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PRESIDENT’S MESSAGE

The tenth annual report to Parliament on employment equity in the Public Service
of Canada provides an opportunity to celebrate our successes and prepare for the
challenges that remain. The Public Service of Canada is committed to becoming a more
representative and inclusive workplace, staffed by competent professionals who provide
high quality programs and services to Canadians.

As a national institution and the largest employer in Canada, the federal Public Service
draws on the many talents and backgrounds found in every region of our country.
In doing so, it benefits from different perspectives to foster creativity and innovation
and encourage excellence. Our modernization of the human resources management
framework for the Public Service will provide greater flexibility to capitalize on the
wealth of skills found in Canada’s diverse population. And, as a learning organization,
we will continue developing the skills of our people in order to stay relevant to the
needs of Canadians.

A decade after our first annual report, persons in the employment equity designated
groups — women, Aboriginal peoples, persons with disabilities and members of
visible minorities — are increasingly represented in our workforce and are making
excellent contributions in their service to Canadians. We will continue to improve our
work environment by upholding and building on our core values of respect,
integrity, transparency, and professionalism.

As we look back over the past year and the last decade, we can take pride in the fact
that the federal Public Service increasingly reflects the people it serves. It is equally
clear, however, that there is much more work to be done.

As we look forward, we remain committed to building on the principles of
employment equity to become representative and inclusive as we continue providing
excellent service to Canadians.  

Lucienne Robillard
President of the Treasury Board
2003

The paper version was signed by
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SPEAKER OF THE SENATE

Dear Mr. Speaker:

Pursuant to subsection 21(1) of the Employment Equity Act, I have the honour of
submitting to Parliament, through your good offices, the 2001–02 annual report
on employment equity in the federal Public Service.

Sincerely,

Lucienne Robillard
President of the Treasury Board

2003

The paper version was signed by
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SPEAKER OF THE HOUSE OF COMMONS

Dear Mr. Speaker:

Pursuant to subsection 21(1) of the Employment Equity Act, I have the honour of
submitting to Parliament, through your good offices, the 2001–02 annual report
on employment equity in the federal Public Service.

Sincerely,

Lucienne Robillard
President of the Treasury Board

2003

The paper version was signed by
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INTRODUCTION

This is the tenth report on employment equity submitted to Parliament by the President
of the Treasury Board. Looking back over fiscal year 2001–02, we can recognize several
milestones in the implementation of employment equity in the Public Service of Canada.
This period marks six full years that the federal Public Service has been covered by the
Employment Equity Act, a period over which there were significant gains in improving
the representation of all four designated groups: women, Aboriginal peoples, persons
with disabilities, and members of visible minority groups.

In last year’s annual report, we noted that “employment equity still matters” for all
four designated groups, despite our continuing successes in improving representation.
This is still very much the case. While we are proud of more than a decade of progress
in increasing the representation and participation of members of designated groups at all
levels in the Public Service, there is a still long way to go before we can claim to be
truly representative and inclusive.

The Employment Equity Positive Measures Program (EEPMP) came to its conclusion
in March 2002. The EEPMP was put in place in 1998 as a four-year temporary program
to provide support to federal departments and agencies as they responded to their
employment equity obligations. Over its four-year existence, this program served as
a catalyst to help departments integrate employment equity into their human resource
and business planning systems, reducing the initial tendency for employment equity
to be viewed as an “add-on.” 

Fiscal year 2001–02 also marks the first full year of implementing the Embracing
Change in the Federal Public Service Action Plan. This plan, which resulted from the
work of the Task Force on the Participation of Visible Minorities in the Federal Public
Service, was endorsed by the Government of Canada in June 2000 and established a
strategy for addressing the persistent under-representation of visible minorities in the
Public Service. 

Toward the end of 2001–02, we were putting the finishing touches on our Policy on
the Duty to Accommodate Persons with Disabilities in the Federal Public Service,
jointly developed by the Treasury Board and the Public Service Commission of Canada.
This policy provides a framework for “inclusion by design”; in other words, the creation
and maintenance of an inclusive, barrier-free work environment in the Public Service
of Canada. Such an environment can make the workplace better for everyone.

Over the year, departments and agencies continued to improve their performance,
and many of those audited by the Canadian Human Rights Commission were found to
be in full compliance with their legislated obligations. The Treasury Board of Canada
Secretariat continued to work closely with its partners to strengthen the capacity of
federal institutions to respond to requirements of the Employment Equity Act. 

1
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The events of September 11, 2001, challenged many Canadian values and, some say,
shook the foundations of our efforts to build a more inclusive and respectful society. In
response, the clear and balanced messages issued by many senior government officials,
including the President and the Secretary of the Treasury Board and the President of
the Public Service Commission of Canada, emphasized their continuing commitment
to diversity and employment equity in the Public Service of Canada. This commitment
stems from the belief that there is strength in diversity; that as a national institution
striving for exemplary performance in delivering a wide range of services to Canadians,
the Public Service of Canada must be representative of such diversity; and that Canadian
values are strong enough to counter intolerance, mistrust, and exclusion. 

What’s in the Report
In December 1992, Parliament passed the Public Service Reform Act, which amended
various federal statutes, including the Financial Administration Act, and provided
the legal foundation for implementing employment equity in the federal Public Service.
This legislative framework required the President of the Treasury Board to table in
Parliament an annual report on the “state of employment equity in the Public Service
during the immediately preceding fiscal year.” As noted in the first report to Parliament,
for the 1992–93 fiscal year, “the federal government considers employment equity
a priority because it believes that the Public Service will be more effective and better
respected if people who are broadly representative of the Canadian population work in
it. Diversity of experience and perspective are expected to lead to better advice to
government and more responsive service to Canadians . . . . A representative Public
Service will provide powerful testimony that all Canadians are treated equitably and
have the opportunity to serve in the Public Service at all levels.”  

There has been significant progress in implementing employment equity since this
first report to Parliament. There is also strong evidence that the progress is sustainable.
Our Embracing Change initiative and progress to date indicate that we are on the
right path in responding to our most persistent challenge, the under-representation
of members of visible minorities. The Public Service has also significantly increased
its representation of women, Aboriginal peoples, and persons with disabilities, overall
and in various occupational categories and levels. 

As required by the 1995 Employment Equity Act, Chapter One covers the statistical
picture, with data for the April 1, 2001, to March 31, 2002, reporting period. It again
points  to improvements in representation, hiring, promotion, and retention of persons
in the designated groups. This chapter also presents historical data to help readers track
our progress, including information dating back to the situation when the first report
was tabled in Parliament.  

2
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In Chapter Two, we describe results achieved under the EEPMP. This four-year
program served as the most significant central source of funding intervention in support
of employment equity in the Public Service. It helped build institutional capacity
for employment equity in federal organizations, facilitated the implementation of the
Employment Equity Act, and supported the cultural changes required to establish a
representative and inclusive Public Service. All regions and many departments are left
with its legacy: the innovative programs and approaches to improving the representation
and participation of members of designated groups and the networks established
through the EEPMP, including those within the visible minority and persons with
disabilities communities.

Chapter Three highlights achievements under the Embracing Change Action Plan,
which was endorsed by the Government of Canada in June 2000. This major
initiative is a reinforcement of the government’s commitment to address the persistent
under-representation and improve the participation of visible minorities in the
Public Service. There is evidence of both statistical gains — for example, the number
of visible minorities in the Public Service has increased by over 3,000 persons or close
to 40 per cent — and significant cultural change since the Embracing Change Action
Plan was implemented. The pace of progress needs to be significantly intensified,
however, if the Public Service of Canada is to reach the goals outlined in the
Action Plan.

In Chapter Four, we once again provide an update on the leadership role played by
the Treasury Board of Canada Secretariat and some of the partnerships it has cultivated
or strengthened to help implement employment equity in the Public Service of Canada.
This chapter also describes some of the tools that have been developed as a result
of these productive partnerships and presents the various ways departments view the
implementation of employment equity. 

Finally, the report conclude with a look ahead to next year and some of the challenges
we must respond to and the mechanisms for so doing as we seek to foster a corporate
culture that is more welcoming of diversity.

A Decade of Implementing Employment Equity
in the Public Service of Canada: Our Statistical Progress
At the time of the first annual report to Parliament, designated group representation
was as follows: women, 46.1 per cent; Aboriginal peoples, 2.0 per cent; persons
with disabilities, 3.1 per cent; and members of visible minorities, 3.8 per cent.
The current representation levels are as follows: women, 52.5 per cent; Aboriginal
peoples, 3.8 per cent; persons with disabilities, 5.3 per cent; and members of visible
minorities, 6.8 per cent. Within the Executive Group, which has decreased in size
from 4,155 persons in 1992–93 to 3,901 in 2001–02, we have seen the following

3
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improvements in designated group representation: women, 32.0 per cent from
17.6 per cent; Aboriginal peoples, 2.5 per cent from 1.1 per cent; persons with
disabilities, 4.1 per cent from 1.9 per cent; and members of visible minorities,
3.8 per cent from 2.4 per cent. Progress has been dramatic in some areas
and much slower in others.

The 1995 Employment Equity Act extended coverage to the federal Public Service,
with obligations that are similar to those for the federally regulated private sector.
The solid legal foundation and framework undoubtedly served as a stimulus to
improving public service performance in implementing employment equity. However, as
noted in our last report, other contributing factors included the Government of Canada’s
steadfast and continuing support for the principles of employment equity and acceptance
among many that implementing employment equity is both a good thing and the right
thing to do. By removing barriers to the full and equitable participation of designated
group members and correcting conditions of historical disadvantage, organizations
benefit from the wealth of skills, talents, experiences, and perspectives available
in Canadian society. 

The Employment Equity Act states that “five years after the coming into force of this
Act and at the end of every five year period thereafter, a comprehensive review of the
provisions and operation of this Act, including the effect of those provisions shall
be undertaken by such committee of the House of Commons as may be designated
by the House for that purpose.”    

Parliament therefore has a specified role in assuring the effectiveness of the
Employment Equity Act. It is a role that will undoubtedly continue to have a significant
effect on the implementation of employment equity in the Public Service of Canada and
other organizations under federal jurisdiction. As the Act stipulates, this and previous
reports to Parliament provide information to help carry out this role. 

In December 2001, the House of Commons Standing Committee on Human Resources
Development and the Status of Persons with Disabilities commenced such a review
of the Employment Equity Act. In conducting its review and preparing a report to
Parliament, the Committee heard from over 100 witnesses, including representatives
of the Treasury Board of Canada Secretariat, the Public Service Commission of Canada,
and several departments. The committee concluded that the legislation works even
though there are important areas with respect to its implementation where improvements
can be made. The Act therefore continues to provide a solid legislative framework for
assuring equality and fairness in employment in workplaces under federal jurisdiction. 
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CHAPTER 1
MEASURING PROGRESS: A STATISTICAL PORTRAIT

OF EMPLOYMENT EQUITY IN THE PUBLIC SERVICE

The data in this chapter cover the fiscal year April 1, 2001, to March 31, 2002.
Several trends are worth noting. First, the overall representation of all designated
groups continued to increase. Second, recruitment outpaced workforce availability
for three of the designated groups, although readers should note that the availability
figures date back to 1996. In the case of persons with disabilities, recruitment
is below workforce availability, the latter deriving from 1991 data. Third, progress
continued to be made in the promotion of designated groups within the federal
Public Service. Finally, a comparison of data in this the tenth annual report on
employment equity with that in the first annual report to Parliament (for 1992–93)
reveals that there has been considerable progress in improving the situation
of members of the designated groups.

2001–02 Employment Equity Statistical Highlights 

5

WOMEN

• There continued to be improvement in the overall representation
of women, who now make up 52.5 per cent of all employees,
up marginally from 52.1 per cent last year. This contrasts with
46.1 per cent representation a decade ago.

• There was a small increase in the percentage of women who were
indeterminate employees last year, from 50.5 per cent to 51.2 per cent.
Women continued to make up 6 in 10 term employees (60.4 per cent),
similar to previous years. Slightly more than one-third of seasonal
employees were women (35.7 per cent), down from approximately
40 per cent last year.

• Progress continued to be made in the Executive category, where
the representation of women was at 32 per cent, an increase from
30 per cent last year and 28.4 per cent two years ago. 
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WOMEN (cont’d)

• Women also continued to have increasing representation in
the Scientific and Professional category, rising from 37.8 per cent
last year to 38.9 per cent.

