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Foreword

In accordance with the provisions of the Financial
Administration Act, | am pleased to table the
1994-95 Annual Report on Employment Equity in
the Public Service.

While the federal government's Employment
Equity Policy has evolved since its inception in
the 1970s, its objective continues to be the same
— to address representational imbalances experi-
enced by Aboriginal peoples, persons with dis-
abilities, persons in a visible minority, and women
(the designated groups), within the context of the
merit principle. This ensures that the Public
Service better reflects the population it serves.
The guiding principle of the Employment Equity
Program also remains constant: employment
opportunities must be open to all Canadians in a
fair and equitable way.

The federal government has taken many steps to
create a more accessible and welcoming work
environment in the Public Service for persons in
the designated groups. Nevertheless, while in
many areas the federal government is on the lead-
ing edge in promoting equal employment opportu-
nities, in other areas there is still a way to go.

The results for fiscal year 1994-95 were encourag-
ing. Despite budgetary constraints, central agen-
cies and departments have worked to achieve
employment equity objectives and have made
significant progress in a number of areas. The
introduction of Bill C-64, An Act Respecting
Employment Equity, into the House of Commons
on December 12, 1994 was an important progres-
sive step. This Act would create a new awareness
of employment equity obligations in both the
private and the public sectors, while ensuring that
employers would continue to be able to draw
on the talents of all Canadians. As well, the




review of the Treasury Board policy on Provision
of Services for Employees with Disabilities
has ensured that the original rationale for
establishing this policy is still relevant in
today's circumstances.

Throughout the Public Service, much emphasis
has been placed on increasing awareness of and
understanding the value of a diverse workforce
that is representative of the Canadian population.
Action has been taken to ensure that employees
in each of the designated groups receive the sup-
port they need to allow them to contribute to their
full potential in the Public Service workplace.
Managers have been trained to manage a diverse
workforce and are being encouraged to be sensi-
tive to cultural values and differences.

I realize that improving representation levels is
extremely difficult given the present limited
recruitment opportunities. Nevertheless, the gov-
ernment has successfully maintained and, in some
areas, increased the level of representation for
designated groups. | also know that progress can
take many forms. As you read the following
pages, you will see many examples of creative
approaches to implementing employment equity
in the Public Service. | am confident that we
will continue to build on our employment equity
successes to date.




Introduction

This third Annual Report on Employment Equity
in the Public Service highlights activities
that advanced employment equity in the Public
Service during the period of April 1, 1994 to
March 31, 1995.

The report consists of three chapters.

Chapter | reviews policies and programs that the
Treasury Board has put in place to support the
equitable representation and distribution of the
designated groups in the Public Service.

Chapter Il describes many steps taken by federal
institutions to implement employment equity.

Chapter 11l analyzes the statistics in the Appendix
relating to the representation and distribution
of members of the designated groups in the
Public Service.

The organizational structure of the Government of
Canada at March 31, 1994 is used in this report.
Changes made since that date will be reflected in
the 1995-96 Annual Report.
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As the employer for most federal departments and
agencies, the Treasury Board is responsible for
establishing a range of human resource policies
and programs that advance employment equity.

Under specific provisions of the Financial
Administration Act, the Treasury Board seeks

< to improve employment and career opportuni-
ties for Aboriginal peoples, persons with dis-
abilities, persons in a visible minority, and
women; and

= to correct conditions of disadvantage experi-
enced by such groups in their employment.

The Treasury Board's specific role within the
Employment Equity Program includes

< eliminating barriers to the employment and
advancement of the designated groups;

= establishing positive policies and practices
to permit the equitable representation and
distribution of the designated groups in the
Public Service;

« establishing numerical targets to guide
departments in improving their levels of
representation and distribution of the
designated groups;

<« providing advice and assistance to depart-
ments in developing and implementing their
employment equity plans; and

= reporting to Parliament every fiscal year
on the state of employment equity in the
Public Service.

Legislation

Bill C-64, An Act Respecting
Employment Equity

The government tabled Bill C-64, An Act
Respecting Employment Equity, in the House of
Commons on December 12, 1994. It did so to fulfil
its electoral commitment to bring the federal

Public Service, commissions and agencies, and
federally regulated employers under the jurisdic-
tion of a single Act.

The Employment Equity Act (1986), as it now
stands, applies only to federally regulated
employers, including Crown corporations, with
100 or more employees. The Minister of Human
Resources Development Canada administers
the Act. The Employment Equity Act applies
to about 350 employers and covers close to
600,000 employees. These employers are found
primarily in the banking, transportation and com-
munication fields. The federal Public Service is not
governed by the present Employment Equity Act.

Since 1992, employment equity in the federal
Public Service — that is, federal departments
and agencies for which the Treasury Board is the
employer — has been subject to the provisions
of the Financial Administration Act, which are
very similar to those in the current Employment
Equity Act.

Bill C-64, An Act Respecting Employment Equity
proposes to create a single legislative regime with
similar obligations for both the federal Public
Service and federally regulated employers. The
employer’s obligations outlined in Bill C-64, An
Act Respecting Employment Equity are precise.
Provision is made to enable the Canadian Human
Rights Commission to audit an employer to verify
compliance with the obligations. Bill C-64, An Act
Respecting Employment Equity makes it clear that
cases of non-compliance would be addressed
through negotiation and in a cooperative fashion.
The Bill stipulates that the employer and the
Commission's compliance officer would negotiate
a written undertaking by the employer to take
corrective action. Bill C-64, An Act Respecting
Employment Equity would also permit the
Commission to issue a directive to the employer if
the employer failed to implement a written under-
taking or if negotiations were unfruitful. As
an exceptional final resolution step, an employ-
ment equity review tribunal could consider
cases referred by either the employer or the
Commission and make a final order.




Every employer must issue an annual report on
employment equity progress and achievements,
thus ensuring accountability. The Minister of
Human Resources Development Canada prepares
a consolidated annual report focusing on the fed-
erally regulated sector. This report is tabled
in Parliament. Bill C-64, An Act Respecting
Employment Equity would require the President of
the Treasury Board to continue tabling an annual
report in Parliament on the employment equity
situation in the federal Public Service.

Following first reading, Bill C-64, An Act
Respecting Employment Equity was referred to the
Standing Committee on Human Rights and the
Status of Disabled Persons, which heard from rep-
resentatives of employers, unions, and designated
groups until March 1995. The President of the
Treasury Board appeared before the Committee
on January 31, 1995 to support Bill C-64, An Act
Respecting Employment Equity and to answer
guestions from MPs. The President characterized
Bill C-64, An Act Respecting Employment Equity as
a fair and progressive initiative that is balanced
and workable.

By the summer of 1995, the Committee plans to
issue a report summarizing its position on the
major provisions of Bill C-64, An Act Respecting
Employment Equity and formulating recommenda-
tions on employment equity legislation.

It is expected that the proposed legislation will be
adopted late in 1995.

