
3 Canadian Division (3 Cdn Div) LMCC
3rd Canadian Division Support Group (3 CDSG)
(Land Forces Western Area)
Report for the National Executive Meeting December 2025
LMCC meetings have taken place on 14 May and 15 Oct. Meeting minutes are in the reference material folder.
BGen Rutland is the Commander of 3 Cdn Div.

Col Rob Tesselaar is the new Commander of 3 CDSG.

3 CDSG formation has approximately 80%-90% of 3 Cdn Div public service staff.

The G1 and G8 from both commands (3 Cdn Div and 3CDSG) are in attendance to give reports.

Agenda Items included- 
Salary Wage Envelope (SWE) Budget-

The fiscal year 2025–2026 budget increased to $55.6 million from the previous year’s $50.3 million. The Army authorized an additional $3 million in overplanning authority to address increased demands in IT services, base support, and kitchen operations. Management stressed the need to maintain hiring momentum and to fully utilize the allocated budget. UNDE raised concerns regarding contracted services, specifically cleaning contracts, and advocated for exploring the feasibility of converting these services to internal public service positions to be cost-effective.

Challenges remain in terms of hiring capacity and the ability to process staffing actions efficiently.
Col Tesselaar emphasized that although the command is doing its best to advance improvements to the
civilian staffing system, persistent delays and process inefficiencies remain a major concern. These issues continue to impact the Division’s ability to fill essential positions in a timely manner.

Since the beginning of the fiscal year, approximately $1 million has been returned due to under
execution, with an additional $2 million currently sitting unused. The primary reason for the shortfall is
the organization’s ongoing inability to hire at a pace that aligns with the approved funding. It was noted
that this challenge is persistent and may repeat itself in the next fiscal cycle unless systemic issues are

addressed.

We discussed the underlying causes of these delays, which include long classification processing times, recurring errors in hiring documentation, and bottlenecks in obtaining security clearances. It was acknowledged by all parties that the staffing process remains overly complex and places an undue burden on managers. DComd LCol Cooper clarified that even when classification packages are complete and approvals are in place; position numbers are still taking between four to eight months to be generated highlighting the structural inefficiencies involved.

UNDE emphasized that prolonged staffing delays are causing promising candidates to withdraw from consideration, as many accept alternate positions during the waiting period. There was consensus across the table that more robust support for hiring managers is required, and that decentralization of hiring authority could improve responsiveness. It was confirmed that ADM(HR-Civ) will be visiting Edmonton in November, which was seen as a critical opportunity to raise these concerns directly with senior officials.  This has now been delayed till 2026.
Staffing/Vacancies-

Efforts to increase staffing efficiency included collaborative meetings between HR and management to
set clear staffing priorities and ensure transparency. A directive was published to assist hiring managers
with a simplified guide on completing staffing actions. There was agreement that further improvement is needed in identifying internal promotion opportunities and enhancing succession planning. Some participants raised concerns about balancing equity and priority hires with internal development.
Managers were reminded to use performance reviews to discuss career progression and training needs
with employees.

There is an upward trend as the Division prepares for additional growth requirements tied to Army modernization. 581 full-time equivalents (FTE’s) in 2022 to around 640 today. Forecasts suggest 650-675 FTEs to meet evolving operational needs in 2026.

Specific occupational groups remain under pressure. IT roles and food services positions continue to require focused hiring efforts. Encouragingly in food services 67 personnel are now employed compared to 63 in 2019. The overall trend suggests slow but steady recovery, and further growth is anticipated to support the transition to a maneuver division.

Bargaining- UNDE reminded management that critical factors such as wages, classifications, and pay scales fall under the purview of Treasury Board. UNDE encouraged local managers to bring forth specific examples of hiring difficulties and wage-related issues through appropriate channels, noting that such real-world cases are important inputs to national-level discussions and the only reliable means of initiating structural change.
Employee Assistance Program (EAP)- Dana Deroode, the regional EAP Coordinator for the Prairies, delivered a comprehensive presentation on the full scope of services available.
Dana noted that peer support awareness remains low and is working to improve visibility through promotional materials, such as posters with peer advisor photos and contact information. Distribution delays from the national EAP communications team have slowed this process.

LMCC SharePoint Page- Maj Vienneau demonstrated the new Teams-based LMCC document repository.
Army Modernization and Structural Transformation-
Col Tesselaar delivered a formal briefing on the Army’s structural transformation plan, which will see the establishment of function-based divisions to replace the current geographic structure. Under this plan, 3 Canadian Division will become the Canadian Army’s designated Manoeuvre Division, responsible for overseas expeditionary operations. Other formations include a new Defence of Canada Division headquartered in Montreal, which will be responsible for Reserve Force and domestic response tasks; a centralized Training Division; and an Institutional Support Division, likely under 4 Canadian Division.

Col Tessellar emphasized that while the changes are unlikely to immediately affect L3 base-level operations, they will influence reporting chains, oversight structures, and potentially the civilian workforce model. These changes are to be implemented no later than December 2026. The committee agreed that Army modernization should be added as a standing agenda item in all future LMCCs due to its scope and likely long-term impacts.

ODM / Disability Management- There was no ODM representative present. However, Shilo and other locations have experienced significant difficulty accessing ODM support and clarity around process. The committee agreed to prioritize inclusion of ODM at the next LMCC.
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