clarify that no preferential 
treatment is afforded to intelligence officers (10s) in terms of career advancement to senior management 
positions. The Service's Management Development Program (MDP) is designed for indeterminate 
employees at the level 8 (non-10 only), 9 or 10. who consistently exhibit leadership competencies and 
above average performance The occupational group of the employee is not a factor considered in the 

Looking forward to your response. 



eligibility of that employee. 
At this time, non-10s represent 37% of the EX population and 33% of the MDP population. I believe that 
there are some positions which will always need to be staffed by lOs - positions such as DOG 
Operations, the Assistant Director Operations (ADO) and the Assistant Director Collections (ADC) come 
to mind, among others. However, a good number of other positions do not specifically require lOs For 
example, 	 of our current Executive are non-IC1s, 

m --P4s).ier 

In fh'e past, the 
has also been staffed with non-10s. In addition, there are a variety of EX positions 

throughout the organization which do not specifically require lOs in areas such as finance, academic 
outreach. 	 Human Resources, Communications 
Branch, Strategic Policy, Strategic Management, Corporate Services, Information Management, 
Information Technology Services and Solutions. As you can see, there are many opportunities to 
consider and moving forward, it is possible that the Service's current initiative to redefine the roles of lOs 
through the 	 will create an even greater diversity of 
opportunities for non-10s in the organization. I am confident that this change coupled with our robust 
MDP will have a direct effect on the composition of our future EX cadre. 

Michel Coulombe 
Director 
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Bilingual Bonus 

I was wondering if the bilingual bonus was going to be re-introduced to non-unionized employees? My 
coworkers and 1 work in a communications centre and process hundreds of emails and telephone 
conversations in both French and English daily. There are many like me who wonder why we do not 
qualify for the bilingual bonus? I believe the Employee Association is pushing to have it re-introduced but 
is this something you would support? What can non-unionized employees, especially those in the 
communication centres 	 , do to help bring back this bonus? Thank you and keep up the 
great work! 

I  
)0: S'cl,y1V,  

ice;r6. 

1 am a strong supporter of bilingualism and I believe that all employees should be proud of this aspect of 
our country and our work here at CSIS The Service is committed to our Official Languages and this is 
demonstrated in our policies, procedures and programs related to Official Languages and Diversity. 
Whether it's our Second language training program (full-time & part-time); our promotion of Linguistic 
Duality Day; or the equal opportunities to obtain employment and advancement, CSIS is enthusiastically 
dedicated to bilingualism in a number of ways (The Official,  Languages web-site on The Source is a good 

// 	• '' • 
:1C.  

The cessation of the bilingual Iionus kr non-unionized ernployaes:wasannounced on June 4, 2012 
(Read the Director's Message here) While the decision was based primarily on necessary cost-saving 
measures, several important factors were also considered. For example, the bonus was difficult to 
administer fairly because it was not afforded to all bilingual personnel, but only to those who happened to 
occupy designated positions In addition, the bonus implied that bilingualism is an exceptional or 
extraordinary skill: as opposed to a normal aspect of many Service positions. Lastly, the amount of the 
bonus did not reflect the importance of bilingualism. For these reasons, the bonus itself was an ineffective 
use of resources. 

Following the decision in 2012, the Employees Association requested that the previous Director 
reconsider this decision The Director's response to this request can be found here. In short, it was 
explained that a number of alternatives were explored by the Service in order to be able to meet the 
requirement to reduce spending. however the cessation of the Bilingualism Bonus was retained as part of 
the cost-saving measures that were approved by the Government. At that time, the previous Director 
indicated that he did not believe the decision should be reversed and I am of the same view. Today, the 
Service has an extremely healthy rate of bilingualism and employees from both Official Language groups 
are well represented within the Service. Bilingualism is prospering at CSIS and the former bonus was 
simply pot an effective means of encourage greater learning of an employee's second language 

• ' 	'lee:T.4=1e r  
Decisions such' as theSe"are never taken lightly and employee perspectives such as yours are important I 
appreciate the time you took to inquire and I hope that you will continue to enthusiastically embrace 
bilingualism in your everyday work. I am committed to fostering an engaged and motivated workforce, 
which is one of the pillars of the Service's Strategic Objective. 

•• 
-11/0 6i.4j  Michel Coulombe 	 4, 

Director 	 :4Cc+E. s,  

place to review many of these commitments); re- 



Canadian Security 
Intelligence Service 

To: 	All Service Employees 

From: 	Director 

Subiect: 	Cost-Saving Measures 
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As you know from reading the papers and talking to colleagues across the federal public service, the 

reverberations of Budget 2012 continue to be felt. By now it should be clear to all of us that in this 

economic climate, CSIS is a very good place to be. While many employees in other departments are 

receiving notices that their jobs might be eliminated, it has not been necessary for the Service to do so. 

• ..cr, 4 	 609",  

That said, we have been asked to reduce spending by five per cent, or about $25 million. The purpose of 

"i• 	c  this note is to provide some details of how we will do it. 	4, 
1( 

ft 07. 
4 

Cost-cutting is a difficult challenge. Every program has its advocates who understandably are protective 

of the status quo. The proposals we identified have been the source of considerable internal debate, but 

in the end we needed to find a path to achieve the savings in a way that would have the least impact on 

our ability to fulfill our mandate. 

The savings are spread across four categories: 

1. Internal Reform and Innovation 	"V 
_ A 

2. Travel, Hospitality and Conferences IND  

3. Revision to External Review Regime 

L  CV 

C6-s, 

P.O. &». 9732, Station 1". Ottawa, Ontario K1G .1C-1 	C P. 9732, Succu male "T". Ottawa (Ontario) K1G 4G-I 



It's important to note that spending reductions in the above categories will have human resource 

implications. Specifically, the reductions involve the disappearance of 	 or full time 

positions which will be managed through attrition, elimination of unfilled vacancies and other means. 
fi'refr 	 ) 

Su /,96 	ro 	491.1  
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0i? 4c)- 115' Now let's go through the categories one by one. .6,9lc, "1://ii.-74 rE. sc, 	41,it 04, r4,, erlo  
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Internal Reform and Innovation 	 ' 	„  

This involves streamlining IM/1T costs, strategic management of contracted services and eliminating 

redundancies in administrative support across the organization. These efficiencies will save some 

annually over the next three years. 

Also among the internal reforms is the termination of the bilingual bonus for non-unionized employees. 

This entitlement has always been a contentious issue. First, the bonus is difficult to administer fairly 

because it goes not to all bilingual personnel but only to those who happen to occupy designated 

positions. Second, the bonus has long implied that bilingualism is an exceptional skill, which it is not. 

Third, the amount of the bilingualism bonus does not reflect the importance of bilingualism. As such, it 

is not an effective incentive and a good use of our resources. This overdue reform will save the Service 

and, most significantly, will have no. effect,on operational performance. it will take effect on 
• ' 	- 4 A 	Op 

April l', 2013. 	 to, 
la„, rbiv  Sur,' E4,1,. Cdi 
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Travel, Hospitality and Conferences 

More prudent management of spending in these areas will save the Service 	 annually. 

Obviously, the requirement to maintain close relationships with our partners, domestic and 

international, means that CSIS personnel have to get out of the office, so to speak, and we will continue 

to do so. But after thorough review it became evident that we can be more efficient than we are. Video- 

teleconferencing technology, for example, is already proving its worth as a replacement for many face-
t:. 

to-face meetings._ 	 , 
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Revise External Review Regime  t(tl?'1" • 

As was recently made public, the government has agreed to amalgamate functions of the Office of the 

Inspector General (01G) into the Security Intelligence Review Committee (SIRC). The cost to us of 



servicing the (DIG is more than 	 annually. 

When we set out to articulate a five per cent cost-saving scenario, our overriding desire was to limit as 

much as possible impacts on the operational side of our business. in this, we largely succeeded. The first 

three categories described above have no significant impact on our ability to fulfill our core function of 

	

-1 4: L.r 	-"V to protecting Canadians. 	 /A/Poi?  e 1,1 16'4,4_ 6'06- 
11147- •.oist--  ivE. 	40 

/OA/  (40? 4  

In the end, however, we could not avoid applying a budgetary lens to all areas of the SerVice. Even 

before the latest financial pressures became pressing, it was becoming clear that the Service could and 

should reduce its footprint in certain areas. 
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Although I have emphasized that, overall, the economic story at CSIS is a positive one — we've achieved 

some 50 per cent of the reductions already — we need to recognize that some Service families are no 

doubt dealing with considerable uncertainty because a spouse or relative is in an area of government 

that has been more profoundly affected. Please remember that the Employee Assistance program is an 

important resource on all matters personal and professional. 

In closing, let me make two additional points. First, it was also one of our DRAP objectives to ensure that 

all parts of the Service be reviewed for savings and in the end, the Minister and the Government 

accepted our recommendations and cuts and changes will be made to both the corporate and the 

operational sides of the Service. I believe strongly this is important because there is a clear symbiotic —

or mutually dependant relationship — between the two sides. Secondly, this note exclusively deals with 

our DRAP reduction/changes. You will recall from some of my earlier messages that the Service must still 

identify some 	in savings over the course of the next few years to cover shortfalls caused by the 

requirement that we absorb some costs that in previous times might have been centrally funded (for 



example, annual economic increases). The Executive are actively looking at how we can achieve these 

additional savings. I will provide you an update on these before the summer leave period. 

1 hope this provides a sense of where we are. If you have any questions, please feel free, on this issue or 

indeed any issue, to speak with your manager or any member of the Executive. At the outset, we 

committed ourselves to being as transparent as possible, and we will move forward in that spirit. You 

will note that this note is classified "Secret". This is in the context of the Service's longstanding practice 

of not making public details of its internal financial, management and operational affairs, 
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Career Development (2 questions) 

Level 10 !Ors who are interested in promotion are eligible for entry into the new Management 
Development Program (MDP) which offers opportunities for employees to undertake specifically targeted 
assignments, postings and training. There is mentorship, guidance and oversight provided However, the 
Service is young and there are currently a large number of Level 7. 8 and 9 10's across HO and the 
Regions: many of us are interested in career paths that involve either promotion or lateral mobility 
domestically. internationally or into specialty units. Despite this, there is minimal guidance given to these 
employees to help us access training or advise us on what assignments we should request or pursue — 
seems to be based mainly on luck of the draw or right place/right time. The focus, particularly for those 
within the tODP, is simply getting out of the first posting and into the second (usually regional) posting, 
with minimal regard for their long-term career path. Not to disparage the staff in IR&S who manage the 
IODP and Level 8 transfers admirably, but their focus is on staffing issues rather than individual career 
management. Has there been any consideration to implementing a Career Advisor program for ALL staff 
which would offer similar services as the MDP' It would not be necessary to offer services as 
comprehensive as the MDP but even more structured guidance and assistance would be helpful. This 
might help address employee satisfaction and retention issues, if people felt they had more of a measure 
of control over their careers and futures Thanks for considering this question! 