• Women who are also members of another designated
group (for example, Aboriginal women) rose to 16.5 per cent from
15.5 per cent in 2000–01.

• Most persons hired into the federal Public Service (6 in 10)
were women, the same proportion as for the past several years.
Some progress has been made in the hiring of indeterminate
(now over a quarter of women hired) versus term employees.  

• The proportion of women entering the federal Public Service via
the Administrative Support category continued to decline (now at less
than half), although this category is still the major point of entry.
Close to 30 per cent of women were hired into the Administration and
Foreign Service category. Just about half of all persons hired into
the Scientific and Professional category (49 per cent) were women.

• Women received 6 in 10 of all promotions, similar to last year’s share.

• As it has for several years, of the large departments and agencies, the
Royal Canadian Mounted Police (federal public service staff) continued
to employ the highest proportion of women, at 77.6 per cent.

Figure 1
Representation of Women, 1988 to 2002 (%)
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ABORIGINAL PEOPLES

• Aboriginal peoples accounted for 3.8 per cent of the federal
public service workforce, a slight improvement from the 3.6 per cent
as at March 31, 2001.

• Aboriginal peoples constituted just about the same proportion
(4.5 per cent versus 4.6 per cent a year ago) of all new hires into
the federal Public Service.

• New Aboriginal employees continued to enter the federal Public Service
primarily through the Administrative Support or the Administration and
Foreign Service categories (37.2 per cent and 31.6 per cent respectively;
the data recorded for each category are higher than a year ago).

• The past couple of years have seen a significant increase in the proportion
of Aboriginal peoples hired as indeterminate employees (34 per cent this year
compared to 24.3 per cent a year ago and 17 per cent the previous year).

• Most Aboriginal employees (approximately 7 in 10) work outside
the National Capital Region, no change from last year.

• Aboriginal employees received 4.1 per cent of all promotions compared
to 3.8 per cent last year and 3.3 per cent a year earlier.

• Over one third of all Aboriginal peoples who left the federal Public Service
were indeterminate employees, a similar proportion to last year.

• While the largest number of Aboriginal employees (1,117) worked at
Indian and Northern Affairs Canada (INAC), this is less than 20 per cent
of the Aboriginal population in the Public Service. Four of five Aboriginal
employees, therefore, work at departments other than INAC. 

Figure 2
Representation of Aboriginal Peoples, 1988 to 2002 (%)
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PERSONS WITH DISABILITIES

• There was a slight increase in the representation of persons
with disabilities in the federal Public Service, up to 5.3 per cent from
5.1 per cent a year ago and 4.7 per cent a year earlier.

• Nine out of 10 persons with disabilities were indeterminate employees.

• One out of 4 employees with disabilities was hired as an
indeterminate employee, an improvement from last year’s 1 in 5 and
1 in 6 a year earlier.

• Three quarters of persons with disabilities entered the federal
Public Service in the Administrative Support or Administration and
Foreign Service categories, down from 8 in 10 a year ago.

• Employees with disabilities received 4.8 per cent of all promotions,
roughly the same as last year.

• Well over half (57 per cent) of persons with disabilities separating
from the federal Public Service were indeterminate employees, down
from 60 per cent last year.

• Of the large departments and agencies, Human Resources
Development Canada (HRDC) continued to employ the highest
proportion of persons with disabilities, at 7.9 per cent, although
the proportion has decreased from 8.2 per cent a year ago.

Workforce Availability: 4.8

Figure 3
Representation of Persons with Disabilities 
1988 to 2002 (%)
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PERSONS IN A VISIBLE MINORITY GROUP

• Persons in a visible minority group represented 6.8 per cent of
the federal public service workforce at the end of March 2002, an
increase of more than half a percentage point, which constitutes
the largest annual increase to date. 

• Eight out of 10 workers in this group were indeterminate employees,
the same proportion as last year.

• Just over 21 per cent of all persons in a visible minority group were
in the Scientific and Professional category. Six in 10 were found in
the Economics, Sociology and Statistics (ES); Engineering and Land
Survey (EN); Scientific Research (SE); and Law (LA) groups. These
same groups account for more than half of all employees in the
Scientific and Professional category.

• Forty-three per cent of employees in a visible minority group worked
in the National Capital Region, a little higher than last year and roughly
the same as for all employees.

• Of all new hires, 10 per cent were persons in a visible minority group,
a noteworthy increase from 8.1 per cent a year earlier and 5.7 per cent
the previous year.

• Of all new indeterminate employees, 12.3 per cent were members
of a visible minority group, up from 11.5 per cent a year earlier.

• While over half of all new employees in a visible minority group
entered via the Scientific and Professional and the Administration
and Foreign Service categories, almost one third were hired
into the Administrative Support category. 

• Employees in a visible minority group received 7.7 per cent of all
promotions, higher than their internal representation of 6.8 per cent.
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PERSONS IN A VISIBLE MINORITY GROUP (cont’d)

• Persons in a visible minority group accounted for 5.7 per cent
of separations by indeterminate employees, just about the same as
a year ago.

• Of the large departments and agencies, Citizenship and Immigration
Canada and Health Canada employed the highest proportions of
persons in a visible minority group, at 13.6 per cent and 11.4 per cent
respectively, compared with 12.8 per cent and 10.1 per cent each a
year ago. At 21.2 per cent, the Immigration and Refugee Board has
the highest percentage overall.
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Figure 4
Representation of Persons in a Visible Minority Group 
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Figure 5
Hiring and Promotion of Women 
1988, 1996, 1997, 1998, 1999, 2000, 2001, and 2002 (%)

Hirings Promotions
0

10.0

20.0

30.0

40.0

50.0

60.0

70.0

1988 1996 1997 1998 1999 2000 2001

51.6
54.6 52.3

63.4 63.2
59.9 62.1

47.1

57.4 57.8 56.8 56.5 57.6 57.4 58.3 60.4

2002

Figure 6
Hiring and Promotion of Aboriginal Peoples 
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Figure 7
Hiring and Promotion of Persons with Disabilities 
1988, 1996, 1997, 1998, 1999, 2000, 2001, and 2002 (%)
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Figure 8
Hiring and Promotion of Visible Minorities 
1988, 1996, 1997, 1998, 1999, 2000, 2001, and 2002 (%)
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OVERALL REPRESENTATION

Figures 1 through 4 compare the representation of each designated group with
workforce availability. (See Technical Notes at the end of this chapter.) These charts,
as well as figures 5 through 8 and Table 1, also provide historical information on the
four designated groups to help in tracking our progress over the past decade and a half. 

Below is a current representation of the federal Public Service compared with the latest
workforce availability estimates.

• For three of the four designated groups — women (52.5 per cent), persons with
disabilities (5.3 per cent), and Aboriginal peoples (3.8 per cent) — representation
rates are higher than their respective workforce availability rates of 48.7 per cent,
4.8 per cent, and 1.7 per cent.

• There is still under-representation of persons in a visible minority group with a gap
of 1.9 percentage points between representation, 6.8 per cent, and the workforce
availability figure of 8.7 per cent derived for public service purposes. This gap has
narrowed, however, from the previous year, when it was 2.6 percentage points.

The Employment Equity Act requires that workforce availability indicators be used in
determining whether or not an organization is representative. These indicators derive
from the 1996 Census in the case of women, Aboriginal peoples, and persons in a visible
minority group and from the 1991 Health and Activity Limitation Survey (HALS) for
persons with disabilities. A new survey, the Participation and Activity Limitation Survey
(PALS), was carried out in autumn 2001. Data from the 2001 Census and the PALS will
allow the availability indicators for all designated groups to be updated in 2003.

Workforce availability estimates provide a picture of the Canadian workforce. They are
derived initially from the population aged 15 years and older who have had some work
experience in at least the 16 months prior to the Census (for women, Aboriginal peoples,
and persons in a visible minority group) and the five years prior to the HALS
(for persons with disabilities). Taking into account the preference accorded to Canadian
citizens in hiring decisions for open competitions under the Public Service Employment
Act, workforce availability estimates are based on the population of Canadian citizens
with the skills and work experience relevant to the occupational groups in the federal
Public Service. In March 2002, in the case of Lavoie et al v. the Attorney General
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of Canada, the Supreme Court of Canada upheld the constitutionality of citizenship
provisions in the Public Service Employment Act. The Court recognized the importance
of Canada’s citizenship policy and the legislative provisions that permit the application
of such a preference. Workforce availability estimates for visible minorities in
the Public Service are lower than in the general workforce because this citizenship
preference is factored into the calculation of workforce indicators. 

Gender
Table 2 presents the distribution of federal public service employees by gender
as at March 31, 2002. The proportion of women who are also members of another
designated group is now at 16.5 per cent of all women, up from 15.5 per cent a year
earlier. There were increases for two groupings — the proportion of women in a visible
minority group increased to 7.0 per cent compared with 6.2 per cent a year earlier, while
the proportion of Aboriginal women rose marginally from 4.3 per cent to 4.5 per cent.
Women with disabilities remained the same, at 5.0 per cent.

Women continue to account for more than 60 per cent of Aboriginal peoples in
the federal Public Service. This is also true for both indeterminate and term employees.
A more even gender balance was found among persons with disabilities and persons
in a visible minority group, with exactly half and 53.5 per cent of employees being
women, respectively.

Employment Type
Table 2 also includes information by employment type. The proportion of indeterminate
employees is slightly higher than in previous years, 85.0 per cent compared with
83.9 per cent in 2000–01. There are similarly high proportions of indeterminate
employees among the designated groups: 82.9 per cent for women, 83.6 per cent for
Aboriginal employees, 90.6 per cent for persons with disabilities, and 81.5 per cent
for employees in a visible minority group, all higher than last year.

The number of employees on strength for a specified period of three months or more
was just about the same as last year: 23,107 versus 23,009, or 14.6 per cent of the
total population (i.e., indeterminate employees, terms of three months or more, and
seasonal employees). Over the past several years, most term employees — more than
three-quarters but down from 8 in 10 last year — were members of the designated
groups; this year 60.4 per cent are women, down by over 10 percentage points
from last year.
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Occupational Category
Overall, 2.5 per cent of all employees are in the Executive ranks, a touch higher
than the previous year (2.4 per cent). Close to 1 in 3 persons in this occupational
category are women (32 per cent), up from 30 per cent last year and almost double
the percentage recorded in our first annual report. 

With respect to the other occupational categories, the Scientific and Professional
category showed the most growth (9.7 per cent or 1,865 employees), followed
by Administration and Foreign Services (9.0 per cent or 5,209 employees), Technical
(4.9 per cent or 794 employees), Operational (0.6 per cent or 116 employees), and
Administrative Support (which decreased by almost 200 employees or 0.6 per cent).

More than half of all women (56.3 per cent, up from 53.6 per cent) were in the
Executive, Scientific and Professional and Administration and Foreign Service
categories. The Administration and Foreign Service category continued to be the largest
grouping of women in the federal Public Service (44.8 per cent of all women), with
some 9,000 more employees than the Administrative Support category (33.8 per cent).
Approximately one-and-a-half per cent of all women in the federal Public Service
were in the Executive category, well below the 3.5 per cent for men and the 2.5 per cent
for all employees.

The representation of Aboriginal peoples, persons with disabilities, and persons in
a visible minority group in the Executive category have all increased since last year’s
report. This year, they were at 2.5 per cent, 4.1 per cent, and 3.8 per cent respectively,
up from 2.0 per cent, 3.5 per cent, and 3.4 per cent in 2001. 

Age
Table 4 presents the age structure of the designated groups in 2001–02 by occupational
category. At 43.4 years, the average age of federal public service employees is about the
same as it was the past few years. 

The proportion of employees aged 45 and older dropped slightly from last year,
currently at 47.9 per cent, versus 48.3 per cent last year. However, apart from persons
in a visible minority group, the designated groups showed increases in the proportion
of individuals in the upper age brackets. Almost two thirds of persons with disabilities
were 45 years or older. This group had the highest average age (46.5), while Aboriginal
employees had the lowest average age (41.1).
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The gap between men and women continued the trend started several years ago when
half of all men were aged 45 and over compared with 4 in 10 women. The proportion of
women in this age group increased this year by 1.5 per cent to 44.8 per cent whereas for
men the proportion is 54 per cent. The average age for women was 42.4 years, one year
younger than the overall average and two years younger than that for men (44.4 years).