Policies

Evaluation of the policy
on Provision of Services for
Employees with Disabilities

In 1989, the Treasury Board introduced the
policy on Provision of Services for Employees
with Disabilities. This policy ensures that the
employment-related needs of employees with
disabilities are reasonably accommodated in the
federal Public Service, via technical aids, atten-
dants, and other specialized services.

In keeping with the Treasury Board's general
practice of reviewing all its Public Service-wide
policies regularly, the policy was evaluated in
1994-95. The evaluation was designed to deter-
mine if, as a result of the policy, the needs of fed-
eral Public Service employees with disabilities
were being reasonably accommodated; if these
employees and other persons involved in the poli-
cy's implementation were aware of the policy and
its provisions; and if departments and agencies
were following proper administrative procedures
and keeping necessary records.

To gather information and informed views about
the policy and its implementation, evaluators
interviewed a representative sample of policy
stakeholders from nine federal departments and
agencies. Stakeholders included, among others,
the developers of the policy, employment equity
coordinators in departments, managers, and
employees with disabilities.

The evaluators concluded that, overall, the policy
met the objectives set out for it. The needs of a
significant number of employees with disabilities
were being reasonably accommodated. As a
result, they were able to perform their jobs in a
satisfactory manner.

An extensive range of accommodations can be
made under the policy. Departments and agencies
have been addressing virtually all types of disabili-
ties among employees, indicating that the policy
is quite flexible.

There was an encouraging level of consensus
among managers and employees with disabilities
about the fundamental value of this policy, from
both political and demographic points of view, and
a very strong conviction that it should remain
in force.

Some stakeholders recommended minor adjust-
ments to the policy and improvements to aspects
of the administrative framework for implementing
the policy. These recommendations will be stud-
ied in the coming year with a view to putting them
into action.




The real property policy
on Accessibility

Accessibility to federal services and facilities is a
legal right for all Canadians, stemming from the
Canadian Charter of Rights and Freedoms and the
Canadian Human Rights Act.

One element of the real property policy on
Accessibility was a phased initiative, begun
in 1990, to make facilities and services accessible
for persons with impaired mobility or with visual
or hearing disabilities. There was a target date
of March 31, 1995 for full compliance with accessi-
bility requirements. Under this policy, depart-
ments are to provide barrier-free access to, and
use of, real property they administer or lease.
During this period, departments submitted acces-
sibility plans and annual progress reports to
Treasury Board Secretariat.

In 1994, work began on reviewing the real
property policy on Accessibility to take stock of
our experiences over the previous five years.
Consultations with custodian departments and
representatives of persons with disabilities have
taken place. The Treasury Board approved
changes to the policy and departments are now
expected to comply with it fully. Annual reporting
will continue for the foreseeable future.

New target-setting strategy

Targets are an important element of the
Employment Equity Program in the federal Public
Service. Achieving them is one measure of suc-
cess in employment equity, indicating progress
towards the goal of equitable participation of
the designated groups in the Public Service.
Following a four-year period that ended in
March 1995, the strategy for establishing these
targets was modified and new targets were set for
the period from April 1, 1995 to March 31, 1998.
These new goals focus on hiring and promotion
activity. Departments take them into consideration
as they draw up their employment equity plans.

Hiring targets reflect the proportion of new
recruits who, other things being equal, might nor-
mally be expected to come from the employment
equity designated groups. They were established
with reference to information collected in the 1991
Census of Canada and the post-census Health and
Activity Limitation Survey.

Likewise, promotion targets reflect the share
of promotions that, other things being equal,
persons in the designated groups might normally
be expected to receive. They are based on
internal availability or the proportion of persons
in the Public Service who are members of the
designated groups.

Although there are no separation targets under
the new strategy, separations are monitored to
assess whether they are having a disproportionate
impact on representation of the designated groups
in the Public Service. It should be noted, however,
that reasons for separation are often beyond the
control of managers. The reasons for separation
include retirement, resignation, and the end of a
specified period of employment.

Programs and Initiatives

The Special Measures
Initiatives Program

The Special Measures Initiatives Program is
an important part of the Treasury Board's
Employment Equity Program. Its aim is to bring
about a fundamental change in the way employ-
ment equity is integrated into the operations
of federal departments and agencies. Under this
program, which will remain in effect until
March 31, 1998, financial, technical and other
forms of support are available to assist depart-
ments and agencies in achieving their employ-
ment equity objectives.

The Special Measures Initiatives Program was
successful in 1994-95, judging from both the grow-
ing interest shown by departments and agencies
and the program components' key indicators
shown below.




Special Measures Innovation Fund

The Special Measures Innovation Fund supports
innovative departmental initiatives in employment
equity. In 1994-95, a total of 100 proposals were
received, of which 66 projects were approved from
27 departments. The fund provided $3 million
in funding for these projects and departments
contributed an additional $1.8 million from their
own budgets. The number of submissions was
higher than anticipated, indicating that depart-
ments are actively pursuing a range of activities
and that the Special Measures Initiatives Program
is being received positively.

The approved projects covering a wide range of
activities are expected to bring about significant
changes in the areas of recruitment, training,
development, advancement, and retention of
members of designated groups, as well as chang-
ing organizational culture.

In support of the Special Measures Innovation
Fund, the Public Service Commission made over
200 presentations to managers and human
resource specialists across the Public Service,
providing them with useful information on how to
prepare submissions and, most importantly, on
how to take advantage of the incentives and assis-
tance offered by the Program.

Program Marketing

A number of marketing tools including brochures,
publicity materials and self-help guides for desig-
nated group employees were developed and dis-
seminated to promote the Special Measures
Initiatives Program. In addition, regional visits
and information workshops were carried out
to help managers gain greater understanding of
the Program.

Technical Aids Loan Bank

Employees with disabilities and their managers
were able to take advantage of the services of the
Technical Aids Loan Bank, which offers work-
related assistance devices, as well as information

and advice. A total of 148 equipment loans were
made. A significant number of employees with
disabilities indicated that their needs have been
met in a satisfactory manner.

Training, Development and
Recruitment Programs

Members of the designated groups who partici-
pated in various developmental assignment pro-
grams benefited from a range of services funded
by the Special Measures Initiatives Program. For
example, the Public Service Commission provided
1,770 career consultation and planning sessions
for current and future executives. In addition,
more than 206 members of designated groups
were referred for developmental assignments
and 44 simulation interview sessions were con-
ducted. Recruitment carried out under the Special
Measures Initiatives Program resulted in
498 assignments. The majority of these assign-
ments were to term positions.

Program Evaluation

The Treasury Board Secretariat and the Public
Service Commission jointly established a frame-
work for program evaluation. This framework will
serve as a guide for monitoring and evaluating the
Program before it ends in March 1998.

Study on exit interviews

EXit interviews are one way to determine whether
designated group employees leave the Public
Service for reasons arising from their status as
part of a designated group, or for reasons com-
mon to all employees. If they leave for reasons
related to their designated group status, their
organization needs to work harder to eliminate
barriers. The Personnel Psychology Centre of the
Public Service Commission carried out a study,
on behalf of the Treasury Board, to research and
document experiences and theories on the merits
of exit interviews, to develop a model question-
naire and interview, and to make recommenda-
tions on how such an interview should be carried
out for best results.