During a recent town hall meeting. you mentioned that the Service is undertaking significant changes to 
how it identifies_ trains and promotes managers (especially in the EX categories) I was wondering what 
thoughts have been given to creating a career management office in the Service to assist employees in 
their horizontal career management (similar to what is offered in the Canadian Forces)? Under the current 
system, the onus is placed on the employee to seek out for themselves what possibilities exist for further 
horizontal career development (either within their respective occupational group or another) and to 
determine what training is required. Often, employees are not sure where to look, what training is required 
or whether one opportunity could negatively impact another (eg: An 10 accepting a Temporary 
Deployment to a post yet wanting to undertake 	 work at a later date.) 
Additionally, the current optics within the Service give the appearance that training opportunities (in house 
or other) appear or seem to appear to be handed out as a reward by managers without any transparency 
as to the merit I requirement behind it A national career management unit could assist an employee by 
providing timely advice and ensuring training requirements are identified and met 

Career management is an important and personal aspect of one's work life regardless of your position or 
chosen career path. I am pleased to see the level of interest you have in in your career development and 
I believe your question exemplifies the type of proactive attitude and positive engagement that the 
Service is hoping to encourage with the strategic priority of having engaged and motived people 

Depending on your employment category, there may be times in your career when you are in a structured 
development program, such as the Intelligence Officer Development Program (10DP) or the Management 
Development Program (MDP), and other times you may receive assignments based on organizational 
requirements or mobility. Indeed. transfers and new assignments are a relatively common feature of 
several employee categories Looking back over my own career, I can say that there were some 
occasions where I was able to make personal choices and had a degree of input into my assignments, 
while at other times I was reassigned based on organizational requirements despite my personal 
preferences. In every position I have held, however. I learned something new about our organization and 



I developed into a better employee This highlights a fact that employees often overlook: there is a 
difference between your current assignment and your overall learning and development. Assignments 
and positions can change. but career development is an ongoing process which occurs at any 
assignment or job. As our Service aims to be a more nimble and flexible organization as part of our 
Strategic Objective, it is increasingly possible that employees could be reassigned rapidly in response to 
operational events, such as the recent terrorism events in Canada and the overall heightened threat 
environment. With this in mind. I believe it is crucial that employees have access to learning and 
development opportunities while at the same time allowing the organization to be agile and responsive to 
emerging events. 

• • • 	- 	- 	' , 1011, 

I firmly believe that career development is a shared responsibility between the employee and the 
organization For the Service's part. we have put in place a variety of initiatives and tools (highlighted 
below) which will provide more structured guidance to all employees. Chief among these is the Individual 
Learning and Development Plan (ILDP), a personalized development plan for all employees. This 
comes at an important time for the Service, as several new initiatives require us all to learn new ways of 
doing business, such as the 	 the 

and the impacts of potential new legislation such as Bill C-44 and Bill C-51. 
Ultimately, the best person to decide your career priorities is you. Once you have a path in mind, use the 
tools available to you to pursue it and discuss your career objectives with your supervisor. I would also 
emphasize the importance of asking for advice and input from managers and colleagues. For example. if 
you are interested in assignments overseas, speak to someone who has been overseas. if you are 
interested in taking on more responsibility within the organization, speak to managers and discuss how 
they managed their career paths Be proactive and talk to people about their expenences. 

Individual Learning and Development Plan (ILDP) 
One of the most important new initiatives is the recent launch of Individual Learning and Development 
P3an (ILDP), a personalized action plan intended to help identify specific learning and development goals 
related to you, your work, and the organization on an annual basis. The 'LOP is mandatory for all 
employees and early in 2015, you will meet with your immediate supervisor to identify specific learning 
and development needs for the 2015-2016 fiscal year, enter them into Elite, and then submit them to your 
Director General (DG) for approval. Once your OG has approved your (LDP, training will be provided, and 
your progress will be monitored throughout the year. The ILOP benefits both you and the organization 
and supports the Service's strategic priorities by engaging all employees in an ongoing discussion about 
their learning and development. As an employee, you commit to carrying out specific actions to improve 
your skills and abilities, while the organization commits to providing the specific support you require for 
your learning. Together. we will continue to build a motivated workforce and achieve our organizational 
objectives 

Career Navigator 
Career Navigator is a tool that has been developed internally to assist employees who wish to map out 
their long term career goals with the Service. Career Navigator provides employees with access to a list 
of all Service positions, as well as detailed information about each position's educational and experience 
requirements, core functions, official language requirements, and the training plan associated with that 
position. 

Sot:: tre'8„c. 	PO 	r197,.` .̀&  /A. 

is the Service's Learning Management System it provides access to the online courses designed 
internally, as well as some online courses obtained from vendors and partners. There are presently over 
130 online courses available on 	that cover a broad array of topics - such as: Having Difficult 
Conversations, Managing Change, Analytic Writing, Screening 101, CPIC, 

to name a few 
- 

•-• Professional Development Day 	•-f 
On April 10, 2014. the Service hosted the fourth annual Professional Development Day (POD) at 
NHQ. This event is a networking opportunity featuring Branch and Regional representatives from more 



than 25 sections across the Service. Attendees can explore the various careers that exist within the 
Service and obtain information directly from employees who work in those areas. The next PDD will likely 
occur in Spring 2015; therefore. I encourage you to consult the Source regularly in order to obtain more 
information once it is made available 

Aicc 	 'zoti()&), 
Blueprint/Destination 2020 	 .• 
In June of 2013, the Clerk of Privy Council launched the Blueprint (BP) 2020 initiative which outlined a 
clear and shared vision for Canada's Public Service The Service organized a number of engagement 
activities to seek input from employees and, as a result, amassed a number of suggestions on how our 
employees believe we could make improvements to the workplace. The release of Destination 2020 
marks the next phase of the BP 2020 exercise Destination 2020 centres on implementation, outcomes 
and on-going engagement. In support of employee development. many initiatives such as the 
development of mentoring and onboarding programs, and increases in secondment opportunities. are 
currently underway or have been selected from our BP 2020 'way forward' list for implementation. 

Career Objectives 
A tool which enables employees to formally express interest in transfers.  

Michel Coulombe 
Director 
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Internet Security 
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believe that 
makes it harder for users to perform their duties, but also.prsents additional risk 10;tlite Organization. 
These risks include.  

The industry is moving towards making technology an enabler while implementing the proper tools and 
secunty measures to be able to effectively catch threats in their tracks and perform thorough audits I 
believe CS1S needs to move in this direction. 1 would also like to point out that 

_...and the only way to get a return on this Investment is to 
create a usable and auditable system. 
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I wholeheartedly agree that the internet has become an essential communication, research and 
investigative tool for the Service. As an organization, we use the Internet in many different ways, 

While each presents challenges in ensuring 
they meet the requirements for its intended use, they can also present a significant threat to our 
information, capabilities and reputation. To address this, the Service 

1 he role played by you and by all Service employees, in adhering to security policies and procedures is a 
key factor in the success of the Service in mitigating against threats. 

In regard to your question, yes, the Service adheres to TBS Policy The Treasury Board Policy on 
Acceptable Network and Device Use (PANDU) seeks to facilitate access, described as "open access" 
within departments to the internet. In this, the Government of Canada recognizes the benefits to 
productivity and for transforming the way public servants work through access to the internet. This idea 
was also reflected in the 2014 - 2015 CSIS Strategic Plan, wherein I identified that modern technology is 
critical to our business but that we also need to find creative solutions to balance the challenges of 
security and the necessity of maintaining a controlled working environment. Within PANDU. this balance 
is also recognized with the concept of "open access" being caveated, under Appendix E, with 
departments remaining responsible for ensuring that they comply with the requirements established in 
Government of Canada secunty policy instruments and that appropriate security measures are 
implemented. 



In closing, I was struck by your observation 

°'k P'Yn - 
As in all 

things, there needs to be responsible risk taking that is based on sound analysis, judgement and an 
acceptable approach. 

am always willing to listen to concerns, to consider solutions to work impediments and I will continue to 
encourage an employees to share their ideas. The recent Dragon's Den was an excellent forum for this 
and, as a result of one submission, a review is under way to ensure the Service does have the proper 
tools at its disposal while at the same time respecting an appropriate level of security, 
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Parking for electric cars 

In the context of the 'Ask the Director' forum, I would like to contribute a suggestion regarding parking at 
NHQ  

When I started working at the Service in September 2013, I was told that there was no parking available 
at NHQ and that the waiting list was very long. This situation has little impact on me in the summer, since 
I travel by bicycle, but it is less fun walking in the freezing cold or in a storm. Would it be possible to 
schedule. in infrastructure planning. the addition of a parking lot for vehicles that function solely on 
electricity? I would like to clarify that it would be preferable to use a section of available land so as not to 
penalize current users, and so add places to reduce our dependence on external parking rental and 
authorize access to this type of parking for everyone regardless of seniority. It would also be necessary to 
plan for the installation of charging stations, allowing the user to do a full recharge over a work day, in 
sufficient quantity to meet future demand. which will undoubtedly grow if the ever-increasing price of gas 
is any indication. In recent months, I have noticed that several institutions and businesses such as 
supermarkets are adopting such green policies and installing charging stations in their parking areas to 
satisfy their clients. Is it possible to believe that, one day, CSIS could be an example in our community in 
terms of environmental responsibility? 

:fry 
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PlYi V, Noe._ 
As you can appreciate. parking is a complex and sensitive issue. Over the past years, parking across the 
federal government had been managed in an inconsistent manner. Although Treasury Board provided 
guidelines, these were interpreted and applied differently across the various departments and agencies 
In order to rectify this. Treasury Board Secretariat (TBS) and Public Works and Government Services 
Canada (PWGSC) led a series of consultations across government in 2010 and established a common 
interpretation of the guidelines and updated the policy on parking accordingly. Pnmanly amongst these 
guidelines were the following 

• The Government can only provide parking for Operational Requirements: 
• The Government is not responsible for providing parking for employees; 
• Everyone who has parking at a Government facility must pay for it at market value: 
• Parking costs must reflect market rates and should not be subsidized. In rare instances where 

subsidies, are given, they are considered taxable benefits. 
t jlete-4jCP 

The Service applies these principles in establishing its parking policies. 