With respect to the other designated groups, the proportion of Aboriginal employees
aged 45 and over rose by 1.0 per cent to reach 38.5 per cent of all Aboriginal employees.
The proportion of employees with disabilities in the same age bracket has continued to
rise since 1993–94 when it was 45 per cent. Currently, it is 63.6 per cent compared with
61.8 per cent last year. The proportion of employees in a visible minority group aged
45 or older dropped by 2.5 per cent compared to a year ago (43.7 per cent versus
41.2 per cent). At 42 years, the average age for all employees in a visible minority group
decreased slightly from last year’s 42.6.

Figure 9
Women by Age Group
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Departments and Agencies
Table 5 shows representation by departments and agencies, most of which experienced
increases in the size of their populations, continuing the upward trend started in
1998–99. Among the 18 larger departments (i.e., those with 3,000 or more employees),
only Agriculture and Agri-Food Canada showed a decrease in total number
of employees. The Department of Justice Canada showed the greatest increase, up
16.3 per cent to 4,239 employees from last year’s 3,646. 

There was little change in the proportion of women in each of the large departments.
The highest proportion was again at the Royal Canadian Mounted Police (RCMP)
(federal public service staff) and HRDC, where approximately 8 in 10 and
7 in 10 employees, respectively, were women. As in previous reports, the department
with the lowest proportion of women employees was Fisheries and Oceans Canada
where increases have been marginal over the past two years (29.8 per cent now versus
28.5 per cent a year ago and 27.7 per cent prior to that). With an increase of almost
900 employees overall, Health Canada had the largest increase in the number of women
(584) compared to last year, while the proportion of women in the Department of
Foreign Affairs and International Trade had the largest percentage point increase (1.6)
and now has 48 per cent women in its workforce.

Figure 10
Three Designated Groups of Employees by Age Group
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As they did last year, five departments — INAC, Correctional Service Canada, HRDC,
Health Canada, and National Defence — accounted for nearly 63 per cent of Aboriginal
employees this year, up from just under 60 per cent.

At 29.9 per cent, up from 29.2 per cent a year earlier, INAC continued to have the
highest proportion of Aboriginal employees, as it has since our first report. This was
more than four times the proportion in the next highest department, Health Canada, with
7.2 per cent. Correctional Service Canada surpassed HRDC to become second in the
number of Aboriginal employees in its workforce, 862 compared with 1,117 at INAC.

While eighteen departments and agencies (two more than last year) had only one
or no Aboriginal employees, for the most part, it was primarily the small ones
(i.e., 100 employees or fewer) that had low levels of Aboriginal representation.
Twelve of these smaller departments had 30 or fewer employees. 

Among departments and agencies with between 100 and 1,000 employees, the Canadian
Human Rights Commission and the Office of the Secretary to the Governor General
both recorded the highest proportions of persons with disabilities (12.1 and 8.7 per cent
respectively). Among departments with more than 1,000 employees, HRDC and the
Public Service Commission of Canada, at 7.9 and 7.0 per cent respectively, have the
highest proportions. Each of the 13 departments that had no employees with disabilities
has a population of fewer than 100 employees.

Together, HRDC, Public Works and Government Services Canada (PWGSC), Health
Canada, National Defence, Citizenship and Immigration Canada, Statistics Canada,
and Correctional Service Canada account for 56.8 per cent of employees in a visible
minority group compared with 54.9 per cent of all federal public service employees.
Each of these departments employs more than 500 individuals from this designated
group. Close to 1 in 6 of all employees in a visible minority group worked at HRDC,
where they represent 7.1 per cent of the total employee population. As it did last year,
Citizenship and Immigration Canada leads the large departments in percentage
representation (13.6 per cent versus 12.8 per cent last year), along with Health Canada.
Among departments and agencies with fewer than 1,000 employees, for the fourth year
in a row, the Immigration and Refugee Board has the highest percentage of employees
from a visible minority group (21.2 per cent).
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Geographic Location
The geographic distribution of federal public service employees is presented in Table 6
and Figure 11. With over 64,000 employees, the National Capital Region has the highest
concentration (40.8 per cent) of the federal workforce, slightly higher than last year’s
39.4 per cent. The proportions of women (42.9 per cent) and members of visible
minority groups (43.4 per cent) in the NCR were slightly higher than for the public
service workforce as a whole. Over two thirds of Aboriginal peoples worked outside
the National Capital Region.

Excluding the National Capital Region, Ontario has the highest number of employees
in all four designated groups. Prince Edward Island has the highest proportion of women
(6 in 10). One third of all employees working outside Canada are women, the same
proportion as last year. 

Aboriginal Persons with Persons in a
Women Peoples Disabilities Visible Minority Group

Newfoundland 

and Labrador 40.4 3.3 3.9 0.7

Prince Edward Island 61.6 2.4 6.7 1.5

Nova Scotia 39.9 2.4 6.2 4.6

New Brunswick 52.6 2.1 4.5 1.0

Quebec 53.7 2.8 4.0 5.0

Ontario 54.5 2.8 5.9 8.6

Manitoba 55.1 10.7 5.9 5.7

Saskatchewan 52.6 12.1 5.0 2.9

Alberta 53.8 7.0 6.2 6.4

British Columbia 48.0 4.6 5.6 11.4

Yukon 58.0 17.0 4.4 1.5

Northwest Territories 54.6 22.3 2.6 3.5

Nunavut 51.0 29.7 2.1 4.1

Figure 11
Distribution of Federal Public Service Employees
by Designated Group and Region of Work (%)
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Excluding the territories, Manitoba and Saskatchewan have the highest proportions
of Aboriginal employees in the federal workforce (10.7 per cent and 12.1 per cent
respectively). Quebec (excluding the National Capital Region) and New Brunswick have
the lowest proportions (1.4 per cent and 2.1 per cent respectively). Employees with
disabilities ranged from a low of 2.1 per cent in Nunavut to a high of 7.1 per cent in
Ontario (outside the National Capital Region). As with Aboriginal peoples, the regional
distribution of visible minority group members showed considerable variation.
As in previous years, British Columbia leads all provinces with 11.4 per cent of
visible minorities in the federal workforce there. At the other end of the spectrum is
Newfoundland and Labrador at less than 1 per cent, the same as the previous year.
Newfoundland and Labrador is the only province or territory with less than 1 per cent
representation for any designated group. At 29.7 per cent, Nunavut has the largest
proportion of Aboriginal employees, an increase of 1.4 percentage points over the
last year. 

Salary
Table 7 presents the distribution of designated groups by salary as at March 31, 2002.
All four groups showed a slight increase in the proportion of employees earning $50,000
or more. 

The proportion of federal public service employees earning $50,000 or more rose
by 8.1 percentage points to 45.2 per cent. The proportion of women earning $50,000 or
more improved to 33.3 per cent of all women in 2001–02 from last year’s 25.9 per cent
and 22.3 per cent two years ago. However, the gap between women and men remains
similar to last year’s. The proportion of men earning this salary also increased, to
58.3 per cent from 49.4 per cent. This amounts to a 25-percentage point difference
between men and women, the equivalent of 2000–01. As a proportion of all employees,
women earning $50,000 or more rose to 38.7 per cent from 36.3 per cent last year and
from 24.7 per cent six years ago. The proportion of individuals earning $50,000 or
more as a percentage of all employees also increased in the other designated groups.
Aboriginal employees rose to 3.0 per cent from 2.6 per cent; persons with disabilities
to 4.6 per cent from 4.4 per cent; and persons in a visible minority group to 6.7 per cent
from 6.3 per cent.

An examination of each designated group separately reveals the following: the
proportion of Aboriginal employees earning $50,000 or more increased to 36.1 per cent
from 26.7 per cent; employees with disabilities to 39.5 per cent from 32.1 per cent; and
employees in a visible minority group to 44.4 per cent from 38.3 per cent. The relatively
higher proportion of employees in a visible minority group earning $50,000 or more is
due largely to their heavy representation in the Scientific and Professional category.
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Hirings
Hiring figures for the federal Public Service are displayed in Tables 8 to 10.
They include persons added to the federal public service payroll between April 1, 2001,
and March 31, 2002, and comprise indeterminate employees, students, casual
employees, and other persons whose terms of three months or less have been extended.
(See Technical Notes further in this chapter.) 

Compared with last year, only persons in a visible minority group showed an increase
in their share of hiring, increasing from 8.1 per cent in the previous year to 10.0 per cent
this year. Women continued to account for the majority of new recruits at 56.8 per cent,
versus 57.8 per cent last year. Persons with disabilities made up 2.8 per cent of new
hires compared with 3.1 per cent last year, and Aboriginal persons, 4.5 per cent versus
4.6 per cent last year. 

Despite increases for the other categories over the years, most women (42.7 per cent
in 2001–02) continued to enter the federal Public Service via the Administrative Support
category. Furthermore, nearly 8 in 10 of the new entrants into this category are women
(although the figure this year is down marginally from last year). The proportion
of women entering the Public Service via the Scientific and Professional category rose
slightly from a year ago (13.1 per cent compared with 11.9 per cent), while 42.5 per cent
of hires into the Executive category (entries from outside the Public Service) were
women. The figure for last year was 34.1 per cent.

While most people continue to enter the federal Public Service as term employees,
the proportion has been dropping in recent years (71.4 per cent in 2001–02 from
76.3 per cent last year and 79.7 per cent two years ago). Conversely, the share of
indeterminate employees among new hires has been increasing: 28.1 per cent compared
to 21.0 per cent a year ago and 19.1 per cent in 1999–2000. An examination of the
designated groups reveals that 25.3 per cent of women, 34 per cent of Aboriginal
peoples, 27 per cent of persons with disabilities, and 34.6 per cent of persons in a visible
minority group were hired for an indeterminate period. This represents a significant
increase in indeterminate hires for all designated groups. 

More than 4 in 10 of all new employees, and nearly half of all new female employees,
were hired in the National Capital Region. A lower ratio was recorded for
Aboriginal persons (33.9 per cent), and slightly higher ones for employees with
disabilities (52.6 per cent) and members of a visible minority group (52.2 per cent). 
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Ontario (excluding the National Capital Region) led all areas in the number (2,137)
of women hired. The proportion of women among new hires was highest in
Prince Edward Island, where 7 out of 10 new employees were female. While 13 per cent
of all new employees joined the federal Public Service in the Prairie provinces,
30.1 per cent of all new Aboriginal employees were hired in those provinces.
British Columbia accounted for 8.4 per cent of all new hires and 12.3 per cent
of persons in a visible minority group. 

Promotions
Promotions constitute appointments to positions at higher maximum levels of pay.
(See Technical Notes further in this chapter.) Tables 11 to 13 provide information
on promotions in 2001–02.

There continued to be increases in the share of promotions experienced by all four
designated groups. For three of the four, shares of promotions were higher than internal
representation. For persons with disabilities, the promotion share of 4.8 per cent was
below this year’s representation of 5.3 per cent. 

For Aboriginal employees and persons in visible minority groups, the variances between
promotional share and internal representation were slight: 4.1 per cent of all promotions
for the former compared with an internal representation of 3.8 per cent and 7.7 per cent
for visible minorities compared with an internal representation of 6.8 per cent.
Women earned 60.4 per cent of all promotions compared with an internal representation
of 52.5 per cent. 

For the federal Public Service as a whole, 90.4 per cent of promotions during
2001–02 went to indeterminate employees, a small rise from last year. Similarly,
among the designated groups, the overwhelming majority of promotions went
to indeterminate employees.

The highest number of promotions for all four designated groups, as for the federal
Public Service as a whole, involved movements to or within the Administration and
Foreign Service category. These movements accounted for approximately half of all
promotions, as well as for Aboriginal peoples, persons with disabilities, and persons
in a visible minority group. The share was slightly higher for women (57.8 per cent).
Almost one quarter of all promotions attained by visible minorities involved movements
to or within the Scientific and Professional category.
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Over half of all promotions (56.2 per cent) were in the National Capital Region, up
by 5 percentage points over last year. This region also accounted for 57.3 per cent
of promotions for women, 57.6 per cent for visible minority employees, 56.5 per cent
for employees with disabilities, and 45.8 per cent for Aboriginal employees.