Seminars on a supportive
workplace

The Canadian Centre for Management Develop-
ment developed two seminars — “The Humane
Manager” and “Influencing the Equity Agenda” —
and a course called “Balancing Work and Family
Life,” and will offer them in 1995-96. This training
focuses on the supportive workplace.

Employment equity
orientation course

The Official Languages and Employment Equity
Branch of Treasury Board Secretariat approved
the development of an employment equity orienta-
tion training course in response to requests from
departmental employment equity coordinators.

Training and Development Canada designed the
course, which will be offered to departmental
managers of employment equity programs. It will
help them acquire further knowledge so they can
better implement employment equity programs.

Symposium on self-identification

Information on Aboriginal peoples, persons
with disabilities, and visible minorities is
obtained through voluntary self-identification. In
March 1995, Treasury Board Secretariat began to
share and improve knowledge of this process,
by co-hosting a workshop on self-identification
with Human Resources Development Canada
(HRDC) and the Employment Equity Commis-
sion (Ontario).

More than 300 people from federal departments
and agencies, provincial governments, private
companies, and professional organizations partici-
pated in this two-day workshop and shared their
experiences and suggestions regarding self-
identification. They discussed many topics related
to self-identification, notably the strengthening of
partnerships, the implementation of good commu-
nication strategies, questionnaire design, data col-
lection and misidentification issues, human rights,
and respect for privacy.

The proceedings from the workshop will be
released in fiscal year 1995-96.

Information sharing

Increased efforts have been made to provide infor-
mation and advice to managers through publica-
tions and other media, so that managers may
better understand issues related to employment
equity. Treasury Board Secretariat has been
particularly active in this regard:

« a brochure called The Special Measures
Initiatives Program explains the major ele-
ments of the Program;

<« two managers’ guides on employing persons
with psychiatric or developmental disabilities
were completed. Their release is scheduled
for May 1995. These publications provide prac-
tical tips on responding to the employment-
related needs of these employees. They also
contain suggestions for awareness training
and a list of contact organizations with exper-
tise in this field;

= Retaining Aboriginal Employees: A Practical
Guide for Managers was published to address
concerns about retaining Aboriginal employ-
ees in the federal Public Service;

< the video Exploding the Myths was developed
to educate managers, supervisors, and employ-
ees about misconceptions of employment equi-
ty in the federal Public Service. It presents
facts on employment equity, and is scheduled
for release in May 1995;

< Guidelines for Developing a Mentoring Program
was designed to help managers develop and
implement mentoring programs. It outlines
various options, taking into consideration vari-
ous mentoring program models that have been
implemented in public- and private-sector orga-
nizations. This document will interest both
employment equity coordinators and human
resource specialists. It will be released in fiscal
year 1995-96.




Consultations

A number of employment equity consultation
groups provided advice, as required, to the
President and to Treasury Board Secretariat offi-
cials on matters related to the recruitment, reten-
tion, career development, and progression of
designated group members in the federal
Public Service.

The Treasury Board Secretariat informed
these groups about Bill C-64, An Act Respecting
Employment Equity. These groups also had
the opportunity to discuss other issues, including
the impact of restructuring and downsizing on
designated groups.

The Consultation Group on Employment Equity
for Women completed its third report, entitled
Looking to the Future. The report outlines
progress in the advancement of women since
the 1990 release of Beneath the Veneer, the task
force report on barriers to women in the Public
Service. The new report is expected to be
released in 1995-96.

The Consultation Group on Employment Equity
for Persons with Disabilities released its report
entitled Effective Practices in the Employment of
Persons with Disabilities. The report outlines
successful practices that eight large public and
private organizations across Canada have used in
hiring persons with disabilities.

Bargaining agents were consulted through the
National Joint Council subcommittee on employ-
ment equity. Topics addressed in these consulta-
tions included Bill C-64, An Act Respecting
Employment Equity, self-identification, the target-
setting strategy, and the Special Measures
Initiatives Program. In addition, Treasury Board
Secretariat encourages departments to consult
their bargaining agents when developing employ-
ment equity plans.

Broad consultations with managers and employ-
ees also took place. For example, representatives
of Treasury Board Secretariat conducted a series

of regional visits to reach managers who super-
vise front-line staff. It is particularly important to
reach these people because federal institutions
face the challenge of promoting employment equi-
ty while trying to carry out major resource reduc-
tions and program changes. Altogether, represen-
tatives visited 14 cities and conducted 47 sessions
for a total of 653 people. Participants appreciated
the opportunity to meet senior policy and pro-
gram officials from Treasury Board Secretariat,
and feedback was very positive.

The Interdepartmental Committee on Employ-
ment Equity comprises departmental employment
equity coordinators and central agency specialists.
Members are consulted regularly on all compo-
nents of the federal Employment Equity Program.
In 1994-95, committee members provided valuable
input on several Treasury Board Secretariat initia-
tives, including the employment equity orientation
course, Guidelines for Developing a Mentoring
Program, the redesign of the self-identification
guestionnaire, and the Employment Equity
Accountability Framework. In addition, committee
members helped establish a resource centre for
equity and diversity at the Canadian Centre for
Management Development. This centre was
established to collect, produce, and provide
resources and practical tools on employment equi-
ty and workforce diversity.

Awards

The Treasury Board recognizes the efforts of
departments and agencies that have made signifi-
cant contributions to meeting employment equity
objectives. It presents awards during the National
Public Service Week in June, together with
awards honouring excellence in a variety of
endeavours.

In 1994-95, the Treasury Board honoured five
departments for their achievements.

Public Works and Government Services Canada
(PWGSC) received an award for the Aboriginal
Supplier Awareness project. This project develops




in-house expertise to handle business relations
between PWGSC and Aboriginal businesses in
areas served by the department's Western
Region. Other significant measures include
initiatives to develop a professional consulting
capacity within PWGSC to deal with Aboriginal
issues that affect the federal government.

The Canadian Space Agency was honoured for its
notable advancement in employing visible minori-
ties in the Professional and Scientific category and
the Executive group. The Agency also hired a
high percentage of visible minority students who
will benefit from the work experience gained
while working for a Canadian federal institution
with a high international reputation.

Natural Resources Canada was chosen for its use-
ful and innovative activities in promoting employ-
ment equity beyond the Public Service. It publicly
showed its commitment to partnership with
Aboriginal peoples through a joint project to help
the Cree community of Oujé-Bougoumou build a
heating system using an alternative source of fuel.
This alternative technology is compatible with the
traditional Aboriginal philosophy of conservation
and environmental protection. The project also
created work in the community.

Revenue Canada won an award for its exemplary
leadership in all areas of employment equity.
Particular initiatives included a policy on provid-
ing services for employees with disabilities and
plans to review possible systemic discrimination
in tests given to persons with disabilities; a project
to identify Aboriginal stakeholders with whom
Revenue Canada will build strategic partnerships;
and development of an advanced course on cul-
tural interaction for customs inspectors that is
designed to promote discussion on strategies to
overcome intercultural communication barriers.