In recent years, in collaboration with our new neighbor (CSE) we have explored acquiring additional land 
and the interest of a 3rd party investor to provide parking facilities, which would have included modern 
innovative solutions. To date this has been unsuccessful but we will continue to pursue this with CSE. 

The Service strives to embrace green technologies whenever possible A good example is the East 
tower, which was constructed by achieving the goal of LEED Silver building certification (Leadership in 
Energy and Environmental Design). While I recognize the use of plug-in electric vehicles may increase in 
Canada. we have not yet met the threshold where the benefits of providing this facility will offset the cost 
of implementation, the impact to loss of parking spaces or the logistics of managing access to charging 
stations, Nor is it consistent with existing Government of Canada policies at the present. 



Finally, may I refer you to the SOURCE Green Committee Intranet webpage. You will find the various 
environmental initiatives the Service has accomplished. which demonstrate our commitment to our 
community effort concerning our environmental responsibilities. .1'p 
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Michel Coulombe 
Director 



How the Service manages Staffing Actions 

Hello, I was wondering if there can be more transparency between Employees and Staffing? There 
seems to be a great divide. When a position becomes available. rather than having the Manager review 
the lists of candidates on Developmental assignment lists, priority lists, transfer lists etc. Why not step 1 
be, an official post on the source announcing positions that are coming soon to competition 	.and give 
the interested employees a chance to approach the Managers. before it goes to time consuming 
competition. The current procedure has the requesting Unit Manager review the list and make decisions 
on employees without the employees even knowing It needs to be more transparent Employees need to 
have a chance to "self-market" themselves. Perhaps have the employee present during the review 
process, or maybe a courtesy letter saying you were considered but unfortunately we could not continue 
for the following reasons. If you would like to discuss our finding before we proceed to completion please 
advise. EXAMPLE Security Screening is currently looking to staff an upcoming level 6 supervisor 
position. All interested candidate should contact (the requesting Manager). This way here it is transparent 
for everyone. Less time consuming for Staffing as well. I believe every opportunity within the Service 
needs to have this type of announcement Staffing should not be a mystery Thank you for taking the time 
to consider this request. 

Pr. PAit, 
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The Service is committed in being an employer of choice and the growth and retention of our employees 
is an important aspect of this The Service has therefore adopted a recruitment strategy to fill vacancies 
internally before proceeding with external recruitment. Recruiting and Staffing (R&S) aims to balance our 
organisational requirements with the efficiency of the financial and human resources required for each 
staffing action (of which there are approximately 20.000 per year). Over the last few years, the approach 
that you have described has been reviewed by R&S and discussed with the Employee Association Due 
to the lack of personnel and financial resources, this kind of approach was deemed to be unsustainable 
given the large number of staffing opportunities that occur within the Service 

The Service conducts its staffing activities based on the Recruitment Strategy as described in HUM 
401. The selection of a particular method for filling vacancies is based on organizational requirements 
and normally follows the priority sequence as defined in the policy. When a position becomes vacant, or 
is about to become vacant, certain priorities must be considered before the position can be made 
available as a career opportunity for all employees of the Service either as an acting assignment, a 
developmental assignment or as a promotional opportunity. As described in the policy. employees who 
lose a position through no fault of their own, or who find themselves without a position due to 
administrative reasons;  must first be considered These are referred to as Pnority One and Two 
placements. The next priority to be considered is those employees returning from exchanges or 
secondments. As they would have had to relinquish the rights to their substantive position upon leaving, 
finding them a position becomes a priority for the Service The next two priorities are aligned with the 
Service's commitment to the development of its employees, through both the Management Development 
program {formally known as the Leadership Development Program) and through the opportunity of 
transfers at the same level (lateral transfers). Employees who vacated their position to accompany their 
spouse, who is a Service employee, while on assignment overseas are also placed at this priority level 
The final priority, before moving to a formal internal Career Opportunity process and External recruitment, 
is the placement of those employees returning from an extended leave without pay for medical reasons or 
compassionate care. The priority sequence exists to ensure that employees without a position are 
considered first. 



In terms of allowing employees to "self-market-, mechanisms are already in place for employees to 
accomplish this very ob/ective. If employees are interested in a specific area, or a specific position, the 
opportunity exists for them to submit a request to be placed on the assignment/transfer list, where their 
preference(s) can be indicated. These preferences. along with the releasability date as established by the 
employee's 0G. are considered by the manager and R&S each time a vacancy occurs and in accordance 
with the Recruitment Strategy as described above. Employees are also encouraged to approach the 
supervisor/manager of a specific area or position at any time to inform them of their interest and to outline 
their skills and knowledge which they feel would make them a good fit 	• f,r / • yF 

Staffing positions within the Service is a shared responsibility between Service employees, Service 
managers and R&S. Existing tools, policies and guidelines are available to all employees and are 
designed to ensure that our employees are treated in a consistent, fair, and transparent fashion 

Michel Coulombe 
Director 
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Undercover Boss 
'fir ,' 

 
Like most people at the Service. I am proud to see for the first time that our Director is a Service 
employee I am also very proud to see that. when I see you in the cafeteria, you are a very approachable 
person. Also the fact that you actsipt emails from your employees says a great deal about your 
personality. That being said. I am very aware that it is important for the Service to improve itself and be 
innovative and I believe that is where the idea for the Dragon's Den program came from. However, I 
wonder whether people at the Service have the opportunity to improve themselves and progress. Do they 
really have the tools required to do their work" Every day, do they take two steps forward and one step 
back'? When I was watching TV one night, I happened upon Undercover Boss. I wondered whether our 
supervisors and managers really have an idea what we do in our work? And if they did know what worked 
well and what was not working well, would the Service benefit? Yes. I know that a few years ago there 
was a survey with many pre-determined questions, except for this one; Do you have comments? And it is 
obvious that it would have been impossible to analyze all of these comments So how do we proceed")  I 
thought of something simpler that could be something like this: Once a month, you choose a section The 
employees of this section write down their names, the name of a supervisor, which includes all of the 
people in their branch up to you. The name is drawn, and the superior will spend one day doing the work 
of the winning person. This is just a suggestion. it is difficult to analyze whether this could have negative 
repercussions. But I can imagine the enthusiasm of the winning person and how this could bring together 
employees and supervisors. 

• f., 

sz,„ 4.se 	r*,,csis  , Li% k„,„   , 	AboyA,, le)-4  61? rh -? .c .4-: 040, r4A, "1614.!'t; -07-/ 407.-  6/0.04. Ova frk r -c -.9r .-• You have certainly raised an interesting idea and arts pleased to see that employees such as you are 
proactively looking for ways to improve the Service as an organization. This reflects the type of engaged 
and motivated employees were are lucky to have at CSIS and I want to continue to encourage ail 
employees to ask why things are done a certain way, to challenge the status quo and to look for ways to 
make the Service more efficient in line with our Strategic Objective. 

You asked the question of whether the leaders of the Service truly understand the work being done 
throughout the organization. This is an important question and I believe you have correctly pointed out a 
critical aspect of leadership - listening to the people within your organization 

Since I became Director in October of 2013. I made it a personal priority to engage with employees 
throughout the organization - not only with managers and the Executive. but with employees at all levels. 
At NHO and in the regions, I have held townhalls to meet with our employees and discuss where I believe 
the Service is headed and the challenges that lay ahead. I also speak to many of our training classes so 
that f can deliver the same message throughout the organization I discuss the Service's Strategic 
Objective and explain why I believe it is critical for employees at all levels to be part of it. I recognize that 
the Strategic Objective will not work without engagement at all levels. so  I encourage employees to keep 
asking why things are done a certain way and - importantly - i take time to listen to our people. This is 
the instruction I have given to all of our managers: make the time to listen to your people. I believe in this 
so much that I made pursuing the Strategic Objective a part of all Managers' performance objectives 
Additionally. I implemented the "Ask the Director' forum. so  that employees can by-pass the usual 
hierarchy of the organization and present their ideas and questions directly to me. "Ask the Director" 
enables me to be accessible to employees, yes, but it also allows for some really great ideas to make it 
all the way up to the top of the organization You highlighted Dragon's Den, which is another example of 
this - a way for employees to pitch ideas to the Executive and bypass usual hierarchy. I was incredibly 



satisfied with the success of the first Dragon' Den and we are planning for a "Season Two" in the months 
ahead. 

I am familiar with the Undercover Boss program and while I could see the appeal, I am not sure it would 
necessarily work here at CSIS. There are some jobs in our organization are highly specialized and 
require specific training and expertise. It might not be a good idea to ask employees to take on jobs for 
which they have not been trained. It is also worth noting that many supervisors and managet's already 
have extensive experience in doing the jobs of their employees earlier in their careers. ..r4.11-„,` 

In any case. I want to thank you for your engagement and suggestion. Please keep up the good world 

Michel Coulombe 
. 	. 

"_ _Lt 49 
Li 	414° 4  / 0 / / Qv  Director 

4-1r,  

'°Itts‘sED 6')'esrs 

Ai% 	

tiv-,,y/1„ -A:PA? t6Z. c4s,9 to bvpoj414`17.c

fr!, c NO44 laiVAcr  

/S-PAIsti' 
4.6 SC,Y,9 

.5.0A) z pd0 
	

.10111 0 	

t4 4 01  
E.tfou 'YN9%414ZterS 4-q 	

Sthil 4:1C4s 

-4 
4 14fAbilitt'37-104' 

pob  

VAS/04/8 	

e$45% oivo '44C%cg iVii/t/Aley.n. 
1--11100434,71?. 	