Separations
The final three tables, 14 to 16, present information on separations — persons
removed from the federal public service payroll. Separations include employees whose
appointment for a term or specified period ended during the 2001–02 fiscal year.
There were 11,192 separations this year, an increase of more than 1,000 or 10.2 per cent
over last year’s total of 10,159.

Almost 7 in 10 of all separations (69.3 per cent) involved persons in the designated
groups, compared with 65.5 per cent last year. Women showed a small increase in the
proportion of separations (to 53.9 per cent in 2001–02 from 51.7 per cent the previous
year). The other three designated groups also showed slight increases — for Aboriginal
employees to 4.5 per cent and persons with disabilities to 4.6 per cent from 4.1 per cent
each in 2000–01 and for visible minorities to 6.3 per cent from 5.6 per cent. 

Analysis by regions reveals that the ratio of total separations to total employees is lowest
in Prince Edward Island (4.6 per cent) and highest in Saskatchewan (12.9 per cent). 

Sixty per cent of all separations occurred in the Administration and Foreign Service
and the Administrative Support categories, up from 57 per cent for these two categories
a year ago. Women accounted for 53.9 per cent and 78.7 per cent respectively of
all separations from these groups; women are heavily represented in both of these
categories. Among the separations from the Scientific and Professional category, the
proportion of women increased marginally to 48.8 per cent from 46.6 per cent last year.

The separation rate of persons in a visible minority group was highest in the Scientific
and Professional category, where they are more heavily concentrated. This year’s rate
for this occupational category was 9.1 per cent, compared to 8.9 per cent last year.

The rate of Aboriginal separations ranged from 1.9 per cent in the Technical category
to 5.6 per cent in the Administration and Foreign Service category. 
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Technical Notes
The following section provides statistics on the designated groups in the federal
Public Service as at March 31, 2002. It includes summary data on women, Aboriginal
peoples, persons with disabilities, and persons in a visible minority group, as well
as tables on hirings, promotions, and separations of persons in these groups.

Federal Public Service
Treasury Board is the employer for the federal Public Service as set out in the
Public Service Staff Relations Act, Schedule I, Part I (PSSRA, I-I). Appointments
are made according to the merit principle under the Public Service Employment Act,
which is administered by the Public Service Commission of Canada.

The total number of employees in the federal Public Service was 164,220 as
at March 31, 2002. This represents an increase of 8,860 persons or 5.7 per cent
from March 31, 2001.

The employee population was distributed among the following categories:

Indeterminate, terms of three months or more, and seasonal 157,510

Terms of fewer than three months 1,073

Casual employment 5,637

Total 164,220

Report Coverage
This report includes information on indeterminate employees, term employees of
three months or more, and seasonal employees. Due to the rapid turnover of students
and casual employees, no information is reported on them, except in the case of
hirings. Persons on leave without pay, including those on care and nurturing leave
and educational leave, are not included in these tables. Their exclusion may affect
the representation in some smaller departments. The statistics in this document also
exclude Governor in Council appointees, ministerial staff, federal judges, and deputy
ministers, who are also on the federal public service payroll.

As required under the Employment Equity Act, this annual report to Parliament
presents information for the fiscal year beginning April 1, 2001, and ending
March 31, 2002.
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Federal Departments and Agencies
Under the PSSRA, I-I, the federal Public Service comprises almost 70 departments,
agencies, and commissions for which the Treasury Board is the employer (see Table 5).
The statistics in this report include only employees working for organizations covered
by the PSSRA, I-I. These organizations vary in size, from large departments with more
than 3,000 employees, through medium-sized departments with between 1,000 and
3,000 employees, to small institutions with 100 to 1,000 employees, and very small
institutions with fewer than 100 employees. Some departments have employees in all
provinces and territories while others are located only in the National Capital Region.
The population for some small organizations is included with the larger institution
that handles its payroll and administrative matters.

Term Employees
Both the Financial Administration Act and the Employment Equity Act define
“employee” to include persons hired for a fixed duration of at least three months,
traditionally referred to as “term employees.”

Term employees fall into two categories:

• short-term employees appointed for fewer than three months; and

• long-term employees appointed for three months or more.

Since persons hired for less than three months are not part of the population under
the Employment Equity Act, they are excluded from the statistics in this report. While
employed in the federal Public Service, however, some persons who are initially hired
as short-term employees become long-term or indeterminate employees. When this
change in status occurs and the employee is not given an opportunity to self-identify,
designated group representation may be under-reported. For this reason, departments
and agencies have been collecting self-identification information from everyone
added to the federal public service payroll. 

Self-identification is the process by which persons voluntarily identify themselves
as being members of one or more of the minority-designated groups or confirm that they
are not.
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Data on Persons in the Designated Groups
To assure consistency in the data presented in this chapter’s statistical section,
the Treasury Board of Canada Secretariat (TBS) uses the Incumbent File, which
contains information on all employees for whom the Treasury Board is the employer
in accordance with the PSSRA, I-I. Self-identification data are generated from
the Employment Equity Data Bank maintained by TBS. Information derived from
these two sources may not harmonize exactly with what may be obtained from
departmental sources. 

Data in the Incumbent File are derived monthly from the pay system of Public Works
and Government Services Canada. Data on movements into the federal Public Service
(hirings) and out of it (separations) are derived from the Incumbent File and one of its
subsets, the Mobility File. Data on promotions come from the Appointments File
administered by the Public Service Commission of Canada.

All tabulations, other than those for women, contain data obtained through
self-identification.

The completeness and accuracy of employment equity data for the federal Public
Service and its departments depend on employees being willing to self-identify and
on departments providing opportunities for them to do so. Employees can self-identify
when they join a department’s workforce (including when they are engaged as students
or casual employees) and during departmental self-identification surveys and campaigns.
At any time, they may simply complete a self-identification form available from
Employment Equity Co-ordinators in the department.

Terminology
“Hirings” refers to the number of persons added to the employee population during the
fiscal year that the report covers. This includes indeterminate and seasonal employees,
those with terms of three months or more, and those students and casual employees
whose employment status has changed (to indeterminate, term of three months or more,
or seasonal). “Hiring” measures the flow of employees into the federal Public Service;
it may include more than one staffing action for term employees. 

“Promotions” refers to the number of employee appointments to positions at
higher maximum pay levels either within the same occupational group or subgroup
or in another group or subgroup during the fiscal year covered by the report.
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“Separations” refers to the number of employees (i.e., indeterminate, terms of three
months or more, and seasonal) removed from the federal public service payroll during
the fiscal year that the report covers. It measures the flow of persons out of the federal
Public Service and may include more than one action for term employees. Separations
include people who retired or resigned, as well as persons whose specified employment
period (term) in the federal Public Service has ended. While people on leave without
pay are excluded from the population counts derived from the pay-driven Incumbent
File, they are included as separations when they leave the federal Public Service.

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

“Seasonal employees” refers to people hired 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 representation figures.

“Workforce availability” refers to the distribution of people in the designated
groups as a percentage of the total Canadian workforce. For federal public service
purposes, workforce availability is based only on Canadian citizens in those occupations
in the Canadian workforce corresponding to the occupational groups in the federal
Public Service.
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CHAPTER 2
THE EMPLOYMENT EQUITY POSITIVE MEASURES PROGRAM

This chapter reviews the accomplishments of the Employment Equity Positive Measures
Program (EEPMP) during fiscal year 2001–02. Since funding for the initiative sunsets
on March 31, 2002, the following section also provides brief highlights of some of the
EEPMP’s numerous successes over its four-year existence. 

The government created the EEPMP in 1998 as a temporary four-year program to
provide central leadership and support to federal departments and agencies in their
efforts to increase the representation and distribution of designated group members
within the federal Public Service. The EEPMP drew to its conclusion in 2001–02.

The strength of the EEPMP was that it fostered the idea that complying with the
Employment Equity Act is a continual process, not an end point. Based on this principle,
the EEPMP provided tools to support a dynamic process of applying the principles
of employment equity in the workplace to improve the representation of the four
designated groups. It provided additional tools, services, and funding to departments
and agencies; this support enabled government employers to turn their good intentions
into lasting results.

Assessment of the EEPMP’s Success
The EEPMP represented a significant part of the Treasury Board of Canada Secretariat’s
(TBS) overall employment equity strategy for the federal Public Service. It created
and fostered strategic partnerships and paved the way for the cost-sharing of national,
regional, and sectoral multi-departmental projects to address employment barriers faced
by members of the four designated groups. Among its many advantages, the EEPMP
assured greater integration of employment equity in the planning processes, including
human resources planning, and in the daily operations of departments and agencies.

With an overall allocation of up to $10 million annually, the EEPMP helped fund
more than 160 projects, over four years, involving close to 100 partners. In addition,
funding from the EEPMP created and supported the Centre of Excellence, whose legacy
is the Diversity Collection at the Public Service Commission of Canada (PSC), and
one pilot project, the Federal Public Service Job Accommodation Network (FPS-JAN),
which was dedicated to issues related to the accommodation of members of the
designated groups. 
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The EE Positive Practices Search Tool, which can be found at http://www.tbs-sct.gc.ca/ ee/
positive/positive_e.asp, provides a complete list and description of the EEPMP projects
and resulting tools. An independent review and assessment of EEPMP made the
following conclusion:

Clearly, the EEPMP has contributed significantly to employment equity

implementation. Many exciting, innovative, and useful activities would

not have occurred without EEPMP. While results have definitely been attained,

achievement of the four objectives set for the program in 1998 could not have

been reached within the four-year funding period set for the EEPMP.1

2001–02 Projects
The EEPMP was divided into four components. The PSC administered and delivered
three of the components on behalf of TBS: the Employment Equity Partnership Fund
(EEPF), the Employment Equity Career Development Office, and the Employment
Equity Enabling Resource Centre for Persons with Disabilities. The fourth, the
Employment Equity Intervention Fund (EEIF), was administered and co-ordinated
by TBS.

Figure 12 provides the distribution of dollars allocated among the four EEPMP
components during fiscal year 2001–02. 
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Figure 12
Distribution of Dollars Allocated Among 
the four EEPMP Components

7%8%

38%

47%
Intervention Fund

Partnership Fund

Career Development Office

Enabling Resource Centre

1. Weiner, Nan and Daina Green. Review and Assessment of [the] Employment Equity Positive Measures Program.
Toronto, NS Weiner Consulting Inc., 2001.
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As in previous years, this year’s projects promoted government priorities as well as
provided models and potential best practices to help implement the recommendations
of the three subcommittees of the Committee of Senior Officials (COSO). In 2001–02,
the subcommittees focussed on recruitment, workplace well-being, and learning
and development. 

Employment Equity Partnership Fund
One of the four components of the EEPMP, the EEPF was a regionally driven funding
program that set out to accomplish the following:

• build employment equity capacity;

• promote a welcoming, supportive workplace;

• improve representation; and 

• strengthen career development initiatives.

Nearly $3,251,718, or almost 95 per cent of the $3,442,175 funding approved, was
spent on EEPF initiatives in 2001–02. To receive funding, projects were required to
fall under one of the following categories: a partnership between one or more federal
departments at the regional level; a department with a common problem across several
regions; or a partnership between members of a functional community. 

Each region’s priorities were reflected in its project choices. For example, over half
the projects in the Western Region were aimed at all four equity groups. In the Central
Prairie Region, 55 per cent of the projects specifically addressed issues concerning
Aboriginal peoples.  

The Central and Southern Ontario and Quebec regions emphasized projects that
involved removing barriers to members of visible minorities (75 per cent and
40 per cent of projects, respectively). Almost half of the projects in the National Capital
and Eastern Ontario Region focussed on all four equity groups.

The Atlantic Region dedicated the largest commitment, 60 per cent, to projects
involving persons with disabilities.  
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The following figures illustrate EEPF projects by designated group and by regional
expenditures for 2001–02.
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Figure 13
Distribution of the Partnership Fund Projects 
by Designated Group, 2001–02

Women

Aboriginal Peoples

Persons with Disabilities

Visible Minorities

Multiple Groups*

All Four Designated Groups

5%

39%

9% 14%

14%

19%

* “Multiple Group” projects addressed issues pertaining to two or more designated groups.

