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ALTERNATION APPROACH WITHIN HRSDC
OBJECTIVE

The alternation program facilitates the retention of opting employees affected by workforce adjustment (WFA) and executives in career transition as it provides a mechanism for them to find alternative employment opportunities within the public service. At the same time, alternation also faciliates the departure from the core public administration of those employees who wish to leave.

WHAT IS ALTERNATION?

Alternation occurs when an employee who has not been given a GRJO who wishes to continue employment in the core public service exchanges positions with an alternate (non-affected employee) willing to leave the Core Public Administration with a Transition Support Measure (TSM - cash payment based on the employee's years of service) or with an Education Allowance. Alternation can also occur when an executive who has been notified that his/her position will become surplus and who wishes to remain in the public service exchanges positions with an alternate (non-affected executive) willing to leave the Core Public Administration under the option provided for under the Directive on Career Transition for Executives.  
DEFINITIONS

Alternate: is an indeterminate non-affected employee willing to leave the Public Service with a TSM or an Educational Allowance or an indeterminate non-affected executive willing to leave the Public Service under the Directive on Career Transition for Executives.

Opting employee: is an indeterminate employee whose services are no longer be required because of a WFA situation and who has not received a guarantee of a reasonable job offer from the deputy head and who has 120 days to consider the options outlined in section 6.3 of the applicable WFA agreement.
Opting period: 120-day period during which an opting employee must consider and choose amongst the three options provided for in section 6.3 of the applicable WFA agreement.
Notified executive: is an indeterminate executive whose services will no longer be required because of a WFA situation and who has been advised that his/her position will become surplus.
Decision period: the date during which an executive has been notified that his/her position will be declared surplus and the date on which the executive must respond back to the Department on their choice of option under the Directive on Career Transition for Executives. 
OPERATING PRINCIPLES
· The opting employee/notified executive must meet the requirements for appointment or deployment to the unaffected position, including official language requirements (temporary measure to address the validity period of Second Language Evaluation (SLE) test results for employees affected by WFA may apply).
· Management will decide whether a proposed alternation will take place and will result in retaining the skills required to meet the ongoing needs of the position in the core public administration. There is no guarantee that an alternation request will be accommodated.
· An alternation should normally occur between employees/executives at the same group and level. For non-executives, alternation may still occur between occupational groups with a salary difference of no more than 6 percent.
· The placement of alternates must occur during the opting/decision period. 

· The placement must occur on a given date where the two employees/executives directly exchange positions on the same day.
· The alternate moving into the affected position is excluded from all provisions of the PSEA (in accordance with the Appointment or Deployment of Alternates Exclusion Approval Order and the Appointment or Deployment of Alternates Regulations 
· The placement of the alternate must permanently eliminate a function or a position.

DEPARTMENTAL APPROACH

· HRSDC will encourage opting employees who wish to remain in the public service to use the GC Alternation Forum site that is managed by the Office of the Chief Human Resources Officer (OCHRO).
· Preference will be given to alternation placements within HRSDC. Potential alternations should be discussed at Vacancy Management Committees.
· In order to support the employment continuity of HRSDC employees affected by workforce adjustment, a listing of employees who have not received a GRJO and wishing to remain in the public service will be maintained by HRSB and provided to branches/regions on a regular basis for discussion at Vacancy Management Committees.  
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