4440,01:? 

it 114 p, 

431Voq 

z A A: 	
C 1.11 s 

PE.ii)S-0" 
A). C 

 ) -CtiC1111 

0 4/ IF%.41 6' 

NAZ1S, 
	E'S 

te/vs6../Giv 
.4-1 

40/ 

4 
4 16,1A-0,.._ 

44 4 or st1 
G.414s 

i- 
tery 	

4 ce's 

rinitc.VTIt 



Operational Service Medal 

My question has to do with awards and recognition, more specifically the status of issuance of the 
Operational Service Medal (OSM) (in lieu of the Dangerous Operating Environment — DOE — Award) to 
Service employees who have served in designated DOES. As you are likely well aware, efforts to 
specifically recognize Service personnel who have served in DOEs go back several years, with the DOE 
award being created circa 2010 but never in fact issued; the award having been supplanted by the OSM. 
an award which fails under the Canadian honours system I am aware that the Service, via 	and 

has been engaged with the Directorate of Honours and Recognition (DHR) at DND for approximately 
two-plus years now in order to have OSMs awarded to Service personnel who served in Afghanistan and 
who have not received any previous awards for that service I am also aware that members of the RCMP 
who served alongside Service personnel in Afghanistan received their OSMs last year (circa 2013 07 in 
some cases), and anecdotal information would suggest that at least some employees of DFATD have 
also been awarded their medals. My question would therefore be, why have Service personnel not seen 
their service in DOEs awarded, when personnel from other departments received their awards many 
months ago? Furthermore, if it has taken over two years to date to negotiate the awarding OSMs to our 
personnel who served in Afghanistan (and nothing has yet been finalized), how much longer is it 
expected to take to recognize service by our personnel in other DOES? 
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In early 2013, the Service decided the Operational Service Medal (OSM) would replace the Service's 
Dangerous Operating Environment (DOE) Award as the means of recognizing the contribution of our 
employees who served in Afghanistan. 	has been working with DND in establishing a list of recipients 
based on the eligibility criteria established by DND. Admittedly, this has proven to be a very time 
consuming process as DND representatives have had to review the Service's hard copy files in order to 
confirm deployments, and have also required the receipt of specific documents, such as copies of birth 
certificates Once the final list of eligible recipients is finalized, DND will forward a request to the Royal 
Canadian Mint to begin production of the medals, which is expected to occur by March 2015. 

The medals will be presented at a ceremony in early fall 2015 and all recipients will be notified once the 
medals have been received 



"YOU MADE A DIFFERENCE" 

4)/?(Ir Air 
Not sure if this is the correct forum for posting this, but i was thinking it may be a good idea to have a 
monthly "YOU MADE A DIFFERENCE article in The Source. Sometimes in the business at work we 
forget that we are making a difference in the world every single day It would be great to hear some 
stories where the service is making a tangible difference so that every department can be proud and 
motivated and remember why we choose this great career in the first place. 	74fAii 	' 
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I have discussed your suggestion with the Assistant Director Policy and Strategic Partnerships (ADP), 
under whom the Communications Branch (CB) reports. CB, which is responsible for the Spotlight articles 
which appear on the Source. has been asked to feature articles which do precisely what you have 
suggested stories where the Service is making a difference which the broader Service can be proud 
of. In addition, I have asked the Innovation Coordinator, under the Chief Information Officer (CIO) to 
begin compiling examples from across the Service of how individuals are contributing to the Service's 
Strategic Objective I believe that these examples and stories will help encourage and motivate 
employees across the ServicF, 

.5? ; - 	 1 Pfit  44 Thank you for your suggestion and best regards.
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Leadership 

What inspires you to be the leader that you are? 
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What are the three most important things you consider on a daily basis? Not necessarily work-oriented, 
but what are your life lessons? I ask because it appears that you have everything together all the time. .•.  
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Leadership is a key aspect of our Strategic Objective and one of our strategic priorities pillars is 
leadership at all levels Over the course of my career, i have worked for many different types of leaders 
and I believe that I learned a little about leadership from each of my past supervisors and managers. In 
most cases, my experiences were positive, but I admit there were a few cases where i also learned what 
not to dot In any case, here a few principles of leadership that I have adopted over the years: 

• 	Recognize that you don't know everything. As a result, it is crucial that you learn to listen to 
people. 	 - YE- 

• Once you have listened, make a decision,' One of the worst things a leader can do is to be 
indecisive. 

• Know your weaknesses and surround yourself with people who complement you, not with people 
who will say what think you want to hear 

• Make yourself accessible. In order to listen to people, you have to be accessible. 

In addition to these principles. I have also come to adopt some "life lessons" along the way For example. 
I believe in the importance of work-life balance, although I recognize this can be a constant challenge for 
many employees, including myself. t also believe in keeping personal issues separate from professional 
ones Lastly. I would say to take work seriously but don't take yourself too seriously Be who you are. 

As for what inspires me. it is a deep care for the Service. Not just what we do in terms of our mandate and 
helping to keep Canada safe — which is critical —but also because I care deeply about the people of CSIS 
and the future of the organization. This is an unprecedented time from CS'S in terms of the threats we 
face, the new legislation which is being considered and how technology is fundamentally changing the 
way we do business. I am honoured and excited to be the Director at this moment in the history of our 



Director's Blog 

op, PR 
Instead of, or in addition to, posting messages on the Source. it may be more current and very 2015 to 
have a Director's blog. Our workforce is on the internet age, people expect to have access to the Director 
and also a Director that is with it, aka current and understand the people. Thus participating and posting a 
blog would let employees know that we are changing for the better, we do embrace technology, and we 
are open to new ventures This would really play well into 	=L. and the proposed CS!S Act 
amendments. a change to reflect a new and current reality. 	 • 	 • 
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As someone with an Engineering background. I can happily admit that I do keep myself apprised of the 
latest gadgets and technology. I'm a bit of a technophile, so I readily agree that the latest technology and 
communication trends help to make our lives more efficient and enable unprecedented connectivity. For 
me, it's also a lot of fun to check out the latest gear. It might surprise some people to hear about my 
Beats Headphones, my Ipad, or my Playstation 4! Whether it's a tablet, a game console or the latest app. 
I see great value in "staying current". I further believe that CSIS as an organization must embrace new 
and modern technology and this is why modem technotogy is one of the pillars of our Strategic Objective. 

You mentioned that employees wish to have access to their Director — I agree and that is one of the main 
reasons I developed this -Ask the Director" forum. I am pleased to say that "Ask the Director' has been 
widely used by employees and is a positive way for me to stay connected. While your idea of a blog is not 
a bad one, the reality is that my schedule would simply not afford me the time that a blog would deserve 
When I do have time available in my schedule, 1 prefer to actually meet people face-to-face at events 
around the Service, including townhalls and training classes. 

c.41,74 
Thank you for your suggestion. 	 (4ce,ts 

Michel Coulombe 
Director 



Safety of employees 	 (2 questions) 

1.1k)r. 
I just wanted to write regarding the posting on the Source 	-7 / 	„  

posted by Internal Security. read-these security principles with interest, but I 
can't help but feel as 	 that some of themjust don't apply to me... 
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I just wanted to voice my preoccupation, 
because surely I am not the only  who has this on their mind. 
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The Service takes the safety and security of employees very seriously and I share your concerns over 
these issues You may have seen the video I recently posted on the Source to discuss the threat 
environment that the Service now confronts and its impact on our organization. 

we take these threats seriously and Internal 
Security is constantly assessing the state of employee safety and will be making adjustments as required. 

Employee security is being addressed through a variety of means and the Service has rolled out training 
initiatives to provide employees with the necessary understanding and techniques to maintain good 
personal secunty and develop strong situational awareness habits 

as they undertake their daily activities. The Personal Safety and Situational Awareness 
(PSSA) briefings that have been provided by IS are one such example. These are designed to raise 
employees understanding of what is necessary for good situational awareness. At its core, good 
situational awareness means being aware of what is occurring around you. Security is a shared 
responsibility which means employees must take some accountability 

In this regard, security responses at NHQ and the regions will be practiced, so employees 
will be familiar with what to do and how to respond in emergency scenarios. The 	Exercise at 
NHQ is an example of putting security into practice and this exercise will be followed by future exercises 



at NHQ and in the regions. Further information on the threat Environment and reminders of security 
principles are available here on the 	 Website. In addition, I have asked 
to develop detailed response plans linked to the overall threat level, which will spell out the Service's 
responses when the threat level changes. I expect to hear back from internal Security in the near future 
on these plans 

safety of our employees is cnticaily important ana It employees perieve they are facing an imminent threat 
of physical violence, they should contact law enforcement immediately Additionally. employees should 
discuss safety and security concerns with their line management who can help assess risks, determine 
the best course of action and help facilitate additional training when required Any specific questions 
about safety can also be directed to 	 In 
addition, 	 is presently finalizing 	 to be provided to our 
operational personnel in the regions in the near future 

I understand your concerns for your personal safety. The Service does have a responsibility to ensure a 
safe and secure workplace and will continue to assess how we can best protect our employees in this 
evolving threat environment 1 encourage you to continue to be vigilant and take care in your day to day 
activities 

Michel Coulombe 
Director 
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Maintaining Language Levels 

, Pk/A- . - 
Throughout my career, I have always taken responsibility for exceeding the language requirements of my 
various jobs I've held in the Service. Personally, I've passed the reading comprehension exam to a C 
level every 5 years for over 20 years. and I have never lost my ability to read, I do not have to retake my 
university degree, or retest a driving exam every 5 years, so why do I have to prove over and over again 
that I can still read'? Can CSIS consider having a mechanism to state that once you've passed language 
exams 3 times, you are exempt from testing to retain your level, rather than having the levels expire at 5 
years. 1 will retest my reading again in 2015, at a cost of about $50.of,your and my tax dollars, and still 
can read well in my second language. 	 Lir./ 	'1-10 RF 
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Director.  I commend you for your persistence and dedication in meeting and exceeding the linguistic 
profiles of the various positions you've held throughout your career. I believe that bilingualism is an 
important part of our workforce and I'm pleased to see when employees such as yourself make such a 
dedicated effort and commitment to maintaining your abilities in your second language 

The Official Languages Act (OLA) sets out language rights and principles to ensure the respect of both 
English and French as the official languages of Canada and to ensure equality of status and equal rights 
and privileges as to their use in all federal institutions The OLA also sets out the powers, duties and 
functions of federal institutions with respect to the official languages of Canada. The federal government 
must, through the OLA, protect the linguistic rights of Anglophone and Francophone Canadians in dealing 
with federal institutions, as well as within these institutions themselves. 
As a result, the Public Service Commission of Canada (PSC). one of the governing bodies, is responsible 
for language evaluation and testing. The PSC has rules and regulations that must be followed by all 
federal institutions, including CSIS More precisely. the Public Service Commission of Canada, Section 
5 3.2.2.4, of the Official Languages in the Appointment Process, stipulates that the period of validity of 
SLE test results is set as follow.  