Figure 14
Distribution of the Partnership Fund Expenditures 
by Region, 2001–02
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Employment Equity Capacity Building
The EEPMP responded to a need for capacity building by developing and promoting
the knowledge and skills necessary for federal departments and agencies to fulfil their
obligations under the Employment Equity Act. To accomplish this, the government
sought to create partnerships through the EEPMP to broaden its effect on departments
and agencies. 

An example of one such partnership was the Consensus and Capacity Building
program, led by Western Economic Diversification Canada in the Central Prairie Region.
This Harvard University executive training program was designed to foster collaboration
among Manitoba Aboriginal affairs stakeholders in order to identify and promote an
Aboriginal agenda based on employment equity principles. Over 75 persons attended
a workshop entitled “Building on the Aboriginal Agenda”; it was designed for the
federal and provincial public services and Aboriginal leaders.  

The development of tools and the sharing of experiences was also a means of
developing capacity in departments. For example, Human Resources Development
Canada led a project that developed a video entitled Just Ask Me! The video is available
in open caption, descriptive narration, and in American Sign Language and features
federal government employees and managers talking about how accommodation
can be achieved in the workplace. 

The Power is People — A Guide for Managers: How to Recruit, Retain and
Promote Women and Aboriginal Peoples (January 2002) is a publication by
Health Canada, described which programs and services exist in the federal Public
Service, how to effectively use these programs and services, and where to obtain
advice about employment equity issues.  

Supportive Workplace
The EEPMP helped to promote a welcoming, inclusive, and supportive work
environment by funding initiatives aimed at creating positive changes in the work
environment for all employees, especially for those who are members of a designated
group. The following are examples of programs and projects that resulted from
the EEPMP.

The Employment Equity Career Counselling Course, led by the PSC in the
Western Region, played a key role in creating supportive workplaces and provided
designated group members with counselling services to help them with their career
development plans. 
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Culturally Aware Employee Services — The Mediation Component, led by
Environment Canada, is a one-day component of a ten-day training session. This
component is designed to ensure that cultural sensitivity is part of Environment
Canada’s ten-day Mediation Certification Program. This short-term project
incorporated diversity awareness into the mediation training process while working
to assure group representation in the pool of qualified mediators in the Atlantic
region. Participants who completed the training were sensitized to the issue of
ethnic stereotyping, to the importance of acknowledging diversity, and to how
cultural sensitivity facilitates successful mediation resolution.

Representation
The EEPMP continued to fund initiatives to improve the representation of employment
equity group members and to foster a supportive environment for designated groups,
as demonstrated in the following examples:

The Interdepartmental Outreach project, led by Fisheries and Oceans Canada,
invited various federal government departments and agencies to participate in
the “Careers of Choice: Expo 2000,” which was held in Vancouver. The project used
booths, workshops, and multimedia information to raise the profile of the Public
Service as an employer of choice. It also helped graduates and students, members
of equity groups, and other qualified candidates in their career search through
the use of techniques for attaining success in the application process. 

The Junior Visible Minorities Reporters project increased the representation
of visible minorities within Canadian Heritage and Parks Canada by giving
16 young adults from Greater Montreal’s ethno-cultural communities high-quality
work experience as reporters. This was accomplished by offering them positions
as interpretive guides in the short term. Eventually, several were appointed as
indeterminate employees. 

Employment Equity Intervention Fund
The EEIF was designed to help departments and agencies introduce and maintain an
organizational culture conducive to learning by developing training activities, tools,
and best practices.
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The following figure provides a breakdown of the projects funded under the EEIF
in 2001–02 by designated group.

Employment Equity Career Development Office 
The Employment Equity Career Development Office (EECDO) provided advice
and resources on all aspects of career development (mentoring, learning, coaching,
counselling, etc.) to managers and human resources personnel. 

Employment Equity Enabling Resource Centre
for Persons with Disabilities 
The Enabling Resource Centre (ERC) for Persons with Disabilities, managed by the
PSC on behalf of the Treasury Board, was the fourth component of the EEPMP. During
its four years of operation, the ERC helped public service managers provide assistive
technologies and other accommodations needed to meet the needs of employees and
potential employees with disabilities. 
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Figure 15
Distribution of the Intervention Fund Projects 
by Designated Groups, 2001–02

* There were no projects specifically aimed at women only. It is to be noted, however, that participants
 in the CS Bridging Program for Designated Group Members were mostly women
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Under the Employment Equity Act and the current government policy on the duty to
accommodate, departments are responsible for removing employment barriers and
accommodating their employees with disabilities. Through its resources, the ERC was
able to help departments move towards self-sufficiency in achieving these employment
equity objectives.  

The Atlantic Region in partnership with several major departments, for example,
established an ERC in Halifax modelled on the PSC’s ERC for Persons with Disabilities
in the National Capital Region. As well, a number of departments also benefitted from
the EEPMP and have established a pool of specialists to provide advice and technical
assistance to accommodate their employees (e.g. Human Resources Development
Canada, Public Works and Government Services Canada, Environment Canada, Industry
Canada, Transport Canada, and the Canadian International Development Agency).

Federal Public Service Job Accommodation Network
for Employees with Disabilities 
The FPS-JAN for employees with disabilities was a single-window office that
facilitated access to advice, policy information, relevant programs, and other services
for managers, employees with disabilities, and public service employees in general.
The FPS-JAN maintained contact with a network of over 75 partners and service
providers, such as the PSC’s ERC and various departmental technology centres.
Although funding for FPS-JAN ended on March 31, 2002, the network still exists
as an informal partnership among stakeholders and will likely be integrated into the
work of the Employment Equity Division of TBS.

Reflecting on Progress 
By providing resources and facilitating an exchange of information through the
EEPMP, the government helped departments and agencies develop the tools, expertise,
and opportunities to meet their employment equity objectives. Many of the projects
funded under the EEPMP can be used or adapted by departments and agencies
in any region. 

Through the EEPMP, it was demonstrated that partnerships and a more horizontal
approach to challenges lead to better results and improved services for Canadians.
In the process, implementation of EEPMP contributed to building a modern federal
Public Service. 
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Unquestionably, the various initiatives funded through the four components of the
EEPMP contributed to shaping the future of employment equity across the federal
Public Service. The challenge now is maintaining the momentum and mainstreaming
employment equity in departments. While this may be the end of one phase, it is also
the beginning of another. The sunset of the EEPMP does not mean that central agencies
are withdrawing from the employment equity field. They will continue to actively
monitor departmental progress and offer assistance to all organizations. 

It does, however, mean a shift in emphasis. The new focus will be on the accountability
of departments and managers in achieving results and meeting their legal obligations.  

Ultimately, managers are responsible for the integration of all aspects of employment
equity into their human resources policies and practices, including the creation of
a positive workplace for everyone. Capacity has been increased; experience has been
gained; and lessons have been learned — and all of the resulting tools are now
widely available on the Internet through the EE Positive Practices Search Tool at the
following Internet addresses: http://www.tbs-sct.gc.ca/ee/positive/positive_e.asp or
http://www.psc-cfp.gc.ca/centres/employment_equity/eepmp_e.htm.

In this new phase, it is increasingly up to public service managers to act on employment
equity issues and continue making progress toward an inclusive and representative
Public Service. 

63



Annual Report on Employment Equity 65

CHAPTER 3 
EMBRACING CHANGE IN THE FEDERAL PUBLIC SERVICE:
A CATALYST FOR CHANGE

Change does not frighten us — we have always harnessed it to our

advantage. It is often said that our country’s strength lies in its diversity.

— Speech from the Throne, January 30, 2001

On June 12, 2000, the President of the Treasury Board, on behalf of the Government
of Canada, endorsed the report of the Task Force on the Participation of Visible
Minorities in the Federal Public Service. This report, entitled Embracing Change in
the Federal Public Service, outlined a practical action plan aimed at increasing the
representation and participation of members of visible minorities and correcting
their under-representation, which has persisted for several years.

The Embracing Change Action Plan provides a blueprint for renewing and modernizing
the federal Public Service by acquiring and capitalizing on the wealth of skills, talents,
experiences, and perspectives found in Canada’s diverse population. Such an approach
to developing a skilled workforce would strengthen our capacity for innovation and help
meet the demands and opportunities of globalization.

The business case for a representative workforce is more compelling than ever,
particularly as immigration continues to enrich Canada’s cultural makeup and increase
the labour market availability of members of visible minorities. Visible minorities
represent Canada’s fastest growing contributor to population growth and are a
significant proportion of university-educated Canadians. These are critical factors
when responding to skills and labour supply shortages in the economy. More than just
numbers, however, a diverse Public Service is essential to the effective development
of policies and delivery of programs and services. By hiring and promoting
members of the visible minority community, the federal government will improve
the relevance and quality of the services it delivers to Canadians. 
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The representation of visible minorities in the Public Service continues to lag behind
their labour market availability. Faster progress in hiring, training, developing,
and advancing members of visible minority groups is vital if we are to keep pace
with Canada’s changing demographic makeup. 

The Treasury Board of Canada Secretariat (TBS) has laid the foundation for Embracing
Change through its work with its partners over the past two years. This considerable
investment has provided the critical expertise for implementing the Embracing Change
Action Plan. The test now is to continue making progress at a pace that will result in
achievement of the objectives outlined by the Task Force and endorsed by the
government. 

TBS, the Privy Council Office, the Public Service Commission of Canada (PSC), and
senior officials in departments play strong leadership roles in ensuring that diversity
is integral to key corporate initiatives. TBS, in collaboration with the PSC, provides
advice, co-ordination, and support to departments and agencies in their efforts to achieve
the Embracing Change benchmarks and other elements of the Action Plan. This includes
the dissemination of support tools and best practices, in addition to monitoring and
assessing the progress made by departments and agencies in meeting the benchmarks
and other elements of the Action Plan. TBS also administers, manages, and monitors
the Employment Equity Embracing Change Support Fund, a Public Service–wide fund
of up to $10 million annually for 3 years (from 2000 to 2003) to support implementation
of the Action Plan.

While TBS co-ordinates and supports implementation of the Embracing Change Action
Plan, deputy heads play a key role in positioning it in their departments and are
accountable for achieving results.

Engagement: A Broad-based Network
Deputy ministers and heads of agencies, employees who are members of a visible
minority group and other employees, employment equity champions and co-ordinators,
members of the human resources community, federal regional councils, bargaining
agents, and the National Council of Visible Minorities in the Federal Public Service
(NCVM) all contribute to the implementation of the Action Plan. Nevertheless, a major
challenge remains: how to reach the middle manager community and, in particular,
hiring managers?
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From Commitment to Action

Pockets of Progress
There is evidence, from some departments, that progress is being made against
the benchmarks and other elements of the Embracing Change Action Plan. The pace
must increase significantly, however, if the Public Service is to be representative in
the near future.  

When the Task Force undertook its work, the rate of external recruitment of visible
minorities was approximately 1 in 17, well below the Embracing Change benchmark
of an annual rate of 1 in 5 (20 per cent) for external recruitment. While achieving such
a goal by 2003 is very ambitious, the Public Service continues striving to get there.
Data in this annual report indicate that we are only at the half-way mark of our
objective. While we recognize the need for a much quicker rate of progress, it is
important to reflect on what such change brings: increasing the talent pool, enriching
decision making, broadening knowledge of the public being served, and being in
tune with and providing better service to all Canadians.  

A commitment to significant, renewed effort will maintain the momentum for reaching
the corporate goals outlined in the Action Plan. At the end of the day, such commitment
derives from the quest to establish a representative federal Public Service that can
draw on the strengths of visible minorities and include them in shaping the Public
Service of tomorrow, as stated in the Task Force’s report entitled Embracing Change
in the Federal Public Service.

In addition to benchmarks for external recruitment, the Action Plan outlined
1 in 5 participation rates for visible minorities in acting appointments to the executive
feeder groups and for entry into the executive group by 2005. Similar rates were also
established for visible minority participation in management development programs.
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The table below provides a summary of progress against the benchmarks for fiscal
year 2001–02.