Heritage Canada accepted an award for its work
to enhance understanding of gender issues
through a highly successful two-day conference.
Some 300 conference participants discussed
issues of vital concern facing women and men in
the modern workplace.
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Under the provisions of the Financial Admin-
istration Act, Treasury Board Secretariat will
assist departments and agencies in preparing
their employment equity plans. The plan is a pub-
lic document outlining specific activities to be
undertaken by each department or agency to
meet its employment equity objectives.
Furthermore, each department or agency must
report annually to the Treasury Board on
its progress.

In 1994-95, the federal Public Service faced signifi-
cant changes to its structure as a result of pro-
gram and budgetary decisions. In spite of down-
sizing and budget reductions, departments and
agencies made remarkable efforts to meet their
employment equity goals. This chapter focuses
particularly on areas where they made progress.

Retention

Many departments and agencies tried to minimize
the adverse impact of downsizing on employees
of the designated groups. If it were found that
designated groups are being downsized in dispro-
portionate numbers, investigations would be con-
ducted to ensure that there has been no discrimi-
nation. As they did for all employees, departments
worked to ensure that “affected” designated group
members were given fair access to employment
opportunities elsewhere within the organization.

Recruitment

When recruiting from outside, organizations
actively sought designated group members so
that candidate pools included a fair sampling.
Where possible, at least one designated group
employee was a member of the selection board. In
one department, directors of personnel constantly
reminded managers of their obligation to include
members of designated groups on selection
boards, when appropriate and feasible, to lessen
the possibility of bias and to ensure equal treat-
ment. At Indian and Northern Affairs Canada,
73 per cent of competitions involving selection
boards had an Aboriginal member on the board,
and 90 per cent had at least one female represen-
tative on the board.

Several departments reviewed their staffing guide-
lines to determine the relevance of statements of
qualifications to job descriptions and the appropri-
ateness of selection tools used to assess candi-
dates. For example, Transport Canada removed
some basic requirements from the Security
Inspection and Protective Services statement of
qualifications. In the past, these requirements had
limited the number of women without police or
military experience who could successfully apply
for these positions.

Several departments concentrated on recruiting
university graduates to ensure a qualified and
diverse resource pool for the future. In the past
year, Foreign Affairs and International Trade
Canada, Industry Canada, and Statistics Canada,
among others, met their recruitment targets for
visible minorities, Aboriginal peoples, and women
in non-traditional occupations. They used pro-
grams such as the Special Measures Initiatives
Program, the Foreign Service Internship
Program, the Accelerated Economist Program,
and management trainee programs, as well as uni-
versity placement programs.

Departments and agencies continued to establish
partnerships and informal contacts with the pri-
vate sector, professional associations, and ethnic
and Aboriginal communities to attract possible
gualified candidates. Some advertised employ-
ment opportunities through job fairs and ethno-
cultural newspapers; others sent their personnel
staff to native reserves to market employment
opportunities with the federal government. The
Canadian Grain Commission developed a video
entitled Stay in School that described typical
Canadian Grain Commission jobs. It distributed
this video to junior high schools in northern
Manitoba with large numbers of Aboriginal
students, and to inner-city schools in Winnipeg.

Career development

Departments and agencies continued to provide
designated group members with training and
development opportunities by promoting a con-
tinuous learning culture, by encouraging the use
of developmental assignments and by providing
job enrichment, training, and transfers.

\



Status of Women Canada encouraged employees
to participate in interdepartmental exchanges that
allowed them to gain experience in and exposure
to other aspects of government. It fostered lateral
mobility through internal developmental assign-
ments. The Management Trainee Program, sec-
ondments, and acting opportunities gave employ-
ees career development opportunities. Higher pay
was available for higher level work. Status of
Women Canada encouraged employees to take
training and development courses, to travel to
other regions or countries, and to participate
in national and international conferences and semi-
nars. The organization recognized individual
achievements and successes through letters
of appreciation, awards, and special mentions
at meetings.

At the Canadian International Development
Agency, two of the three employees supported for
the Career Assignment Program (CAP) were
women. Out of eight employees on educational
leave or receiving financial assistance to pursue
graduate academic programs, six were women,
one was Aboriginal, and another was a member of
a visible minority.

The Diversity in Leadership executive develop-
ment program at the Canadian Centre for
Management Development was offered a second
time to 26 participants. These included, for the
first time, Aboriginal peoples and persons with
disabilities. Participants included 17 employees in
a visible minority group, 3 Aboriginal persons and
3 employees with a disability.

Statistics Canada encouraged members of desig-
nated groups to let their managers know about
their career aspirations. All employees have the
opportunity to meet with their supervisor's super-
visor (skip-level) at least once every two years to
discuss specific career and development plans.
Skip-level supervisors serve as advisors for estab-
lishing employee training and career plans.
Feedback from designated group members
was positive.

National Defence increased its efforts to help
employees move out of the Administrative Support
category by using bridging programs and other
special measures. It also worked to increase the
number of women in non-traditional occupations
by raising awareness of opportunities in these
fields. The department promoted initiatives such
as career counselling, coaching, and mentoring.

Balancing work and family

Flexible work arrangements may help employees
balance work requirements with family needs. As
part of their ongoing responsibilities, both man-
agers and departmental human resources staff
identified options for accommodating employee
needs in this area.

The Department of Finance Canada supported
flexible, alternative work arrangements and tele-
work whenever these were operationally feasible.
Examples included part-time work for parents of
school-aged children; three- and four-day work-at-
home arrangements; ongoing flexibility for a
single parent to work at home as the need arises;
regular afternoon or evening shifts that allowed
correspondence staff to handle mail backlog while
balancing family responsibilities; and a variable
commuting arrangement for a member of one of
the designated groups.

Transport Canada and several other federal
departments jointly produced a video called
Teleworking — Why not? This video addresses the
benefits teleworking offers all employees, particu-
larly persons with disabilities.

Environment Canada set up on-site day-care
services to accommodate the needs of employees
with young children. A few other departments are
considering setting up similar day-care facilities
on their premises.

Accommodation and accessibility

To improve the welfare and career opportunities
of employees with disabilities, numerous accom-
modations were made on a Service-wide basis.




Most departments improved and modified their
facilities to ensure full access to federal establish-
ments. Other departments made significant finan-
cial commitments to providing technical aids
for employees with disabilities. For instance,
National Defence allocated $255,300 to the Job
Accommodation Fund in 1994-95.

In some departments, managers accommodated
employees with disabilities who were affected
by government restructuring by agreeing
that special equipment would move with the
employee, even if that employee moved to an-
other federal department. In addition, several
departments paid parking costs for employees
with permanent disabilities.