"The results of SLE tests are valid for five years unless an employee is exempted from undertaking 
further second official language assessment. When this time period expires, the SLE results of an 
employee who has not obtained an exemption from taking further SLE are deemed to be valid for an 
indefinite period solely with regard to the position held by the person, as long as the linguistic profile of 
the position has not been raised above the employee's skill level" 

As a federal institution, the Service is subject to the Official Languages Act and must comply with the 
policies adopted by the government relating to this Act In other words, the Service cannot set its own 
rules in regards to the SLE testing/validation nor can it change the mechanism in place. Employees 
obtaining an "E" in a particular skill are exempted indefinitely from further language testing in that 
particular skill and all other SLE results are valid for five years. In instances where an employee remains 
in his/her same position long-term (more than 5 years) and has met the linguistic profile of the position 
when appointed in the position and the linguistic designation has remained the same, the employee is not 
required to revalidate his/her test. However, if this employee were to transfer to another bilingual position 
and had expired results, he/she would need to be retested to revalidate their SLE results 

Once again, I commend you for your dedication to your second language 
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Conversion to the Intelligence Officer Stream 

My question is about the conversion process told career stream. Presently, CSIS employees intending 
to convert to the 10 stream are put into the same pool as external candidates and have to go through the 
lengthy hiring process all over again. Would it not save time and money for the organization to give 
preference to internal candidates who possess the required attributes for the job. as.they would already 
be familiar with the mandate and have security clearance? 	'L 
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Director: Within our Service, we are fortunate to have many talented employees who may be interested 
in exploring new employment challenges, such as applying to convert into the Intelligence Officer (10) 
stream.  

As you may know, applicants for the Intelligence Officer (10) stream undergo a series of recruiting stages 
in which they are assessed and evaluated against the key competencies and attributes of the Intelligence 
Officer Profile. External applicants and existing employees wishing to convert must proceed through the 
various steps so that all candidates can be compared against one another in order to ensure the best 
suited candidates are selected. In this regard, the Service cannot give preference to existing employees 
in the selection process as all candidates must be assessed on their own merits and in relation to the 
other applicants. With that in mind, however, existing employees who are successful in converting to the 
10 stream may have their hiring process expedited because these employees would already possess a 
valid security clearance and may also have valid Second Language Evaluation results. In such 
instances, the Service may benefit from reduced costs and quicker hinng times. 

The Service is an organization of people and one of the pillars of our Strategic Objective is to have 
Engaged and Motivated People I consider it a priority that CSIS employees have clear career 
opportunities, challenging and interesting work and more input into their development and careers In 
addition. I hope that employees will take advantage of the many career tools available, such as 	to 
further expand their professional development. 

Michel Coulombe 
Director  
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Delay in Ratification of Tentative Agreement 

Unjustified Delay in Ratification of Tentative Agreement by Employer 1 Could someone justify this delay? 
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Director. This is an important issue and I thank you for your question. I hope the following timeline 
provides an understanding of the process which took place and some clarity on the delays. 

The Public Service Alliance Canada (PSAC) served notice to bargain in December 2010 and the parties 
met for a total of 10 days during 2011 and 2012. During that time, delays occurred as a result of both 
bargaining teams. In April 2013, PSAC filed for arbitration; however, the parties were able to return to the 
bargaining table in June 2013 and reach a tentative agreement. At this time the Service was required to 
seek approval from Treasury Board on items that were agreed to at the table. This was received in 
December 2013 A vote by the membership took place in January 2014 and the agreement was ratified. 

As you can appreciate, there are several steps we are required to follow before finalizing a collective 
agreement. The Service received overall support from Treasury Board in February 2014, followed by a 
recommendation from the Minister of Public Safety in May 2014. Finally, we sought the approval of the 
Governor in Council, which is required as per section 112 of the Public Service Labour Relations Act, in 
June 2014. 1 am pleased to say that the collective agreement was finalized and signed by the Service 
and PSAC on July 7. 2014 A copy of the collective agreement has been distributed to all unionized 
employees and salary revisions have been undertaken by Pay Services 

Although 1 recognize the current collective agreement expired on March 31. 2014, rest assured the 
Service remains committed to negotiating in good faith and working with PSAC to reach an agreement 
that will be mutually beneficial for all parties. 

Michel Coulombe 
Director 
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Audit of Intelligence Officer Training 

Director can we expect an audit of the intelligence officer training, as was the case for 
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Director The Risk-Based Audit Plan 2014-2015 to 2016-2017 provides for, in 2015-2016, an audit of the 
"Training and Development Modernization and Standardization" initiative The scope of this audit will be 
determined at the planning stage in 2015-2016. While an audit solely of the training of intelligence 
officers is not specifically planned, this subject may be included in the context of the above-mentioned 
audit 

You are probably aware of the 	 which is currently 
being tested at HO and in the Toronto Region In general. 	objective is to test a model that will 
help to simplify and integrate the major operational functions of the Service. to focus efforts and to 
leverage technology in investigations. While it is too early to speculate on the final recommendations of 
the 	project, it is likely that 

Updates on the progress of 	continue to be posted on The Source 
r.oje,  
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Christmas Tree 

'Tr?. 	Or' -. 
Given that the holidays are fast approaching, I would like to ask you whether the Service will install the 
big Christmas tree that has dominated the Atrium each year Last year. like many employees and visitors 
(i.e the children), I was very disappointed that the Service decided not to set up the tree For many 
people, this majestic tree was. in a word, the centrepiece of the holiday party, and it illuminated the faces 
and eyes of many children who attended this party. My question is thus the following. will the Service 
install the tree? If not, why'? Is d a question of logistics. money or both? •. 

-4At 	" 	• • 

Director Traditions are an important part of the holidays. I myself always looked forward to the giant tree 
in the atrium each December. In 2012, however, it was brought to our attention that CSIS staff did not 
have the proper training or equipment to safely install. secure and dismantle the 18-foot tree. Hinng a 
private contractor to do so would cost in the realm of $4-5,000 each year. Factoring replacement items, 
we were looking at an approximate cost of $30,000 over five-years during a period of cost-savings across 
the Service. This sum prompted a review of our holiday decorations at NHQ. in addition to the cost, the 
large tree took up a great deal of space in the atrium, posing potential fire escape and safety hazards -
particularly noticeable during another great holiday tradition, the annual Children's Christmas party. As 
such, the decision was made to replace the tree with innovative and updated holiday decor By investing 
in several easily installed wreaths, smaller trees and poinsettia plants, the Service has managed to 
significantly reduce safety concerns and costs while continuing to promote the festive season. I still miss 
the big tree but I've since joined our numerous colleagues at N1-10 who have provided positive feedback 
to Corporate Services on the new and modern decor. 	• 
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Possible changes to the CSIS Act 

Given the current political environment (majority government) is there any push by the Service 
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A push for changes to laws governing our operations - which would take into4A„, 

consideration the current global aspects of the threats 	 .elbp 
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Over the last few years, the environment in which CSIS operates has experienced substantial 
change. We have faced new threats, steady advancements in technology. shifting government priorities 
arid ongoing fiscal restraints. We are also influenced by an engaged judiciary and dedicated oversight 
from SIRC. As a result of this environment and to meet our challenges, CSIS has adapted and grown in 
many positive ways 
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Such change and growth are not always easy and you are correct in pointing out that our Service 
regularly deals with a variety of disclosure. litigation and legal issues which do have 

I am pleased to acknowledge that CSIS employees have admirably risen to the task 
of meeting these demands, however I am often asked about whether the government is considering 
legislative changes. including changes to the CSIS Act, in an attempt to deal with some of these 
challenges. 
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While there are no guarantees that legislation will change, our responsibilities to protect Canada's 
national secunty interests and help ensure the safety of Canadians will continue. I am confident that the 
dedicated employees of CSIS will continue to meet the challenges which lay ahead 

Michel 
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Becoming CSIS Director 

My question may not be something exciting, but I know it's something a lot of your staff have thought 
about. I wanted to ask how you interpreted the reaction (or lack thereof?) of your appointment to the post 
of Director. I. myself, was surprised that something so precedent setting — the naming of an actual CSIS 
employee to the post of Director — was left rather unharmed by the media. I guess we are used to much 
worse. and it received a brief amount of attention. and then it was gone. A second part of my question is 
whether you foresee this being a precedent that will be followed: that is, will future Directors of the 
Service continue to be Service employees, or will we revert back to the previous model? Since you've 
served under all past Directors of the Service, do you feel one model is better than the other? Thank you 
for taking the time to do this. It's very appreciated 
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I was as surprised as anyone when I was asked to become Director, but 1 was happy to accept the 
position given that CSIS is at such a crucial point in its history. Not simply because a Service employee 
was named as CSIS Director for the first time, but also because of the significant changes taking place 
both within CSIS and within the environment in which we work. I have spoken of these changes in some 
of the other Ask the Director responses. 

• •  
• As for the announcement of 6.19 appointment as Director being "rather unharmed by the media" as you put 

it, I suspect this is because such details are too "inside baseball" — exciting and interesting to us, but not 
hugely newsworthy to others. Even in a city like Ottawa, where the federal bureaucracy is the biggest 
employer, announcements of new deputy heads are of interest to a very small audience at best, mostly 
only those people who actually work in the affected departments. It is worth noting, however, that some 
Quebec media did pay enough attention to note that the new CSIS cliTIctor is a native son of that 
province. 

It is more difficult to predict whether future Directors of CSIS could come from within the organization as 
did. There are a variety of circumstances which could influence such decisions, almost all of which are 
beyond the control of our organization. At the end of the day, there are benefits to both 
scenarios. Someone from inside the organization brings expertise and informed options to our elected 
decision-makers downtown: which a Director from outside the organization brings valuable experience 
from other Government departments to the benefit of CSIS. Past Director's from outside the Service, for 
example, have been well connected to their Deputy Minister counterparts across Government and this 
has served CSIS very well in increasing our visibility and relevance In short, I believe both scenarios 
are positive for the organization. 
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JE:61 r . 
From a strategic perspective, how does the DIRECTOR view the corning threats to our National security 
(2020 beyond) and how will our DIRECTOR position the Service to address these threats? How does the 
DIRECTOR assess that a change in the CSIS ACT to include TDA will alter the Service structure / role? 
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If there's one thing I've learned in my years of experience with CSIS, it's that you can't predict the 
future. It is not only extremely difficult to make such predictions, but there are also significant risks if you 
happen to get it wrong. This being said, there are many things we can do to position ourselves to 
address the threats we may face in the future. 
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While some threats may continue to face is in the years ahead 
I believe we are better served by evolving into an organization 

that has embracea tne 	above and is therefore well positioned to respond quickly and effectively 
to these and other emerging threats. Our 	 provides a foundation for this needed agility as 
well as for the management and delivery of our programs. 