FEDERAL PUBLIC SERVICE 

Embracing Change Action Plan, April 2001 to March 2002 

All Appointees Visible Minority Appointees

Total # %

External Recruitment 17,387 1,738 10.0
Acting Appointments –
Executive Feeder Groups 2,384 150 6.3

Entry into Executive
Feeder Groups 3,866 370 9.6

Entry to the EX Group 488 28 5.7
Participation in Management
Development Programs 125 13 10.4

As illustrated in Figure 16 above, there is an upward trend for external recruitment.
While it may be encouraging to note that 10 per cent of the 17,387 new hires into
the federal Public Service in 2001–02 self-identified as members of visible minority
groups — the highest percentage in four years — this is only half way to our goal
of 20 per cent.
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There are encouraging signals from some departments. Some examples of visible
minority hiring over fiscal year 2001–02 are as follows:

• Citizenship and Immigration Canada: 18.6 per cent, up from 15.0 per cent
a year ago. 

• Treasury Board of Canada Secretariat: 18.1 per cent, up from 8.6 per cent
a year ago.

• Public Service Commission of Canada: 17.5 per cent, up from 17.1 per cent
a year ago.

• Natural Resources Canada: 15.3 per cent, up from 6.5 per cent a year ago. 

• Department of Justice Canada: 14.7 per cent, up from 6.8 per cent a year ago.

• Health Canada: 13.7 per cent, up from 8.9 per cent a year ago.

Most departments, however, have not yet reached double digits with respect to visible
minority hiring.

While they are presented in this report, data on participation in management
development programs must be interpreted with caution. These data pertain only to
the Career Assignment Program (CAP) and the Management Trainee Program (MTP),
both of which are corporate management development programs. Those departments,
such as Health Canada, that institute their own management development programs
are not reflected in the corporate statistics.1

While nowhere near the 20 per cent benchmark being sought, an upward trend is evident
for two of the three remaining benchmarks: acting appointments and entry into executive
feeder groups.  

Although the benchmark for entry into the executive group is to be attained by 2005,
the pace of progress has been extremely slow, and there was, in fact, a downturn for
2001–02.  

Unlike external recruitment, which draws from a vast external pool, the four benchmarks
related to visible minority participation in the management and executive categories
have traditionally come from existing representation levels within the federal Public
Service. Meeting the 2005 benchmarks will require considerable accelerated progress
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1. Health Canada currently monitors and reports on the participation of members of visible minorities in
a full range of management development programs, including Learning for Leadership, the Health Protection
Management Development Program, Canadian Centre for Management Development (CCMD) programs,
and the MTP.
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in increasing the pool of eligible members of visible minorities in these categories
internally. This may also need to be supplemented by external recruitment of
executive-equivalent candidates into the Public Service. Without the efforts and support
of hiring managers, reaching these benchmarks will pose a significant challenge.  

Embracing Change Initiatives
Tools are available to assist managers in recruiting visible minorities and helping
them prepare those who are hired for more senior responsibilities. Departments
generally have the flexibility to employ best practices that work in other organizations,
tailor these to individual departmental circumstances, or develop their own approaches
to addressing the elements of the Action Plan. However, commonalities are emerging
among departments in terms of the kinds of activities that seem to be the foundations
for making progress against the Action Plan benchmarks.  

These include the following: 

• developing effective accountability mechanisms and actively monitoring
performance against the benchmarks;

• integrating the Action Plan into departmental business plans and succession
planning at all levels (senior management, managers, employees, human resources
professionals);

• identifying and removing barriers to visible minority participation in the
organization — this activity derives from the department’s employment systems
review (ESR), a legal obligation under the Employment Equity Act; 

• determining the reasons for and acting to address the drop-off of members
of visible minorities from application to appointment;

• actively involving visible minority networks and committees in development
of action plans and corporate strategies; and 

• stimulating and supporting action in the regions.

Below are examples of departmental initiatives to turn their organizational commitment
into action with respect to the implementation of the elements of the Embracing Change
Action Plan. Whether supported by the Employment Equity Embracing Change Support
Fund or not, these projects may serve as models for progress.
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Departmental Initiatives
1. Citizenship and Immigration Canada set an objective to have a designated group

member (usually from a visible minority group) participate on every selection
board. This initiative provides for more inclusive selection boards and gives visible
minority employees the opportunity to gain valuable experience in the selection
process. More importantly, visible minority participants on selection boards help
overcome cultural barriers by bringing broader cultural perspectives to the
selection process.

2. Natural Resources Canada provides its managers with numerous tools and other
support mechanisms, including the following: an interactive database that contains
bias-free statements of qualifications; staffing checklists; information on area
of selection; the Manager’s Guide to Employment Equity; departmental employment
equity and diversity Web site; ongoing information sessions and training on
employment equity and diversity; and developmental assignments for members
of designated groups. By integrating comprehensive practices that strengthen
overall program effectiveness, Natural Resources Canada builds a broad foundation
for Embracing Change and advances future visible minority representation and
participation.

3. Public Works and Government Services Canada uses an expanded
600-kilometre-radius area of selection, visible minority members on selection
boards, and the Executive Development Program for Visible Minorities at the
EX minus 1 level to ensure that increases in representation are sustainable and
to promote retention.  

4. TBS achieved close to a 1-in-5 rate of visible minority recruitment (18 per cent),
partly as a result of the Financial Officer Recruitment and Development (FORD)
Program in which almost one third of the successful applicants were members
of visible minorities. FORD recruitment drives at Canadian university campuses
report high interest among members of visible minorities, reflected in their high
participation and placement in the Program.   
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Initiatives Funded Through the Employment Equity 
Embracing Change Support Fund
The Employment Equity Embracing Change Support Fund (EE-ECSF) provides
some financial support to help departments implement the Action Plan and integrate
it into their regular human resources and business activities. 

1. Correctional Service Canada (Pacific Region) has created a developmental parole
officer program to recruit visible minority parole officers in community corrections.
This program will raise Correctional Service Canada’s (Pacific Region) current ratio
of indeterminate visible minority employees from 1 in 17 to approximately 1 in 8
by February 2003 and close to 1 in 5 by September 2003. In addition, the program
will help to reach out to and build confidence in Correctional Service Canada in
diverse communities within and outside the Public Service. 

2. Correctional Service Canada has also created a program to hire up to six visible
minority candidates as parole officers through the Federal Student Work Experience
Program (FSWEP) and bridge these participants into indeterminate positions within
the Agency. This initiative addresses visible minority representation while helping
to renew the federal Public Service by recruiting young visible minority students.

3. Canadian Heritage is leading a career development initiative for six persons in a
visible minority group at the PM 06 level who will subsequently fill vacancies
in the Executive Group. This pilot initiative will also increase visible minority
representation from 7.1 per cent to 9.0 per cent at the higher PM levels. If all
six positions are filled, visible minority representation at the feeder group level
will triple.

4. The Canadian Centre for Management Development created a three-day course
to equip managers with the leadership skills, tools, and training required to meet
the challenges of leading a diverse workforce, as well as to better position itself
to achieve the benchmarks and address corporate culture change. A critical mass
of 750 managers from across the federal Public Service received cutting-edge
diversity training on leading a diverse workforce and changing corporate culture.

5. Citizenship and Immigration Canada is leading the development of a national
interactive electronic inventory to enable the establishment of representative
selection boards. Through the inventory, managers will be able to access and select
qualified visible minorities to participate on selection boards. Initially, this initiative
is being run as a pilot in six departments. It will improve access to bias-free
selection boards and enable small departments and departments that have an
under-representation of visible minority employees to benefit from having access
to employees of departments with stronger representation.
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6. The Manitoba Federal Council has developed a three-year strategy with
six departments, bargaining agents, and the National Council of Visible Minorities
in the Federal Public Service. It involves diversity and bias-free selection training
for managers and trainers (provided by trained employees) as well as targeted
outreach, recruitment, and retention of members of visible minorities. To date,
12 members of visible minority groups have been hired into the human resources
community (PE positions), dramatically increasing representation in this group from
6.1 per cent to 12.2 per cent in Saskatchewan and from 5.1 per cent to 20.5 per cent
in Manitoba.

7. The TBS ES 02 recruitment program, where visible minorities are projected to
fill half of the 48 new positions, has contributed to a nearly 1-in-5 rate of visible
minority recruitment (18 per cent). Fifteen of the 24 people hired to date have
been members of visible minorities. A significant number of executives are drawn
from the ES group, which has a high representation in the policy development
community. Increased visible minority recruitment into this part of the workforce
can translate into policy that better reflects the diversity of perspectives present
in Canada’s diverse population.

8. Health Canada (Quebec Region) has developed an initiative to hire 11 members
of visible minority groups into indeterminate positions and provide them with
development support intended to provide at least half of the group with an
opportunity to advance to higher-level positions within two years.

The Embracing Change Action Plan highlights various activities, including educating
managers; widening applicant pools; increasing the likelihood that visible minorities
are referred rather than screened out of competitions; placing visible minorities on
selection boards; reaching out to visible minority communities and focussing on
youth; reinforcing a positive federal public service image; providing career paths and
internships; sharing experiences; and celebrating achievements through national awards. 

Departments and agencies are, to varying degrees, engaged in these activities. Perhaps
the most practical steps being taken are the provisions under section 5 of the Public
Service Employment Act (PSEA), which enables departments and agencies to apply
for PSEA exemptions. These permit, for example, the restriction of any job competition
where under-representation exists to members of visible minorities, expanding the
geographic area of selection for visible minorities, and changing a visible minority
employee’s status from term to indeterminate. To date, 14 departments and agencies
have obtained approval from the PSC to use this authority with respect to
visible minorities.  
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Projects Supported by the Employment Equity
Embracing Change Support Fund
Projects funded under the EE-ECSF must meet criteria that set out the project
background and link activities to the management framework contained in the
publication entitled Results for Canadians: A Management Framework for the
Government of Canada. Projects are evaluated against the principles and objectives
of the fund and the eligibility criteria for projects. A list of projects funded under
the EE-ECSF is available on the Web at http://www.tbs-sct.gc.ca/ee/ec-fpac/
fund-fonds_e.asp. The EE-ECSF ADM Review and Approval Committee, made up
of assistant deputy ministers, was established to review and endorse projects. These
are then submitted to Treasury Board ministers for approval.

Over the past fiscal year, certain central agencies and central activities were funded
just over $4.7 million annually: approximately $1 million supported operations of the
TBS Embracing Change Co-ordinating Unit (ECCU); another $2.9 million supported
executive programs, regional office services, and other Embracing Change activities
of the PSC. The Canadian Centre for Management Development received just over
$700,000 for diversity training and impact assessment of its diversity training activities.
Activities co-ordinated by the National Council of Visible Minorities in the Federal
Public Service were also funded in the amount of $151,000 for 2000–01 and $300,000
for 2001–02.

The EE-ECSF is used to support the Action Plan, including career development
programs, recruitment programs, the development of support tools, capacity building,
and initiatives related to the enhancement of corporate culture. Project goals range
from creating cross-departmental Embracing Change strategies in the regions
to providing diversity awareness and related training nationally and increasing
opportunities for visible minority placement. In 2001–02, 32 Embracing Change
projects and initiatives were funded at a cost of $8.5 million. For 2002–03, $13.1 million
has been allocated so far to support 34 projects and initiatives.  

Through its efforts to solicit, screen, and focus department and agency applications,
TBS is striving to ensure that EE-ECSF monies are invested strategically, with a view
to developing and sharing successful models. Progress and outcomes established
in letters of agreement are closely monitored and carefully assessed for results.  
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Measuring Progress
Departments and agencies are required to report regularly on quantitative and
qualitative measures of progress against the Embracing Change Action Plan.
Departments that have obtained monies through the EE-ECSF are required to
provide progress reports and a final report on the results of their project.
Progress is measured against the following criteria: 

(a) 1 in 5 benchmarks; 

(b) integration; 

(c) corporate culture change; and 

(d) accountability.

The Employment Equity Division at TBS uses qualitative information in conjunction
with statistical data on the performance of departments to monitor departmental efforts
and give early signals of where interventions are required or where the development
of corporate strategies is necessary. A global analysis is conducted to monitor the
progress of the federal Public Service overall. 

Departmental Visits 
Feedback on departmental performance is provided to departments at several levels.
Program officers in the Employment Equity Division at TBS work directly with
employment equity co-ordinators and human resources staff within departments.
Formal visits are also arranged at the deputy minister and assistant deputy minister
levels among departments, the PSC, TBS, and the Privy Council Office to discuss
progress and address gaps in meeting benchmarks and implementing the Action Plan.