In accordance with Treasury Board Secretariat
guidelines on providing publications in alternative
formats, most government publications have been
made available in large print, Braille, computer
diskette or audiocassette format. Several depart-
ments used alternative formats to accommodate
contractors with a disability. Every six months,
the departmental employment equity coordinator
at the Public Service Commission contacted
employees with visual impairments to ensure that
the Commission was adequately meeting their
alternative format needs.

Moreover, departments made every reasonable
attempt to accommodate employees with disabili-
ties during competition processes.

At the Canadian Human Rights Commission, com-
petition posters mentioned the availability of TDDs
and TYYs for hearing-impaired employees and cas-
settes for visually impaired candidates, as well as
the fact that Canadian Human Rights Commission
offices were accessible by wheelchair.

Fisheries and Oceans offered sign interpretation
during its selection processes.

Statistics Canada developed a script for a video
explaining staffing procedures in sign language.
In two departments, employees could take sign
language courses during working hours so that
they could communicate effectively with col-
leagues and clients.

The Public Service Commission launched a
project to incorporate staffing information into its
new electronic bulletin board service (BBS). It
created a template that resembles the current
staffing competition notice so that persons
with visual impairment could more easily access
this information.

Several departments, including Human Resources
Development Canada and National Defence,
developed a pilot project in disability management
to prevent injuries, and to rehabilitate and re-
integrate employees who become disabled. It was
designed to reduce the social, financial, and
human costs of disability, and to increase the job
participation of persons with disabilities in the
Public Service. This project was piloted with
approximately 2,000 National Defence employees.
In addition, National Defence is working on a pro-
posal to make it easier for Canadian Forces mem-
bers who become injured in the line of duty to
find civilian employment.

Promoting diversity

Understanding the needs and concerns of desig-
nated group members is essential to creating
a supportive and responsive work environment.
Departmental communication strategies included
training for managers on managing diversity,
employment equity information sessions for
employees, awareness days, cross-cultural training
sessions, and workshops on intercultural relations,
gender awareness, and disability issues. Depart-
ments also produced many employment equity
policies, brochures, videos, and newsletters.

Managers and employees continued to receive
courses in managing diversity through the
Canadian Centre for Management Development,
the Public Service Commission, and Training and
Development Canada, as well as departmental in-
house training sessions.

National Defence included a comprehensive mod-
ule on managing diversity in its training package
for military and civilian middle managers.
Veterans Affairs Canada developed a one-day
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course called “Celebrating Diversity,” designed
to foster awareness of the unique qualities that
people of different genders, racial and ethnic ori-
gins, and mental and physical abilities bring to the
workplace.

Many departments — including Treasury Board
Secretariat and Department of Finance Canada,
Canadian Heritage, Citizenship and Immigration
Canada, Canadian International Development
Agency, Revenue Canada, Fisheries and Oceans,
Public Service Commission, National Library of
Canada, Veterans Affairs Canada, Canadian
Centre for Management Development, and
National Defence — participated in special aware-
ness events such as the International Women's
Day Symposium, Women's History Month, the
Week for the Elimination of Racial Discrimination,
Aboriginal Awareness Week, and National Access
Awareness Week. They used information kiosks,
posters, workshops, video presentations, discus-
sions, buttons, e-mail, lunchtime speakers, and
cultural activities to support and promote these
events, successfully increasing employee aware-
ness and participation.

Consultations

Many departments have advisory committees
comprising designated group members. These
committees advise senior management on the
implementation of employment equity. They help
to ensure that the decision-making process
addresses the needs of designated group
members. In some departments, such as Citizen-
ship and Immigration Canada, employment equity
advisory committees also include union represen-
tatives, human resource managers, and regional
coordinators.

Departments regularly consulted committee
members when preparing their employment equi-
ty plans, and senior managers valued these mem-
bers’ views. At Revenue Canada, the four consulta-
tion groups were invited to advise the Deputy
Minister on ways to implement employment
equity in the context of downsizing. They made
33 recommendations that will be included in the
1995-96 action plan.

Some departments regularly invited advisory com-
mittee chairpersons to participate in senior man-
agement meetings where issues of interest to
designated group members were discussed.
During the transition period at Transport Canada,
advisory committee chairpersons regularly
participated in Workforce Adjustment Manage-
ment meetings.

Departments also consulted union officials on
initiatives and issues related to employment
equity. At the Public Service Commission, a
union-management committee was formed to
identify areas of common interest and to develop
collective initiatives.

Accountability

Performance in the area of employment equity
remains an integral part of the overall accounta-
bility for human resource management. Depart-
ments and agencies inform managers at all levels
of the importance of employment equity, and of
their roles and responsibilities. Senior managers
regularly discuss employment equity issues dur-
ing management meetings. One department even
includes the ability to manage a diverse workforce
as an element in the statement of qualifications for
several middle management-level competitions.

Some departments and agencies established man-
agement contracts with their senior managers.
For example, vice presidents at the Atlantic
Canada Opportunities Agency entered into
accountability accords with the Agency’s
President. Each vice president is responsible for
ensuring that employment equity objectives are
met. Specific recruitment targets were established
for the head office and each regional office for the
fiscal year 1995-96. At Indian and Northern Affairs
Canada, the Deputy Minister consistently re-
minded assistant deputy ministers during Human
Resources Committee meetings to continue their
employment equity efforts. The Deputy Minister
spearheaded the initiative to develop a three-year
employment equity recruitment plan. Each
regional director general and assistant deputy
minister was asked to provide a recruitment plan
for the next three years and will be accountable




for its success. Moreover, employment equity
representation will now be included in the
Workforce Management monitoring reports.

Through performance evaluations and appraisals,
departments regularly assessed managers’ contri-
butions to attaining employment equity targets. In
some cases, employment equity was routinely
included in human resource management audits.
One department decided to include questions
related to employment equity in its staff survey.

Exit interviews

Several departments, including the Canadian
Human Rights Commission, Treasury Board
Secretariat and Department of Finance Canada,
Supreme Court, Governor General, and Transport
Canada, continue to conduct exit interviews when
indeterminate, term, seconded, and student
employees leave their organizations. This feed-
back helps managers determine the reasons for
departure. When they identify problems, they
inform senior managers so that the department
can take appropriate action.

Some departments conducted exit interviews
using a questionnaire. Others gave employees the
opportunity to meet with a manager or a human
resource advisor to discuss any concerns.

Self-identification

Despite the fact that central agencies and depart-
ments have promoted self-identification, some
employees seem reluctant to identify themselves
as part of a designated group. Treasury Board
Secretariat is actively addressing this issue on
a Public Service-wide basis, since it has a signifi-
cant impact on representation figures. A new
self-identification form has been developed in con-
sultation with employees and unions. The new
form, along with related tools and products,
should come into use in 1996.

Improved procedures for collecting data and
increased efforts to promote self-identification
have produced an increase in the number
of employees who have self-identified.

At the departmental level, efforts continued to
encourage designated group members to self-
identify. For example, many departments provid-
ed self-identification forms, along with an informa-
tion sheet outlining and promoting the benefits of
self-identification, to new employees at the time of
documentation, or included them with the letters
of offer to new employees.