You asked how the Service's role and structure might be altered by a change in the CS!S Act to include 
This is more difficult to answer; in part because there are no 

guarantees that tnere wul De any cnange to The CS!S Act and in part because it would be difficult at this 
stage to speculate what impact such changes could potentially have on our structure. While I can 
acknowledge that the Service has 

. '6):ii. .: -?-1 ,- What I can say is that the Liovemment is very concerned several issues of relevance to 
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'Irk( 	.(-.7*Th l'NS P 	%"14fil '14,0 
I-1  E.t/ '4.' 0 z̀Al  IF 	C  

4 	rit ' el 5'1? 117(i I,6 	..... , 	0, 	, change, 	- 	, 	 ..4 , •vi.5%r7-, 
Should a' clearer picture of these potential changes become available in the months 

ahead, I will communicate this to our employees as soon as I am able to do so. 

• 
. 	 Our goal was to take 

stock of what our organization has achieved thLi§ far, to review the challenges and risks that could face us 
in the future, and to determine what we need to try and do differently in order to meet these 
challenges. 

As with any potential legislative 



Lastly, 

Michel Coulombe
Director 
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CSIS Governance System 

The 	 is not at all user friendly. It is actually worse than its predecessor, 
Why was this new application installed when 	worked just fine? 
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I can say that after reading your comments, I went to my computer and visited the 	CO.', Without 
being overly critical, my initial impressions were admittedly lukewarm as well I took the opportunity to 
follow up and ask a few questions about the transition from 	 and I can share the 
following with you and why I now believe that 	is on track. 

First and foremost, despite our familiarity and comfort with 	there was a need to change. Over 
the years, the Service had developed a significant number 

It was appropriate to update this model and 	was 
introduced 	 in an effort to provide a smaller and smarter 	 which more 
effectively helps employees carry out their duties. The primary goals of 	are to provide a clear 
distinction between what belongs in policy in what does not; to provide clear and simple direction to 
employees no matter what situation th% face; to have the ability to immediately incorporate temporary Fj.17,.: I  t 	 to have simpler, more streamlined policies and 
procedures written in plain langt.4age:. and to consolidate similar policies and eliminate redundant 
policies.  

An important aspect to remember is that the transition from 	 is ongoing, as is the work 
to transition all 	 t acknowledge that in some instances. the transition process 
has resulted in some extra searching by employees. however this is a temporary situation which will 
resolve once the transition 	 Until that time, 	 has considered a number 
of employee suggestions to make 	more user-friendly. For example, a Frequently Asked Questions 
section has been added on the 	and it is updated often. In addition, a 

is monitored daily, ready to accept any user feedback 
is also available to provide presentations to branches on how to use 	if needed There is 

also discussion about developing a "how-to" video and an employee survey to solicit additional 
feedback. As with any new program or initiative users must become familiar with the new site in order to 
maximize its utility and benefits 	I/ • 	will continue to support both users and policy centres with f  
the transition to the new model, 	

4 

"C. 	• 

1 am confident that /..-;  is moving in the right direction and I believe that employees will come to 
understand the benefits 6i '174 .  Your patience during this transition is appreciated. 

• • 
Michel Coulombe 	 s  ‘.s.°  
Director 
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There are a several advantages 	itvx.. 	iitiv T 06., a tool already in use for 
The Source; this eliminates the need for a fulltime administrator and allows for the direct uploading of 

This also allows users to search policies and procedures for relevant 
information within 	 Links can also be created to ensure complete and accurate 
information not only from policy documents, but also to the 



Foreign Operations and Foreign Intelligence Understanding the Differences 

"IY0 , ;-,111n, 
A broad question that comes to mind for me is the formalization of our foreign intelligence activities 
Section 16 of the CSIS Act states: 16. (1) Subject to this section, the Service may, in relation to the 
defence of Canada or the conduct of the international affairs of Canada, assist the Minister of National 
Defence or the Minister of Foreign Affairs, within Canada. in the collection of information or intelligence 
relating to the capabilities, intentions or activities of ... 
Section 12 mentions collection in situations where there are "threats to the security of Canada" but 

Forgive the question it this has already been addressed somewhere else .  

This is an important question and I'm glad you've raised it There are clear and fundamental differences 
between foreign operations and foreign intelligence and it is critical that employees understand the 
differences op  

CS4s,  fr, viSlp , 	7.0 , 	Por - A 

Section 12 of the CSIS Act. These activities relate to the threats to the security of 
Canada defined in Section 2 of the CSIS Act and a recent decision by the Federal Court of Appeal 
affirmed that there are no geographic limits on the sphere of the Services ,operations with respect to 
Section 12 	
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Employees who work on Sections 12 or 16 must be clear on their roles and the appropriate processes to 
be followed so that there is no grey area when it comes to the differences between foreign operations and 
foreign intelligence. 
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How do you see the Service in 2024? 

How do you see the Service in 2024? °k 
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Your question is a good one and I have included below some of the comments I have made in reply to 
similar Ask the Director questions, so I hope you will find the below useful 

If there's one thing I've learned in my years of experience with CSIS, it's that you can't predict the 
future_ It is not only extremely difficult to make such predictions, but there are also significant risks if you 
happen to get it wrong. This being said. there are many things we can do to position ourselves to 
address the threats we may face in the future. 

Last October, the Executive met to discuss this issue from a strategic perspective. Our goal was to take 
stock of what our organization has achieved thus far, to review the challenges and risks that could face us 
in the future, and to determine what we need to try and do differently in order to meet these 
challenges. The end result of our discussions was the formation of our Strategic Objective. A Service 
that is nimble, flexible, and innovative and takes responsible risks in the delivery of our mandate and in 
the pursuit of our strategic outcome: as well as the five pillars: Leadership at all levels, Engagement of 
Public, Government and Partners: Responsible Risk Taking; Modern Technology and Engaged and 
Motived People. If you haven't had a chance to read the plan, you can find it here. 

Over the last few years. the environment in which CSIS operates has experienced substantial change 
We have faced new threats, steady advancements in technology, shifting government priorities and 
ongoing fiscal restraints. We are also influenced by an engaged judiciary and dedicated oversight from 
SIRC As a result of this environment and to meet our challenges, CSIS has adapted and grown in many 
positive ways. I believe that it is critical to our success that we focus on creating and shaping a Service 
that is able to rapidly respond to shifting priorities rather than trying to predict what specific threats we 
may face and try to build ourselves accordingly. While some threats may continue to face us in the years 
ahead (foreign fighters and cyber activity come to mind). I believe we are better served by evolving into 
an organization that has embraced the five pillars above and is therefore well positioned to respond 
quickly and effectively to these and other emerging threats Our Strategic Plan provides a foundation for 
this needel,agility as well as for the management and delivery of our programs. vi,s7  - 
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What area of the Service are you particularly thankful to have worked in? 

•Fenr..- - 
Now that you see all aspects of the Services activities and operationi, is there an area of the Service you 
wish you had been able to work in and learn about - particularly with respect to areas which are/were not 
traditionally staffed with lOs? Or, which area of the Service are you particularly thankful to have 
experienced, in terms of understanding how the Senriceyyorkstrom a strategic perspective? 
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Looking back over my career. I am fortunate to have worked in a variety of interesting and challenging 
areas, both in the Region and at HQ. In every position I've held, I have learned a lot about our 
organization and I have had the pleasure to work with a number of talented colleagues.  

If I were to choose one job that I am particularly thankful for having worked in, it would be my time as the 
Executive Assistant (EA) to the Director from 1999-2000, under former Director Ward Elcock. During this 
assignment, I learned to look at the organization as a whole and I gained insight into the roles of the 
various directorates and how they all work together from a more strategic perspective. My work as an EA 
was demanding but it enabled me to understand a complex array of corporate, administrative, financial 
and human resource issues, in addition to our intelligence Operations. 

My exposure to these issues allowed me to learn some key lessons which have served me well 
throughout my career. For example. I learned about adding value. As an EA, it was my job to enhance 
the Director's situational awareness by offering a coherent picture of complex issues, usually drawing on 
input from multiple individuals or stakeholders. i did this by engaging people throughout the organization 
and by learning to ask 'why things were being done a certain way. To this day. I encourage our 
employees to consistently ask the question "Why are we doing things this way?" I believe that all 
employees at every level in CSIS should ask this question as often as possible. By doing so, we can 
collectively challenge the status quo and look for smarter ways of doing business. At the very least, this 
allows us to validate that our current practices are the most effective. I believe that "asking why' adds 
value and demonstrates leadership at all levels, which is one of the pillars of our Strategic Plan. 

I also learned about the importance of engaging and mobilizing people. As EA, l acted as an 
ambassador of the Director by communicating the Director's requirements for information or action across 
the organization. I found this task easiest when I took the time to listen to people , to be open to different 
perspectives and new ideas. I believe that supervisors and managers must make the time to listen to our 
employees and giv.e thernime and space to be creative. 

leri2'rkS' 
Lastly, I learned the irriportance of balancing our work and personal lives. I am the first to acknowledge 
that is not always easy. I am aware that many of us have demanding jobs and work long hours, but we 
must all strive to achieve balance between our work and personal lives. .. 	• c_ 
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A Typical Day or Week for the Director 

Please describe a typical day or week as Director 
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I am pleased to share with you what a typical week looks like for me as the Director of CS1S. I recognize 
that CS1S employees are busy and hardworking. so  its only fair to expect that your Director is working 
hard along with youl I hope you will find the following information to be a useful snapshot of my weekly 
routine. While my schedule does vary from week to week depending on the number of meetings I must 
attend or whether I am travelling to represent our Service elsewhere in Canada or abroad, I have 
provided below a copy of my 	schedule for a recent week to give you a general idea of how and 
where I spend my time. 

I typically begin my day by arriving at CSIS HQ at about 	I tend to be an early riser and I find it 
useful to arrive early and review my daily briefing material before the day's meetings begin. My reading 
usually consists of "briefing binders" prepared for me in advance of the meetings I attend downtown, as 
well as a variety of internal briefing notes, situation reports, intelligence products prepared by IA13, ITAC 
or allies, SIG1NT material, and correspondence. This usually brings me to 	at which time my one- 
on-one bilateral meetings (bilats) with our Executive members typically begin. This is where the Executive 
keeps me informed of ongoing issues within their directorates and I have the opportunity to provide 
direction at a strategic level. I usually have bilats spread across the week for the Exec members who 
report directly to me, although we've all learned to be flexible as the schedule has a tendency to change 
suddenly if I am called away for an urgent phone call or unforeseen meeting downtown. 