Taking Stock 
TBS commissioned a stocktaking exercise to examine the progress made on the
implementation of the Action Plan since June 2000 and to help guide further activity.
Sources of evidence included a review of background documents and statistics, such
as internal progress reports, recent figures on hiring, recent statements by senior public
service officials, Embracing Change Status Reports from the largest departments
and agencies (with over 95 per cent of the public service population), and TBS
records. Discussions were also held with managers and officers at TBS and PSC, both
at headquarters and in regional offices; with departmental staff, including employment
equity champions; with bargaining agents; and with representatives of the National
Council of Visible Minorities in the Federal Public Service.  
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Challenges 
The report entitled Embracing Change in the Federal Public Service:
Stocktaking observed that the government and the highest levels of the Public
Service have made a commitment to and an investment in employment equity
and creating a representative workforce.  

Nevertheless, a central challenge remains: while there appears to be commitment among
deputy ministers and assistant deputy ministers to the hiring of visible minorities, the
message that there is an obligation to make special efforts to identify, hire, mentor, and
promote visible minority employees is not being effectively conveyed to managers at
lower levels. Work still needs to be done to convince hiring managers that increasing the
representation and participation of visible minorities makes good business sense.  

Our goal is to help more managers appreciate that — in order to effectively develop
and manage government policies, programs, and activities — the Public Service should
be made up of people whose background and experience includes the same diversity
of cultural perspectives as the overall Canadian population. Equally important, shifting
demographics have made it in every department’s interest to embrace change for another
fundamental reason: it provides improved access to a much larger pool of qualified
personnel at a time when new talent is in short supply. The federal labour pool is
shrinking and, with it, the government’s competitive edge. Over the coming decade,
all departments and agencies will face a huge challenge: to fill the gaps as aging baby
boomers leave the federal workforce.  

Since the Task Force on the Participation of Visible Minorities in the Federal
Public Service released its report in April 2000, this message seems to be filtering
through. The hiring of visible minorities (1,738 persons in 2001–02) is now more than
double what it was two years ago (787 persons). The overall representation of visible
minorities has risen from 5.5 per cent to 6.8 per cent, or by more than 3,000 persons.

As encouraging as this is, if the rate of increase is not accelerated, the federal Public
Service will not reach the 2003 benchmark for external recruitment. Departments need
to significantly improve their rates of progress against all the benchmarks if the Public
Service is to be successful in its goal of being representative at all levels. 

There is little doubt that the recruitment, hiring, and promotion of visible minorities
increases the talent pool, enriches decision making, broadens our knowledge of the
public being served, and ensures better service for all Canadians.

The process of determining whether we have successfully embraced change is ongoing.
Our efforts toward this end need to continue as well.  
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CHAPTER 4
PARTNERING FOR PROGRESS

This chapter provides an overview of the partnerships that the Treasury Board of Canada
Secretariat (TBS) has cultivated or strengthened to support the implementation of
employment equity in the Public Service of Canada. It also describes some of the wide
array of tools that have been developed as a result of these productive partnerships and
demonstrates how they are being used on the front lines in federal departments
and agencies.

At its core, employment equity derives from the recognition that a diverse workforce
provides the variety of talents, backgrounds, experiences, and perspectives necessary
for exceptional service delivery in an increasingly diverse Canada. 

The effective implementation of employment equity requires the development of solid
partnerships as well as collaboration among many players. These partnerships help
the various players work together more effectively toward a common goal: excellence
in service to Canadians. 

As part of its leadership role within the federal Public Service, TBS facilitates
the establishment of such partnerships and fosters the collaboration that is so critical
to making progress on employment equity objectives.   

Employment equity committees strive to build and sustain commitment to achieving
employment equity objectives across departments and agencies. These committees
provide networking opportunities, increase links between departments as well as within
respective departments and agencies, allow for the exchange of ideas and best practices,
and encourage the sharing of tools and initiatives. Several committees are described
in the following paragraphs.

The Employment Equity Champions’ Forum is a group that currently includes some
thirty senior managers at the assistant deputy minister level, identified by their deputy
heads to develop and promote corporate or regional objectives or priorities with respect
to employment equity in their department or agency. They share a commitment to
achieving a representative and equitable workforce and exercise leadership in creating
a welcoming workplace culture. 

The employment equity champions demonstrate their ongoing commitment through
their personal and visible support for employment equity. They exchange information on
employment equity challenges, best practices, and innovations that have achieved
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concrete results and, when required, provide feedback to TBS on current or proposed
employment equity initiatives and programs. In addition to meeting twice yearly,
the employment equity champions have held meetings with departmental champions
for recruitment to discuss common priority issues.

The Employment Equity Executive Committee, which meets approximately five
times a year, is composed of public service employees at the director general level
or equivalent, representatives of the Employment Equity Champions’ Forum, as well
as key stakeholders. This committee serves as a catalyst for the strategic development,
implementation, and sustainability of good practices among departments and agencies. 

The Employment Equity Executive Committee focusses on horizontal issues, such
as recruitment, career development, retention, accountability, and corporate culture.
Individually, the members also provide support to each employment equity champion
within their respective departments. 

The Interdepartmental Forum on Employment Equity (IDF-EE) is a partnership
between departments (employment equity managers and co-ordinators) and the
Employment Equity Division of the TBS. It provides leadership on, and helps facilitate,
the achievement of employment equity objectives. This forum, which meets every
two months, fosters learning; the exchange of information; and an opportunity for
networking and consultations among members, representatives of central agencies, and
the larger community of employment equity stakeholders and clients. It also provides
an opportunity for participants to discuss issues requested by the employment equity
co-ordinators, share new initiatives, and raise matters that could be of general interest
to the membership.

Regional employment equity personnel often participate in forum meetings. Over
the past year, these forum meetings covered topics like diversity and learning,
accountability and recruitment tools, and HR Modernization and organizational culture.

The Joint Employment Equity Committee (JEEC) is a working committee of
the National Joint Council (NJC). It serves as a forum of choice for the employer and
bargaining agents to consult with each other and collaborate on employment equity
issues, as required under the Employment Equity Act. 

The NJC provides for regular consultations between the government, as the employer,
and employee organizations certified as bargaining agents under the Public Service
Staff Relations Act. Through the NJC, there is a sharing of information, consultation
on workplace policies, and co-development of directives that provide Public
Service–wide benefits.
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The JEEC is the only Public Service–wide union-management committee established
to address employment equity issues. Membership in 2001–02 included representatives
from TBS, the PSC, Public Works and Government Services Canada, Environment
Canada, Health Canada, Human Resources Development Canada, the Public Service
Alliance of Canada (PSAC), the Professional Institute of the Public Service of Canada,
and the Social Science Employees Association. The JEEC is co-chaired by a
representative from TBS and PSAC.

At regular meetings in 2001–02, JEEC members exchanged information and developed
strategies to implement employment equity in the Public Service. In particular, JEEC
contributed to the development of the joint TBS-PSC policy, entitled Policy on the
Duty to Accommodate Persons with Disabilities in the Federal Public Service; the
Embracing Change implementation strategy; and discussed items in preparation for
the statutory review of the Employment Equity Act. The JEEC also provided input for
the development of the government’s Travel Directive; in particular, they provided
an assessment to determine whether any of the proposed content could reasonably be
expected to pose problems for persons in the employment equity designated groups. 

The 2002–03 action plan for the JEEC will focus on the following major areas:
the implementation of the new Policy on the Duty to Accommodate Persons with
Disabilities in the Federal Public Service, the final push for the Embracing Change
initiative, the development of communication messages in support of employment
equity, and analysis of the findings and conclusions related to employment equity in
the 2002 Public Service Employee Survey. 

The External Advisory Group on Embracing Change was appointed to advise
the Secretary of the Treasury Board and the President of the PSC on ways to sustain
momentum on the Embracing Change Action Plan. The Advisory Group, which meets
quarterly, brings a valuable perspective from outside the Public Service, suggesting
or providing feedback on initiatives being developed in support of Embracing Change.
This included approaches to assessing performance on the Action Plan, introducing
accountability mechanisms, and determining options for sustaining Embracing
Change beyond 2003.

TBS officials continued to work with the executive of the National Council of Visible
Minorities in the Federal Public Service (NCVM) in 2001–02, as NCVM focussed
on strengthening its organizational capacity and operations. As a key player in the
implementation of the Embracing Change Action Plan across the country, and with
a strong focus on establishing and maintaining collaborative relationships with TBS,
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departments and agencies, federal regional councils, and regional offices of the PSC,
the NCVM helps increase awareness among all stakeholders of the issues and challenges
facing visible minority employees of the Public Service.

NCVM-sponsored activities in 2001–02 — some of which were funded under the
EE–ECSF — included the planning and organization of regional workshops, visible
minority network forums, and the presentation of a position paper to the federal Task
Force on Modernizing Human Resources Management in the Public Service,
emphasizing the importance of values and the need for active involvement of visible
minorities in all aspects of human resources management.

The NCVM also hosted Symposium 2001 under the theme Embracing a Culture
Change — Focus on the Federal Public Service and Visible Minority Communities.
The Symposium provided a forum where managers, human resources practitioners,
visible minority employees, and senior government officials could share experiences
and contribute to the development of approaches for implementing the Embracing
Change Action Plan. In her keynote address, the President of the Treasury Board
underlined the importance of diversity and its valuable contribution to Canadian society
as well as the need to translate this into greater participation of visible minorities in
the federal Public Service.

More details on the activities of the NCVM over 2001–02, including regional initiatives,
are available by consulting the NCVM report entitled Report on Achievements:
Making a Difference — Taking Actions and Influencing Change.

In 2001–02, the Canadian Human Rights Commission continued auditing
departments and agencies to assess compliance with the Commission’s assessment
factors, which derive from the Employment Equity Act and related regulations.
The auditing of individual departments and agencies is conducted under authority
of a memorandum of understanding between TBS and the Canadian Human Rights
Commission. Most of the 48 departments and agencies with over 100 employees
have been audited or notified of an upcoming audit.
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To date, the following departments have been found to be in full compliance
with the Act, while several others are in partial compliance:

• Atlantic Canada Opportunities Agency

• Canadian Heritage

• Canadian Human Rights Commission

• Canadian International Development Agency

• Canadian Radio-television and Telecommunications Commission

• Canadian Space Agency

• Canadian Transportation Agency

• Correctional Service of Canada

• Department of Finance Canada

• Department of Foreign Affairs and International Trade

• Department of Justice Canada

• Human Resources Development Canada

• Immigration and Refugee Board

• Indian and Northern Affairs Canada

• National Archives of Canada

• National Parole Board

• Natural Resources Canada

• Office of the Chief Electoral Officer

• Office of the Commissioner of Official Languages

• Office of the Registrar of the Supreme Court of Canada

• Office of the Secretary to the Governor General

• Privy Council Office

• Public Works and Government Services Canada

• Statistics Canada

• Status of Women Canada

• Transportation Safety Board of Canada

• Treasury Board of Canada Secretariat

• Western Economic Diversification Canada
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In addition to preparing data to help in the compliance assessment, TBS supported
departments during the assessment process by providing policy advice and guidance,
helping resolve departmental concerns, and addressing issues of interdepartmental
significance through ongoing discussions with the Canadian Human Rights
Commission. A proactive approach to supporting departments during the audit process
has produced positive results by moving most audited departments close to compliance.  

TBS, in collaboration with the PSC, also continued with the Employment Equity and
Diversity Award Program. Reinstituted in June 2000 when the Government of Canada
endorsed the Embracing Change Action Plan prepared by the Task Force on the
Participation of Visible Minorities in the Federal Public Service, this award recognizes
and celebrates the achievements of individuals or teams who, through their ongoing
diligence and commitment, are helping the Public Service of Canada become
representative and inclusive, particularly with respect to the Action Plan. Thirty-six
nominations were submitted, and awards were granted to four individuals and
two teams.

• Mr. David Cail, in recognition of his contribution as an advocate and a
leader determined to create a representative work environment within Correctional
Service Canada. 

• Ms. Adelaida Bustamante, in appreciation for her active role in promoting
diversity issues within Health Canada and throughout the Public Service of Canada.

• Ms. Arlene Geburt, for her contributions to promoting employment equity
and for making respect and diversity an integral part of the corporate culture of
Human Resources Development Canada, Manitoba Region.