To further promote the concept of self-
identification, Veterans Affairs Canada began
revising a brochure called Why Identify?
The department also decided to use a new self-
identification form, to produce a promo-
tional poster, and to plan a self-identification
“focus week.”

The Maritimes Region of Transport Canada
launched an initiative to profile designated group
employees’ skills, aptitudes, and career aspira-
tions in an easily accessible, computerized inven-
tory. This database will provide information for
marketing these employees to managers for pos-
sible deployments and assignments. As a result,
more designated group employees may self-
identify to take advantage of this service.
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The data in this report cover the fiscal year
April 1, 1994 to March 31, 1995. Information on
the statistical base of this annual report appears
in the Technical notes, beginning on page 24. The
following comments are highlights of the detailed
information in the statistical section.

Women

The overall representation of women in the
Public Service workforce was 47.4%, up from
47.0% on March 31, 1994.

Their representation in the Executive group
stood at 19.1%, up from 18.3% on March 31, 1994.

One in 10 female employees was also a
member of another designated group.

Seven out of 10 women hired into the Public
Service entered the Administrative Support
category, compared to 52% of all employees.

More than half of all employees promoted
were women.

Aboriginal peoples

The overall representation of Aboriginal peo-
ples in the Public Service workforce was 2.2%,
up from 2.0% on March 31, 1994.

The number of Aboriginal peoples hired
increased to 371 or 2.6% of all new hires, com-
pared to 274 or 2.0% of all new hires in the
preceding fiscal year.

Although most Aboriginal hiring occurred in
the Administrative Support category (48%),
this percentage was lower than the percentage
for all employees (52%).

The proportion of Aboriginal peoples hired as
indeterminate employees (21.8%) was the
highest among the designated groups.

Persons with disabilities

The overall representation of persons with
disabilities in the Public Service workforce was
3.2%, up from 2.9% on March 31, 1994.

Eight out of 10 new employees with disabilities
were term employees.

There was a marginal increase in the number
and percentage of persons with disabilities
hired (252 and 1.8% compared to 227 and 1.7%
in the preceding fiscal year).

Two out of three persons with disabilities
entered the Public Service in the Administra-
tive Support category.

Persons in a visible minority

The overall representation of persons in a
visible minority in the Public Service workforce
was 4.1%, up from 3.8% on March 31, 1994.

The number of persons in a visible minority
hired rose to 423 or 2.9% of all new hires,
compared to 367 and 2.7% of all new hires in
the preceding year.

Less than half of all hiring of persons in a
visible minority occurred in the Administrative
Support category, the lowest percentage
among the designated groups.

One out of three new employees in a visible
minority group entered the Administrative
and Foreign Service category (23%) or the
Scientific and Professional category (13%).
Both were the highest proportions of desig-
nated group hiring into these categories.

Overall representation

[Table 1l shows the representation levels of the
designated groups in the Public Service of
Canada. On March 31, 1995, these levels were
47.4% for women, 2.2% for Aboriginal peoples, 3.2%




for persons with disabilities, and 4.1% for persons
in a visible minority group. These data are shown
in graphical form in Figure 1. All levels were
improvements over the previous two years.

numbered women among visible minorities
(53.8% male) and persons with disabilities
(56.0% male). By contrast, 57.8% of Aboriginal
employees were women.

Figure 1

Representation of the Designated Groups
in the Public Service - March 31, 1995
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presents the distribution of Public Service
employees by gender, as of March 31, 1995.
The data reveal that 10% of women were also
members of another designated group. Four per
cent of women in the Public Service were mem-
bers of a visible minority group, 3.0% were
persons with disabilities, and another 2.7% were
Aboriginal women.

Just over half of all employees (52.6%)
in the Public Service were men; the propor-
tion of women increased slightly from the
March 31, 1994 level of 47.0%. Men also out-
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Employment type

As of March 31, 1995, roughly nine out of 10 of the
employees in each of the four designated groups
were indeterminate, with almost the same propor-
tions as a year earlier: women at 85.1%, Aboriginal
peoples at 86.8%, persons with disabilities at 91.9%
and persons in a visible minority at 90.5% (see
Figure 2). Likewise, the proportion of term
employees who were members of the designated
groups did not change significantly: it stood at
67.1% on March 31, 1995 compared to 66.4% the
previous year, despite an overall reduction of some
3,000 term employees. As of March 31, 1995, just
under two-thirds of the 23,051 term employees in
the federal Public Service were women.

Figure 2

Representation of the Designated Groups
in the Public Service by Type of Employment
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Occupational category

shows that women accounted for 19.1% of
the Executive category as of March 31, 1995, an
increase from the March 31, 1993 figure of 17.6%
and the March 31, 1994 figure of 18.3%. This
improvement in women's level of representation
in the senior ranks of government occurred
despite a 3.7% reduction in the total number
of employees in the Executive category since
March 31, 1994. Continuing the pattern observed
over the 1993-94 period, representation levels for
women also rose slightly in the other occupational
categories of the federal Public Service, and
remained stable for the Operational category at
the March 31, 1994 share of 13.4%.

Representation of the other designated groups in
the Executive category was slightly higher at
March 31, 1995 than it had been a year earlier:
Aboriginal peoples were up to 1.2%, persons with
disabilities rose to 2.2%, and persons in a visible
minority were at the March 1993 level of 2.4%. For
the other occupational categories, the representa-
tion levels of these three designated groups also
increased slightly from March 31, 1994 levels.

Age

The proportion of women in the Public Service
who were younger than 45 declined to 68.9%
from 71.1% on March 31, 1994. Similarly,
the proportion of men younger than 45 declined to
55.2% from 58%. This aging of the Public Service
workforce resulted, in large measure, from
decreased opportunities for recruiting young
employees.also reveals that women com-
prised 36.1% of Executive employees younger
than 45, up slightly from 33.8% a year earlier.
Aboriginal employees comprised a youthful popu-
lation, with slightly more than 70% being younger
than 45. This proportion was well above those for
the other minority designated groups (52.7% for
persons with disabilities and 54.2% for persons in
a visible minority).

Departments and agencies

Representation within individual departments and
agencies continued to vary widely .
Among the 20 large departments — departments
with more than 3,000 employees — the Royal
Canadian Mounted Police (RCMP) (civilian staff)
continued to have the best overall representation
level for women (83%). Most of these women
(90%) were in the Administrative Support cate-
gory, specifically in the CR (clerical) group. By
contrast, Transport Canada, with a relatively high
proportion of employees in occupations that are
non-traditional jobs for women (such as engineer-
ing, natural sciences, and computer science), had
the lowest representation of women, at less than a
guarter of its workforce. In four of the large
departments — RCMP (civilian staff), Human
Resources Development Canada, Veterans Affairs
Canada, and Health and Welfare Canada — more
than 60% of all employees were women; in another
five, representation levels for women were above
the Public Service average of 47.4%.