In addition to the one-on-one bilats with Exec members, we have a few internal committees where the 
entire Executive gathers to address issues collectively. Monday mornings usually feature our weekly 
Executive Committee meeting (known as EXCOM). At this meeting, I receive briefings and presentations 
from the directorates and hold a roundtable discussion on ongoing issues. EXCOM allows me to 
participate in the discussion. make decisions and provide direction to the Executive. This is done in line 
with the Service's strategic objective and priorities. Generally speaking, discussion is always lively. 
positive, frank and decisive. In the schedule example below, we held EXCOM on Tuesday afternoon. 
given I was travelling on the Monday. Apart from EXCOM, there are a few other Executive committees 
attend The Operational Committee (OPSCOM) is chaired by the DDO and held twice each month. This 
features presentations from operations and support units in HQ and the Regions. The CSIS Management 
Committee (CMG), chaired by the DDA, is held once per month and deals with a wide variety of 
administrative, financial, corporate and human resource management issues Yes, we sometimes discuss 
parking. The Legal Affairs Committee, chaired by the AOL. is also held monthly to update the Executive 
on the legal issues facing the Service, 	• . 

In addition to these regular meetings, there are issue-specific meetings held on an hoc basis, which can 
be operational or corporate in nature but require my input as Director. Examples would be internal 
security issues, staffing / redeployments. courtesy meetings with visitors. Warrant Review Committee, 
Audit meetings and phone calls with other Deputy Ministers (DMs) or the National Security Advisor (NSA). 

- 	-  
'`"q rtre 	 r). 

Externally, I attend a variety of DeputY'Miniiter- level meetings representing the Service Some of the 
more frequent meetings would include the DM Committees on Intelligence Assessments (DMIA). National 
Security (DMNS). Mission Security. Cyber Security, National Security Legal Issues, Terrorist Listings, 



among others. These meetings let me engage my counterparts in the PCO, RCMP, CSE. CBSA, CIC, 
DFATD, DoJ, TBS and others On Wednesdays. I attend the DM Committee on Operational Coordination 
(DMOC), which is chaired by the NSA. The NSA subsequently briefs the Prime Minister on Fridays. In 
addition, I regularly brief our Minster on ongoing issues and accompany the Minister to Cabinet meetings, 
such as Foreign Affairs and Security (FAS) or Priorities and Planning (P&P). chaired by the PM. when the 
issues relate to the Service. On occasion, I am also called to appear before the House of Commons 
Standing Committee on Public Safety and National Security (SECU) or the Senafe,,panding Committee 

- • on National Security and Defence (SCONSAD). 
. 	. 	 I 	 • _ , 	• 

While there are many meetings, both internal and external, I enjoy the diversity of issues and I am 
supported by the hardworking employees of CSIS, who do a great job of always keeping me informed 
and prepared to represent our Service. Whether I am meeting downtown or travelling abroad, our Service 
is well respected within the Government of Canada and among our partners and.allies..Thjs is truly a 
reflection of the high quality of our employees and our work. 	 Lice 

I would like to add that despite how busy my schedule is, I believe it is very important that all employees 
strive to achieve balance between their work and their personal lives. I understand that many of you face 
the demands of a high workload, tight deadlines and extremely busy schedules. 1 know that you are, on 
many occasions, working long hours and making personal sacrifices. While there may be times when this 
is unavoidable, 1 truly believe we must all do our best to find balance and enjoy life outside of work. i 
recognize that it is not always easy, but it is important and I encourage all of us to continually strive for 
this balance. In my case, I come into the office at 
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Mobility 

Px;In 
I currently work in a regional office and love the job. I will be undertaking a Service directed transfer this 
year and am looking ahead to plan my career and wonder about the possibility of coming back. Of late, I 
have heard that the current Director favours a much more measured approach to mobility and that the 
current system will be reviewed. Where is the Service in this process? What direction are we heading in? 
And in my case. how will this new direction affect my ability to return to the Region? Thank you. 
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Mobility is a key concern for many employees in the Service. Whether it is a required aspect of your 
chosen career path. the result of an organizational requirement. or to pursue promotional opportunities. 
mobility can have a significant impact on an employee's personal life. Equally, the transfer and relocation 
of employees is directly linked to the Service's effectiveness in meeting our mandate and responsibilities 
Over the course of my own career. I have been transferred between the Regions and our National 
Headquarters (HQ) in Ottawa In each of the positions I've held. I gained perspective and experience. In 
addition. I have been geographically relocated several times, so I personally understand the challenges of 
moving and reconciling the requirements of our intelligence work with our personal lives and individual 
circumstances. I also understand that mobility impacts employees differently as they move through their 
careers and at different phases of their lives. Whether an employee is faced with the decision to rent or 
buy a house, find employment for their spouse or schools for their children, move long distances from 
family or help care for aging parents, every employee ,has important personal circumstances 

...e 
A few months ago at one of our Executive CominItteeirteetings, 1 asked some questions about our 
current approach to mobility. Specifically, I asked whether the Service - in 2014 - has the same mobility 
requirements as it did when our mobility policies were established many years ago? Traditionally, our 
policies rely on the concept of organizational requirements as the basis of our need for mobility We have 
defined organizational requirements to mean "having the resources in place to ensure that the Service 
can meet its responsibilities. obligations and objectives." My question to the Executive was essentially, is 
this underlying concept of organizational requirements still true? I suggested that we should not be afraid 
to question this and, if needed, to have a fresh look at mobility from a 2014 perspective. Recognizing that 
my questions alone could generate a lively reaction among our employees affected by mobility, I also 
staled that if after taking a fresh look at mobility we decide that it is indeed an important part of our ability 
to meet our core mandate, then so be it. But at least then, we will have validated mobility's value to Our 
organization in 2014 and beyond. 

Recently, I have been speaking a lot about the strategic objective of the Service: A Service that is nimble. 
flexible, and innovative and takes responsible risks in the delivery of our mandate and in the pursuit of our 
strategic outcome. One of the priorities of the objective is for the Service to have engaged and motivated 
people-  employees with clear career opportunities and challenging and interesting work I believe that to 
achieve our overall strategic objective, we must allow employees more input into their own development 
and careers as well as provide more transparency and dialogue on career decisions. At first. I had 
envisioned embarking on this "fresh look" immediately. but after reflecting on the significance of this 
issue, I decided that we would take our "fresh look" after the completion of another important project — 

As you may be aware, 	pilot 
project is underway in HQ and TR and the overall objectives of the pilot are to test a model that 
streamlines and better integrates 	 and 

when 



considered along with the new 
Although it is too premature to speculate on the impact the 

final conclusions of this project will have on the roles, responsibilities and mobility of certain employees, I 
look forward to seeing the results and recommendations. After the results 	are considered, it will 
make better sense to look at mobility with those results in mind, For now, please stay tuned. 

Organizational requirements may always exist in one form or another and require flexibility on the part of 
employees and management alike. At the end of the day, I believe that, as an organization, we should 
strive for excellence in how we manage mobility and should aim to provide employees more input and 
transparency on career decisions 

:J.,. 
Your experience, dedication and professionalism are truly valued. 'VP0 	
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NHQ Fitness Facility 

The original fitness facility at NHQ was so popular it was bursting at the seams and simply too small for 
the demand. The onginat fitness facility consisted of some former storage rooms that the Executive 
mandated be converted in recognition of the benefits that such a facility would provide to the personnel of 
CSIS When the new building was in the development stages, plans included not only a new fitness / 
weight room but also a gymnasium. Senior Management at the time recognized the need for such a 
facility. And it's there — I've seen it Its full of junk but it's there. The gymnasium, a major addition to the 
original fitness facility was to serve Service requirements 

It was also going to be a tremendous addition to the fitness facility to respond to the 
inarguable benefits of a healthy, motivated work force. The team building and Service cultural benefits 
from the team sports and other activities that would be possible are also what the new gymnasium was 
going to be about. What I've heard through the grapevine is that Senior Management had concerns about 
the "optics" of the Service having a gymnasium. However, since other Federal agencies within our sphere 
such as the RCMP, CBSA and DND have no difficulty with the optics of providing full spectrum fitness 
facilities for their personnel I find it hard to believe that our Senior Managers couldn't sustain the same 
arguments as those other agencies So. I'd really like to know. Why don't we have use of the gymnasium 
that was specially built for us? 
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Thank you for the question. I agree that a healthy and motivated workforce is important in any workplace. 
Despite the pressures we face here at NHQ for physical space and the availability of other fitness 
facilities in the general area of NHQ, I am pleased to continue to support the gym facilities made available 
at HQ and equally pleased that the facilities are popular with employees 

The planning and development of the East Tower started in the early 2000s but did not become a reality 
until funding was secured in 2007. Over time, the vision for the East Tower progressed to mirror the 
evolution and growth of the Service. In its earliest design concepts. a number of ideas were considered, 
including space for a "gym" in what is now 	The idea was to replace the existing (former) fitness 
centre located in the basement of the south tower. Subsequent to a detailed analysis of the entire NHO 
footprint during the design phase and the actual construction, plans evolved to take into account a 
number of factors including. the best fit for Phase Ill occupants, function, security and overall space 
requirements. As well, the plans included a recommendation to move the fitness centre to 	(from 
the previously identified 	) to better accommodate the needs of the fitness centre, which included 
some of the necessary plumbing and shower infrastructure. Additionally, as part of the Phase III 
construction and design, a decision was made to extend the footpnnt of Phase ill to lay the foundation of 
a potential additional tower in the future. During the fit-up of Phase Ill, a decision was made to only fit-up 
space that was to be occupied by Service employees due to competing funding pressures (in addition to 
the Strategic Review and DRAP exercises which occurred at that time) . This was to allow the Service 
"programmable" space within which to grow and meet emerging needs as funding was available In the 
end, the idea for an expanded-use gymnasium was not realized, despite construction of the East Tower. 