• Ms. Zarina Khan, in recognition of her career-long involvement in employment
equity and diversity at Veterans Affairs Canada.

• The Adaptive Computer Technology Team at Human Resources Development
Canada, Mr. André Demers, Ms. Nicole Richard, and Ms. Byatris Kattackal, for
setting the standard in workplace accommodation.

• The co-chairs of the Manitoba Federal Council – Diversity and Inclusiveness
Sub-committee, Mr. Bill Balan and Mr. John Charrette, who took a leading role
in developing a comprehensive plan for the advancement of employment equity
and diversity in the Manitoba Region. 
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In addition, an award and special recognition were given to Mr. Georges Tsaï for his
continuing devotion to the application of employment equity and diversity principles
and his outstanding contributions in the advancement of employment equity in the
Public Service of Canada. 

TBS has also partnered with Training and Development Canada to address some
of the learning objectives identified by employment equity practitioners. A two-day
Orientation to Employment Equity and Diversity Workshop was developed to
replace the “Orientation to Employment Equity Course.” The new workshop covers,
among other topics, human rights concepts, the relationship between employment equity
and diversity, legislation that affects the implementation of employment equity in the
federal government, the Employment Equity Act, and audit criteria of the Canadian
Human Rights Commission.

With funding from the EE–ECSF, and again in co-operation with Training and
Development Canada and the Human Resources Community Secretariat, this workshop
was conducted for some forty members of the human resources community in
the National Capital Region. The workshop was modified to include a lunchtime
presentation on the Embracing Change Action Plan. A PSC representative also provided
information on PSC regulations, practices, and tools that assist departments and
agencies in the recruitment, as well as hiring and retention, of members of the
designated groups, with particular emphasis on members of visible minority groups.

Snapshots from Departments and Agencies — A Glimpse
of Some Initiatives and Tools 
TBS is continually assessing what distinguishes departments and agencies that are
achieving employment equity goals from those that are experiencing some difficulty in
demonstrating progress. It is evident that many departments and agencies follow similar
approaches and practices. It is equally evident that progress stems from demonstrable
commitment at all levels and not solely in human resources offices. The challenge is
to successfully integrate employment equity concepts and principles into human
resources and business planning operations and to make effective use of the many tools
that are available to support the implementation of employment equity in public
service organizations. 
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The following examples, provided in previous annual reports, are but snippets of what
is happening in departments and agencies of the Public Service of Canada. Additional
details may be obtained from the departments.  

All Designated Groups
In order to encourage post-secondary graduates to join the Department of Finance
Canada, an employment equity scholarship program awards $1,000 scholarships to
summer students who are members of a designated group to help them continue their
post-secondary education.

At Health Canada, designated group members participated in a pilot project for language
training that is an element of Health Canada’s efforts to help fulfil the career aspirations
of employees and improve their access to the EX Group. The project is aimed at
employees currently at the EX minus 1 to EX minus 4 levels and includes employees
who received a negative assessment in the standard language aptitude test during the last
five years. These employees are given the opportunity to increase their knowledge of the
other official language through part-time courses offered on-site during working hours.
This program consists of one or two weeks of intensive training followed by six to nine
hours of courses per week, which is then followed by a self-instruction period.

Correctional Service Canada has developed and is using an electronic form to collect
self-identification information. 

The new computerized selection board inventory at Health Canada makes it easier
for managers to establish diverse selection boards and for employees to identify their
interest in participating in these boards. The inventory includes the names of all
departmental employees and can be searched using various criteria, such as group and
level, linguistic profile, geographic location, and employment equity information for
those who have self-identified and indicated that this information can be used for human
resources planning purposes. The inventory can track employees who have received
the Bias-free Selection Course offered by the department. It also stores the names of
non-departmental employees and persons outside the Public Service who have expressed
an interest in participating in Health Canada selection boards. As a result, visible
minority members sat on selection boards for competitive processes for which visible
minority candidates were included.
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Persons with Disabilities
At Agriculture and Agri-Food Canada, an accommodation consultant has been hired
full-time to help managers and employees better identify accommodation needs. 

Human Resources Development Canada has put in place a centre for informatics
accommodation. 

All Statistics Canada employees who receive a negative result on their language
diagnostic test have the option of having a further assessment to determine the existence
of a learning disability, the cost of which is borne by the department. If the results of
this evaluation indicate that the employee has a learning disability, the employee may
be appointed to a position with a different linguistic profile, and personalized training
is provided.

Certain departments have developed partnerships with other departments or agencies.
That is the case for the Canadian Grain Commission (CGC), which has partnered with
the Canadian Human Rights Commission to provide training to all CGC supervisors
in order to sensitize them to the issue of workplace accommodation. 

The Department of Justice Canada now offers internal training sessions on American
Sign Language and Quebec Sign Language to help employees communicate with the
deaf. The department’s consultation committee for persons with disabilities, with
the assistance of the employment equity office in the Human Resources Directorate,
supervises the organization of training for employees who show an interest in learning
sign language. 

Health Canada has installed flashing lights over fire alarms to provide more safety
to employees who are deaf or hard of hearing.  

Fisheries and Oceans Canada has developed partnerships with other science-based
organizations to promote a recruitment and retention strategy for persons with
disabilities. Currently, Fisheries and Oceans Canada is the lead department for the
inter-departmental project on Recruitment and Retention Strategy for Persons with
Disabilities in Science and Technology.  

The Canadian Human Rights Commission retains the services of sign interpreters
for interviews with candidates with a hearing loss as well as for employee
information sessions.  
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Members of Visible Minorities
In addition to the initiatives described more fully in Chapter 3, “Embracing Change
in the Federal Public Service,” of this report, the following activities are also worthy
of mention.

Following one of the conclusions of its the employment systems review (ESR), which
found that visible minorities were largely relegated to the lower levels of the PM Group,
Citizenship and Immigration Canada (CIC) instituted a development program for visible
minority employees. Partially funded by the Employment Equity Positive Measures
Program, this development program aims to

• relieve the concentration of visible minorities in junior positions;

• develop the supervisory skills and official languages proficiency of visible
minorities and develop their operational expertise through assignments to the
regions or to headquarters and through formal training; and

• create a pool of employees qualified at the EX minus 2 level who can progress
to the EX minus 1 level in CIC or elsewhere in the Public Service.

Transport Canada has formed a partnership with SPAR Aviation in Edmonton for an
interchange program for aircraft maintenance engineers who are members of a visible
minority group in order to develop their skills so they can qualify as civil aviation
safety inspectors.

Women
At Transport Canada, developmental assignments were created in three directorates in
the National Capital Region. These assignments were created specifically to train female
employees for future appointments to the TI Inspector Training Program.

The Bridging the Gap Program at Indian and Northern Affairs Canada pertains to
women in the support category and monitors promotion from this category. In the last
fiscal year, 2001–02, Indian and Northern Affairs Canada saw 60 women and 20 men
promoted from support category positions to higher-level positions in the organization.
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Aboriginal Persons
• Indian and Northern Affairs Canada undertook the role of lead department, in

partnership with the Canadian Aboriginal Science and Engineering Association,
to organize the 2001 National Aboriginal Career Symposium. The Department
provided office accommodations and salary dollars for the hiring of Aboriginal
employees to assist in the success of this project, which drew over 1,000 Aboriginal
youth from across Canada, from Grade 6 to university, and provided them with
the opportunity to learn about career options. Volunteers from within Indian and
Northern Affairs Canada played an important role in numerous on-site events, and
opportunities were available for participants to talk with Elders and role models.
A total of 52 private and public sector organizations and 25 post-secondary
institutions offered information on career choices to the youth. 

• As an integral component of the Aboriginal Management Executive Development
Program at Indian and Northern Affairs Canada, those candidates who did not
qualify for acting EX positions were referred to a national career and organizational
design firm to review their results. Consultants from the firm worked with these
individuals to develop learning plans aimed at improving the competencies that
Indian and Northern Affairs Canada considers critical within the department.

• In order to facilitate the integration of Aboriginal employees at Correctional Service
Canada (CSC) and to encourage their retention, the CSC Atlantic Region has
implemented the use of a buddy system for new Aboriginal employees. New recruits
are teamed up with a “seasoned” Aboriginal employee and are encouraged to bring
forward issues and concerns.

• To encourage Aboriginal employees to remain at or to join an organization
that is supportive of their culture, Health Canada has constructed a Healing and
Wellness Lodge. The lodge, known as “Iskotew” (the Cree word for “fire within
an individual, a family, a community, or a nation”), provides an opportunity
for Aboriginal and non-Aboriginal employees to gain a greater appreciation and
understanding of Aboriginal cultures, traditions, practices, and philosophies. It
provides all employees with support and guidance for problems in the workplace
arising from cultural differences, work-related stress, and differing attitudes. 
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SUMMARY AND CONCLUSION

The Public Service of Canada has made significant progress in improving the
representation and participation of the employment equity designated groups in the
ten years since we began submitting reports to Parliament. The strong legal foundation
for employment equity, the strategic investment in tools and program development, and
the continuing commitment of many players — senior government officials, managers,
human resources professionals, bargaining agents, and employees — are clearly
contributing factors. Despite this progress, however, there is still much to do, as
we noted in last year’s report.

As the largest single employer subject to the Employment Equity Act, the Public Service
of Canada will continue to demonstrate its leadership by being an organization that
embodies fairness, equity, and the inclusion of all Canadians. These are the cornerstones
of employment equity.

As required by the Employment Equity Act, a standing committee of the House of
Commons — the Standing Committee on Human Resources Development and the Status
of Persons with Disabilities — has reviewed the Act. The Committee’s recommendations
will no doubt have an effect on the implementation of employment equity in the federal
Public Service. In appearing before the Committee, Treasury Board officials noted
“the current Employment Equity Act has applied to the federal Public Service since
1996, providing a strong legal foundation for our goals and actions, aimed at improving
our representativeness. The Act helps us to focus on removing barriers, instituting
positive policies and programs, and ensuring the consistent application of employment
equity principles across government.” 

Over the course of the next fiscal year, the government plans to continue instituting
mechanisms to modernize the federal Public Service and make it more responsive to
the needs of the Canadian population, one that is becoming increasingly diverse. The
process of modernization not only entails a streamlining of processes — for recruitment,
staffing, career mobility, and accountability, among others — but also a transformation
of the Public Service into an exemplary workplace. Inclusion must clearly be a part
of such transformation in order to ensure that designated group members are afforded
opportunities to participate fully at all levels of the Public Service.
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The Employment Equity Positive Measures Program (EEPMP) came to its conclusion
in March 2002, bringing to an end a temporary intervention measure that provided
seed funding to public service organizations to help them meet employment equity
obligations and integrate these into human resources and business planning activities.
While some may suggest that the cessation of central funding has created a vacuum,
it should be noted that many of the projects developed through the EEPMP have been
integrated into departmental operations. Still, the need for such centralized support and
a source of funds must be continually assessed.

In discharging its responsibilities on behalf of the employer, the Treasury Board
of Canada Secretariat will continue to collaborate with its many partners toward the
effective implementation of employment equity in the Public Service of Canada.
It will also strengthen its collaboration with the Labour Program at Human Resources
Development Canada to assure continuing consistency in the approaches toward
implementation in the public and private sectors.

We will begin to implement our new Policy on the Duty to Accommodate Persons
with Disabilities in the Federal Public Service, a policy that underscores our
commitment to continue working toward the full participation of persons with
disabilities in our workforce.   

There is continuing evidence of the need for more education on employment equity,
particularly on the relationship between merit and representativeness. Likewise, there
is a need for more education on methods to combat biased and prejudicial attitudes
in the workplace, to eliminate barriers, and to eradicate the systemic discrimination
that has contributed to the employment disadvantage experienced by designated group
members. These require that corporate culture issues be addressed head-on. 

The faces of Canada continue to change and present a picture of an increasingly
cosmopolitan society that derives its population from all corners of the globe. The
Embracing Change in the Federal Public Service Action Plan recognizes this evolution
and seeks to capitalize on the opportunities that it presents for continuing excellence
and relevance in service to Canadians. Over the next year, the Public Service will
continue to implement the Action Plan, seeking to increase the rate of progress and
achievement of the first set of benchmarks. While the foundation for success has been
laid, achieving the desired results within the identified time frame requires intensified
efforts by departments. The Public Service needs to respond to these challenges. 
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