Indian and Northern Affairs Canada continued
to have the highest proportion of Abori-
ginal employees, up two percentage points
over its March 31, 1994 level. At 20.7% as of
March 31, 1995, this number was almost three
times higher that of the next highest department,
Health and Welfare Canada (7.2%), which also
showed an increase of just over two percentage
points from March 1994. Human Resources
Development Canada had the largest number of
Aboriginal employees, with 749, followed by
Indian and Northern Affairs Canada, with 658.
Almost 60% of Aboriginal employees in the Public
Service worked in five departments: Human
Resources Development Canada, Indian and
Northern Affairs Canada, National Defence,
Revenue Canada, and Health and Welfare Canada.
In 7 of the 32 departments with more than
500 employees, less than 1% of employees were
Aboriginal peoples.




Among all departments and agencies, the
Canadian Human Rights Commission had
the highest proportion of persons with disabilities
among its employees (9.9%). With 6.3% of its
workforce consisting of persons with disabilities,
the RCMP (civilian staff) was the leader among
departments with more than 3,000 employees.
Close behind was Human Resources Develop-
ment Canada, with 6.2% and the largest number of
employees with disabilities (1,630).

The four largest departments — Revenue Canada,
National Defence, Human Resources Develop-
ment Canada, and Transport Canada — ac-
counted for nearly half of all Public Service
employees who are members of a visible minority.
Among departments and agencies with more than
100 employees, the Immigration and Refugee
Board (15.2%) led all departments and agencies in
employment of people in a visible minority, while
Citizenship and Immigration Canada (7.6%) led
the large departments. At 2,098 — more than
twice the number in any other department or
agency — Revenue Canada employees in a visible
minority group accounted for almost a quarter
of all persons in this group in the federal
Public Service.

Geographic location

As shown in more than 70,000 employ-
ees, or one-third of the Public Service, worked in
the National Capital Region (NCR). Outside the
NCR, the distribution of employees in the desig-
nated groups varied. Excluding employees in the
NCR, the province of Ontario had the largest
number of employees in each of the four designat-
ed groups, followed by Quebec for women and
persons with disabilities, and British Columbia for
Aboriginal peoples and persons in a visible minor-
ity. The percentage of female employees ranged
from a high of 53.1% of all employees in Prince
Edward Island and the Quebec portion of the
NCR to a low of 32.1% among employees outside
Canada and 34.5% in Nova Scotia. Men continued
to comprise a significant majority in the Foreign
Service group, with the result that more than two-

thirds of federal Public Service employees outside
Canada were men. In 1994, however, that figure
was almost three-quarters.

For Aboriginal employees, the Northwest
Territories (16.6%) and Yukon (10.2%) continued
to have the highest representational levels. Just
under a quarter of all Aboriginal employees in the
Public Service worked in the NCR.

The highest percentage representation of persons
with disabilities was found in Prince Edward
Island (4.7 %), followed by the Quebec portion of
the NCR (4.1%). For the most part, there was a
fairly even distribution of persons with disabilities
among geographic areas, with employees outside
Canada (1.3%) and in the Yukon (1.9%) being at
the low end of the spectrum.

Persons in a visible minority comprised 7.1% of all
Public Service employees in British Columbia and
6.6% in Ontario outside the NCR. Both percent-
ages reflected increases over their March 31, 1994
levels. On the low side, persons in a visible mi-
nority again comprised less than 1% of Public
Service employees in Newfoundland, Prince
Edward Island, New Brunswick, and the Yukon.

Salary

[Table 7]reveals that, as of March 31, 1995, 10.3%
of all women in the Public Service earned
$50,000 per year or more, up half a percentage
point from the previous year. This compared
to 32.7% of all men, up a little more than half a
percentage point from a year earlier. For
Aboriginal employees, persons with disabilities,
and members of visible minorities, the propor-
tions earning $50,000 or more were almost
unchanged from a year earlier at 11.6%, 17.7% and
27.7% respectively. The relatively high proportion
for members of visible minorities (close to that for
all men in the Public Service) was due in part to
the representation of visible minority employees
in the Scientific and Professional category, where
salaries tended to be higher than in the other non-
management occupational groups.
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Hirings

show the number of hirings — that
is, additions to the Public Service payroll —
between April 1, 1994 and March 31, 1995
(see Technical notes in the Appendix). Almost
two-thirds of the 14,376 employees hired were
women. More than half of all hirings occurred in
the Administrative Support category, and 83% of
those hired were women. Among new employees,
2.9% were members of a visible minority, 2.6%
were Aboriginal peoples, and 1.8% were persons
with disabilities. The most common type of
employment for people entering the Public
Service continued to be term employment, with
only 14.6% of all new employees being hired
for an indeterminate period. More than three-
quarters of new hires in each designated group
were term employees.

If the NCR is excluded, Quebec led all areas in
number of women hired, Ontario led all areas in
number of persons with disabilities hired, and
British Columbia led all areas in number of both
Aboriginal peoples and persons in a visible mi-
nority hired. The Yukon (for visible minorities)
and the Northwest Territories (for persons with
disabilities) were the only geographic areas
without designated group representation among
employees hired.

Promotions

[Tables 11 to 13|provide information on promo-
tions, indicating that more than half (56.1%) of the
employees who were promoted in 1994-95 were
women, compared to internal representation
of 47.4% as of March 31, 1995. For Aboriginal
peoples and visible minorities, there was practi-
cally no difference between the share of promo-
tions and internal availability (2.3% versus 2.2% for
the former and 4.1% for both promotions and
internal availability for the latter). Persons with
disabilities had a smaller share of promotions
(2.5%) than internal availability (3.2%).

While the bulk of promotions (80.2%) continued
to be given to indeterminate employees, the
percentage of promotions going to term employ-
ees increased from 14% to 19.8%. For the desig-
nated groups, the proportion of term employees
among promotions was highest for Aboriginal
peoples (25.2%).

Among women, Aboriginal peoples, and persons
with disabilities, the highest number of promo-
tions occurred from or within the Administrative
Support category, followed by the Administrative
and Foreign Service category. For women, the per-
centages were 48.4% and 33.6% respectively, for
Aboriginal peoples 41.0% and 31.4%, and for per-
sons with disabilities 42.4% and 35.2%. Among
persons in a visible minority, the Administrative
and Foreign Service, and Administrative Support
categories had roughly equal shares of promotions
(32.7% and 32.4%, respectively), while the Scientific
and Professional category received 24.3%.

Separations

The final three tables (tables 14 to 16)| present
information on separations. These include
employees whose appointment for a term or speci-
fied period ended. Over the 1994-95 fiscal year,
6 out of 10 separations related to persons in the
designated groups. The representation of desig-
nated groups in separations was, however, 2%
lower than that over the 1993-94 fiscal period.
Women accounted for 56% of separations, also 2%
lower than a year earlier, while the total propor-
tion of separations accounted for by the other
three designated groups was unchanged at 7.8%.
The percentage share of the total declined for
Aboriginal peoples, from 2.5% to 2.3%; remained
the same for persons in a visible minority at 2.8%;
and rose for persons with disabilities, from 2.5% to
2.7%. By contrast, the overall number of separa-
tions from the Public Service increased by 7% over
the amount a year earlier.