I do not disagree witftyou on the potential merits of such a facility nor the benefits of the fitness centre to 
employees. As noted above. I am certainlysepportive of a healthy and motivated work force It should be 
clearly understood, however, that the East teower was built to meet the needs of the Service. While the 
gymnasium was an idea on how to use thiS'space, it was neither a commitment nor guarantee from the 
Executive. You asked "Why don't we have use of the gymnasium that was specially built for us?" The 



answer is that the Service didn't build you a gymnasium: it built additional space for the Service to use as 
needed. While the idea of a gym was fully considered. wer 	appropriately weigh 	needs 
and in the end, we had to make a different decision While this.ilec4./Alooillied,  me 
employees, I can assure you that the overall objective in designing and managing space includes the 
responsible management of public funds, responding to core CSIS operational needs. managing flexibility 
for the future, and taking into consideration the impact of our decisions on NI-10 occupants. We have one 
of the most beautiful government facilities in the National Capital Region and, for those of us working 

1.,z.  1:10/v ct.lite 

here, we should be proud of that 	 " 	01.0, 	 itytg:/, 

Michel Coutombe 
Director 
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Operational Training 

Wouldn't the adoption of pass / fail in training lead to lessri%:in1111:lel? if we increase 	commitmentol  
to higher standards of secure intelligence by not deploying officers who do not demonstrate the ability to 

the ability to retrain and retest which is similar to both driver's licenses being granted as well as firearms 

perform their iobs in a training environment, are we not improving the quality of our collection and taking 
steps to ensuring officer safety? Job security remains for officers who do not meet the standard as does 

permits. , - jusv.0.6  

41 	'it?: tk:"44 4.0is  0/k/Ai7./04, Leii, :ictzssi  

As you may be aware. the Service presently has a pass / fail standard for employees attending a number 
of core operational training courses 

The purpose of establishing a pass I 
fail standard for these courses is to ensure that those employees who are asked to carry out these 
functions are deemed to have the necessary skiffs and knowledge to do so in accordance with Service 
expectations and requirements, including mitigating possible risk to officer safety 

:444 	 ir 	• p6;16 GA, 
• • --_ - 	At, .44 	0,s2 
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4 	. As suck, I can certainly confirm to you that the 

course training standards for all operational training courses are regularly reviewed by T&D 
rhe goal of the reviews is to ensure that the course content enhances the skills, 

knowledge and abilities needed by our employees when carrying out their core functions. The issue of 
officer safety is factored into the training standards and subsequently incorporated into the course 
offerings It is my belief that the current training regime properly prepares our officers to safety undertake 
their duties and mitigate issues pertaining to officer safety. This approach, combined with the proper risk 
assessment and mitigation efforts undertaken by the operational sectors, are effective measures to 
ensure employees' safety and well-being as well as to ensure the integrity and security of the operations. 
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NHO Parking Gates 
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&From a security perspective, vehicles around 

a building act as a buffer in the event of an attack. If such is true, I fail to understand the installation of the 
parking gates as it seems not only counterproductive security-wise but also fiscally irresponsible, 
especially considering the gates have been broken and inoperable since installation, a daily reminder of a 
project half-finished and/or poor decision-making. 

,_ 
The security of Service employee§ and its•facilities is taken very seriously. In 2010, under the direction of 
my predecessor, a vulnerability study of the NHQ facility was undertaken. A number of recommendations 
were made to improve the physical security of the NHO campus. As it relates to your specific question, 
the practice of granting free access to vehicles onto the NHQ site 

However, studies at the time indicated that access control barriers available 
on the market were unable to process vehicles at a sufficient pace to prevent traffic issues in peak entry 
times. 	

, 

CX),T.,, It was decided, therefore, that this recommendation 
was not to be implemented.  

In 2011, a business case was presented to the Executive Committee to install parking gates, within the 
secure perimeter, at the access point to the parking lots. This was a Corporate Services initiated project 
to control access to parking lots by the rightful parking clients and as part of their effort to maximise 
parking availability in an effective and fair manner. With the increase in employee population at NHQ over 
the last decade and the commensurate demand for parking on site, it has become a challenge to monitor 
and enforce parking policy. Added value to the proposal would be to control access of visitors into 
designated areas and ensure access for paid/permit holder employees to their approved lots. In 
considering the business case, the Executive Committee raised two concerns: 1) that controlling access 
to the parking lots would create congestion and vehicle backups onto the roadways within the core 
perimeter as well as around the Guard Post (GP) access and egress routes, and 2) that the installation of 
parking control arms would give employees a false sense of security regarding the parking areas. With 
regards to the former, and to your point, it was determined that with the proper configuration of the barrier 
operation, there would be no substa,Olat delays to employees accessing the lots. The protect was 
approved in February/March 2011. %iv ( AlAi 

The project itself involved a number of stakeholders — from 	 and 	- and was dependent 
on the availability orriarts,:peapie fa0d money. The easiest aspect, the physical part, was the installation 
of the gate equipment, which was done by March 2012 The more complex aspect 

Over the summergall of 2012, 

• 



to ensure that there would be no potential issues from a security 
perspective. In early 2013, with the studies complete. 

So although the infrastructure was in place in 2012. 
Testing/commissioning could only start once tnis 

phase was compete and. as is par tor tne course, 	 bugs were found and needed to 
be resolved As this installation impacts our employees, we felt it important to have a strong and tested 
infrastructure in place prior to putting it into service. 'Y 	4- P4 f 	 IAA' "691; CjAir) r 

As part of the renewal of parking passes in early winter, employees were provided with their new parking 
passes 	 testing continued over the winter to ensure 
that 	 We anticipate activation of the parking arms by June 
There is a communication strategy in place to ensure that employees are familiar with the protocols and 
procedures of activation 	

'UN 
I want to thank you for asking this question and for providing me with the opportunity to clarify any 
misperceptions. I hope you can appreciate that what appeared to be a simple project (i e physical 
installation of gates) actually had a number of complex layers. each of which had to be carefully 
calibrated and tested before it was rolled out to Service employees I want to assure you as well that the 
project was well within the original budget estimates as approved by the Executive Committee 

Michel Coulombe 
Director 
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Employee use of Social Media 

>13`r) .Q1Yr"3,-,  
Social media, in its many forms, is essentially the new email, e g. the CIA even has its own Twitter 
account Is the Service facing policy and operational risks and Challenges by maintaining such an 
aggressive stand against its use in the workplace (and even in our private lives. e g Internal Security 
cautioning against its use)? Can we really be an innovative and in-touch work force in contemporary (and 
in the future) society if the organization's employees are not as in tune with the modern communications 
revolution? Are we risking being left behind in some respects?•... 	. 

/ON 'WV 	.,(1024  kruxe... 

7:10 OE 411.0 

Cil) 	  O/iv Coi 
414 LAS IR 7./ 	 6.41 C)/ EN Aler,„7:St 

I believe the way in which we access information and connect with people has fundamentally changed in 
recent years and I fully recognize the importance and power of social media Many people now inhabit a 
virtual world with multiple accounts for email, Facebook. Twitter. Instagram, and countless others ways to 
connect and share information such as smart phones and tablets. Every day new gear, apps and updates 
are released. The modern communications revolution, as you put it, has truly had a significant impact on 
the Intelligence community as new technologies and connectivity are embraced 

This amazing evolution of technolpgy has indeed transformed our lives and 
work. 	 ( 

These advancements have also brought challenges and in our line of work, we must make responsible 
decisions. There are several issues we must consider. such as the protection of our employees, the 
protection of our systems and infrastructure and of course, the protection of our classified information. To 
be sure, these issues are at the forefront of our deasion-making when it comes to determining our 
policies concerning what technology employees can use in the workplace. We are an organization of 
people and as such, we are particularly reliant on the good judgement and discretion of our employees 
when it comes to technology and online activity. 

and it's clear that we now live in a time when news will break on Twitter long 
before more traditional media. such as print or television. 

"StliAk, 
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I understand the frustration that our policy constraints can sometimes impose. But that said, no, I don't 
believe we're being left behind. Our employees are among the most tech-savvy individuals in history and I 
am routinely amazed at the incredible work being done, whether you 

I am pleased to advise that we are innovating in countless 
ways and tackling challenges unheard of one a few short years ago. Adding to this, the significant 
upgrading of our technical infrastructure with the rollout of 



is paving the way for even greater innovation in years ahead.  

Leaving our tablets and smart phones at the door is not ideal, but it is part of the way we manage our 
responsibilities and help protect Canada's national security. 	 ,.....-i0A;',1)•68.0 

tAt. $fs, 

Af/vtiCti0C6'S 	
/04, 

/A/P0,y 4 
sRE 
'1 1119WAi°4 tri 0/ Q foN 	t/iy 4 

11 	
csr°716 '

1: i:"):16 14";,4;:5 4 17 -/C4 :44 ir7:r.4 CA 1°611DiY 
4

f

S 

%%IV 4-7.°6/ 

;1.9 Plibt 
- v,9 $At 

s 	

EC7.104/ (4 
	

' 

	

) 	
0/ • 	

4/4.1 

	

4 41/A-0,54 	

;cIC4s, 
,17,4 %iv 

/3/p0e&-,sse, 

°A:s) /7.toP/4/1 7•434 c litf4c) (3141 

	

P.90,stiv 	

7-0* 

~

dE 

 iccess io.)31:1:0
114•••oxiii 	

061s 	

4./. LAI 0/ 

sti/ 
6:1 /2-, 	

se's's* 
kitP

etio AlAi% 
Tip& 

tlii)4t
/7"/Qv 

	

4 c ?Ai 	

44 / s4/6' 
4 ;1`eC,S' 

Michel Coulombe 
Director 



Data retention 

The Service has made some remarkable strides in ensuring that information of limited to no corporate 
value (Transitory) is disposed of in a timely manner, such as the 90 day retention period for individual 

accounts and the DDO Directive in regards to section 12, 15 and 16 information. Would you be 
able to shed some light as to if and when the Service will look at applying similar types of life-cycle 
processes to shared drives / collaboration workspaces and 	shared mailboxes As the Service 
moves towards a more agile practice and I believe for that to occur, the old statement of junk in junk out 
needs to be applied more today than ever. The Service needs to apply its limited financial and FTE 
resources to retaining and maintaining information of value as opposed to retaining and maintaining 
information of (limited to no corporate use) of transitory value 	

L4Y47 -.--1 	
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t  

The question question of data retention is a complicated one whereby the Service needs to establish practices that 
ensure that we are compliant with legislation and government policy while allowing us to be as productive 
as possible as an organization. This is a complicated balancing act in this new world of data exploitation. 
social media and collaboratiqp. 	. . . 

• 

There is an effort underway to addresS the broader question of an information strategy that will allow the 
Service to design solutions going forward. This information strategy needs to be closely aligned with the 
new technologies being deployed rp. L,  • Ou 	rrr. C . 	0 	r  

441 0/  _sua?  

With specific regard to shared mailboxes, when the 90 day retention regime was implemented for 
classified and unclassified email systems, shared mailboxes were initially exempted. However. in order to 
ensure that information residing within these mailboxes is effectively managed in a manner that reflects 
requirements for handling corporate records, and ensures that transitory information is not retained longer 
than necessary. Information Management (IM) initiated a process. IM worked with clients to perform an 
information verification check (for corporate vs. transitory information) and implement a retention regime 
(preferably 90 days) for these mailboxes Phase I of this initiative included 80 mailboxes (with no user 
activity for minimum 6 months): Phase 2, which started in January 2014, and is still underway and 
included all the.remairmg.shared mailboxes. 

mac;;,   

1 agree that the 	must be responsible and prudent with our resources and I believe we're headed 
in the right direction on this issue. 	- 
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