Conclusion

The government remains fully committed to
building a Public Service comprising highly
skilled individuals from all backgrounds. It also
recognizes the challenges that managers face in
implementing employment equity in the context
of budgetary constraints.

As we look ahead, Treasury Board Secretariat will
provide advice and guidance to federal institutions
and will work closely with them to ensure that
they implement employment equity effectively.

The government will give priority to implementa-
tion of Bill C-64, An Act Respecting Employment
Equity. In doing so, the Treasury Board will work
with the Canadian Human Rights Commission
and other key players to ensure that departments
implement the principles built into the legislation
in a timely and satisfactory fashion.

In addition, the Treasury Board will monitor the
impact of downsizing to assess whether the desig-
nated groups are disproportionately affected.

To address areas where under-representation of
designated groups persists, departments must
find ways to create opportunities for additional
work experience and training for members of the
designated groups.

Finally, the government will continue its efforts to
make managers more sensitive to cultural values
and differences through regional consultation
activities, awareness workshops, special events,
publications, and audio-visual materials.

Leadership and a concerted collaborative effort at
all levels of the Public Service are vital to deal suc-
cessfully with the challenges ahead. All Public
Service managers will have to reconsider their
approaches to responding to the needs of a diverse
workforce. Employment equity is not about num-
bers only. Organizational culture is the key.
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Technical notes

This appendix presents statistical profiles of the
designated groups in the federal Public Service as
of March 31, 1995. It includes summary data on
women, Aboriginal peoples, persons in a visible
minority, and persons with disabilities, as well as
statistics on hirings, promotions, and separations
of persons in these groups.

The Public Service

The Treasury Board of Canada is the employer for
the population comprising the Public Service as
set out in the Public Service Staff Relations Act,
Schedule 1, Part I. Most of these employees are
appointed under the Public Service Employment
Act administered by the Public Service
Commission and with respect for the merit prin-
ciple. As of March 31, 1995, the Public Service
had 225,619 employees as follows:

Indeterminate, terms of three months

or more, and seasonal 217,784
Terms of less than three months 4,739
Casual employees 3,096
Total 225,619

Report coverage

In this report, information is presented on indeter-
minate employees, term employees of three
months or more, and seasonal employees.
Because of the short duration of their employ-
ment and the continual turnover of students and
casual employees, no information is reported on
them. The statistics in this document also do not
include Governor-in-Council appointees, ministe-
rial staff, federal judges, and deputy ministers.

As required under the Financial Administration
Act, this annual report to Parliament presents
information for the fiscal year beginning
April 1, 1994 and ending March 31, 1995. The
previous report covered the period beginning
April 1, 1993 and ending March 31, 1994.

Names of departments
and agencies

Under the Public Service Staff Relations Act,
Schedule I, Part I, the federal Public Service com-
prises some 70 departments, agencies and
commissions (listed in. As part of a series
of government initiatives announced in June
and November 1993 and implemented over the
1993-94 and 1994-95 fiscal periods, 6 new federal
departments were created, largely through the
reorganization of 14 others. A summary of
these changes in departmental structure is in-
cluded in the notes accompanying Table 5. When
all employee records have not yet been converted
to reflect the new departmental structure,
the department or agency is still shown by its
previous name.

Employee population
and full-time equivalents

The statistical summaries in this report provide
information on the number of employees on
strength as of March 31, 1995, the end of the
1994-95 fiscal year. This number does not corre-
spond to the measure of human resource usage
known as full-time equivalents (for example, two
part-time employees each working half the regu-
larly scheduled weekly hours of work comprise
one full-time equivalent). Full-time equivalents are
not addressed within the context of employment
equity information.

Term employees (specified
period of employment)

Effective June 1993, the definition of employee
was modified to include persons hired for a fixed
duration of at least three months. Before this
maodification resulting from an amendment to the
Financial Administration Act, a term employee for
reporting purposes was an employee hired for six
months or more.




Term employees fall into two categories:

< short term: those appointed for less than three
months; and

< long term: those appointed for three months
or more.

Since short-term employees are not required to
self-identify, the statistics in this report include
only long-term employees. However, during the
course of their employment in the Public Service,
some persons who are hired as short-term
employees become long-term employees.
This change in status without accompanying self-
identification information may contribute to a small
undercount in designated group representation.

Data on people in the
designated groups

The source of data in the statistical appendix is
the Incumbent File, which contains information
on all employees for whom the Treasury Board is
the employer, in accordance with the Public
Service Staff Relations Act, Schedule I, Part I. Data
from the Incumbent File are derived monthly
from the pay system of Public Works and
Government Services Canada. Movements into
and out of the Public Service are identified from
the Mobility File, a subset of the Incumbent File.
Data on promotions are obtained from the
Appointments File administered by the Public
Service Commission.

All tabulations, other than those for women, con-
tain data obtained through self-identification, the
process by which persons voluntarily identify
themselves as being in an employment equity
group. Sources of these data include:

= the 1985 Survey of Public Service Employees,
conducted by Treasury Board Secretariat;

=« information that departments provide to
Treasury Board Secretariat each quarter
(departments submit forms completed during
surveys or collected from employees joining
the department or availing themselves of other
opportunities to self-identify);

= self-identification questionnaires sent directly
to Treasury Board Secretariat by individual
employees; and

=« the Appointment Information Management
System and the Management Resource
Information System, both administered by the
Public Service Commission.

Despite the variety of ways to obtain self-
identification information, the completeness and
accuracy of employment equity data for the fed-
eral Public Service depend on the opportunities
available to employees to self-identify, and the
willingness of employees to do so.

Particular terms used
in this report

“Hirings” refers to the number of employees
(indeterminate, terms of three months or more,
and seasonal) added to the Public Service payroll
during the fiscal year that the report covers.

“Promotions” refers to the number of appoint-
ments of employees to positions at higher maxi-
mum levels of pay — either within the same occu-
pational group or subgroup, or in another group
or subgroup — during the fiscal year covered by
the report.




“Separations” refers to the number of employees
(indeterminate, terms of three months or more,
and seasonal) removed from the Public Service
payroll during the fiscal year that the report
covers. Separations include people who retired or
resigned, or those whose specified period of
employment in the Public Service ended. People
on leave without pay are excluded from the popu-
lation counts derived from the pay-driven
Incumbent File; however, they are included as
separations when they leave the Public Service.

“Indeterminate employees” refers to people
appointed to the Public Service for an unspecified
duration.

“Seasonal employees” refers to people who are
appointed to work cyclically for a season or
portion of each year.

“Casual employees” refers to people hired for a
specified period of no more than 90 days by any
one department or agency during the fiscal year.
Casual employees are not included in the employ-
ee totals for employment equity purposes.

“Workforce availability” refers to the distribution
of people in the designated groups as a percent-
age of the total Canadian workforce. For the
purposes of the federal Public Service, workforce
availability is based only on those occupations in
the Canadian workforce that correspond to the
occupational groups in the Public Service.
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