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President’s Message

It is my pleasure to present this twelfth annual report on employment equity for the

2003–04 fiscal year as President of the Treasury Board and Minister responsible for

the Public Service Human Resources Management Agency of Canada. The Agency

was created in December 2003 to play a leadership role in modernizing the federal

Public Service.

Like any modern professional organization, our Public Service must recruit and

retain the most qualified and skilled workers available. This means drawing on the

talents of the entire population and building a workforce that truly reflects Canada’s

diversity. We continue to make progress in reflecting that diversity. Nevertheless,

challenges remain, particularly with respect to members of visible minorities.

Modernizing the Public Service means making it more representative and inclusive,

i.e. more welcoming of diversity. It involves working with managers at all levels to

continue improving our employment equity performance.

I want to thank all those who have partnered with the Agency and departments,

including employee representatives, designated group networks, and persons

responsible for employment equity, to accomplish what we must in this area.

The government remains committed to making the Public Service of Canada a

representative national institution that serves all Canadians with excellence.

Employment equity helps us attain that goal.

Reg Alcock

President of the Treasury Board and

Minister responsible for the Canadian Wheat Board
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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 2003–04 annual report

on employment equity in the federal Public Service.

Sincerely,

Reg Alcock

President of the Treasury Board and

Minister responsible for the Canadian Wheat Board

2005
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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 2003–04 annual report

on employment equity in the federal Public Service.

Sincerely,

Reg Alcock

President of the Treasury Board and

Minister responsible for the Canadian Wheat Board

2005
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Our Commitment, the Law,
and Employment Equity

The Government of Canada is

committed to the implementation 

of employment equity and to the

establishment of a representative

Public Service of Canada. This

commitment stems not only from the

law but is a reflection of fundamental

Canadian values of equality, equity,

and inclusion.

The Employment Equity Act (the Act)

has two stated purposes:

£ to achieve equality in the workplace

so that no person shall be denied

employment opportunities or

benefits for reasons unrelated 

to ability; and

£ to correct the conditions of

disadvantage in employment

experienced by:

• women;

• Aboriginal peoples;

• persons with disabilities; and

• visible minorities.

This report, as required by the Act,

provides information on our progress

towards these objectives.

Chapter 1: Where We Are Today–
The Statistical Picture

Women (2003–04)

£ Overall. Some 53 per cent of

all public service employees are

women, just surpassing our

workforce availability goal 

of 52 per cent.

£ Executives. One in three public

service executives is a woman,

a proportion that continues 

to increase.

£ Scientists and professionals.

Women account for more than 

40 per cent of employees in the

scientific and professional category

in the Public Service.

Aboriginal peoples (2003–04)

£ Overall. Over four per cent of

all public service employees are

Aboriginal peoples, higher than 

our workforce availability goal 

of 2.5 per cent.

£ Executives. Aboriginal peoples make

up almost three per cent of all

public service executives, double

the proportion of five years ago.

£ Scientists and professionals.

Aboriginal peoples make up 

2.4 per cent of employees in the

scientific and professional category.

Executive Summary
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Persons with disabilities (2003–04)

£ Overall. Nearly six per cent of

all public service employees are

persons with disabilities, which

compares well with our workforce

availability goal of just below 

four per cent.

£ Executives. Almost five per cent of

all executives in the public service

are persons with disabilities, more

than twice the number that there

were in 1999.

£ Scientists and professionals.

Close to four per cent of employees 

in the scientific and professional

category are persons with

disabilities.

Visible minorities (2003–04)

£ Overall. About eight per cent of

all public service employees are

members of a visible minority

group—more than two percentage

points below our workforce

availability goal of 10.4 per cent.

£ Executives. Close to five per cent of

all executives in the public service

are members of visible minority

groups—more than twice the

number there were in 1999.

£ Scientists and professionals.

Nearly 12 per cent of all employees

in the scientific and professional

category are members of visible

minority groups.

Conclusion: What the numbers tell us

£ Overall, women, Aboriginal

peoples, and persons with

disabilities are well represented 

in the Public Service.

£ Visible minorities, however, remain

under-represented; we are three-

quarters of the way to our represen-

tation goal of just over 10 per cent.

Chapter 2: Embracing Change:
Evaluating Progress, Fulfilling 
the Promise

£ In the spring of 2000, the

Government of Canada endorsed

the Embracing Change Action Plan

to address under-representation

and improve the participation 

of visible minorities in the 

Public Service.

£ Embracing Change prescribes,

among others:

• a one-in-five benchmark for the

hiring, promotion, and career

development of visible minorities;

and 

• measures for developing a more

inclusive corporate culture in the

federal workplace.

£ In the spring of 2004, Consulting

and Audit Canada submitted a

report on progress so far in meeting

the goals of the Action Plan. It

confirmed that, though progress

had been made, challenges remain.



To meet these challenges, the report

recommends:

• engaging hiring managers more

vigorously;

• strengthening accountability and

imposing consequences; and

• developing more aggressive ways

to recruit and promote visible

minorities.

Chapter 3: Building a 
Representative Public Service

Successful practices

Various organizations have put 

into place practices that advance

employment equity, among them

Canadian Heritage, Health Canada,

and the Department of Justice Canada.

Successful practices can be found in

many other departments, as well.

Ensuring compliance with the law

£ The Canadian Human Rights

Commission audits departments

and agencies for compliance with

the Employment Equity Act.

£ To date, 64 organizations have been

audited, representing 96 per cent 

of the workforce. Fifty-three 

of them have been found 

in compliance.

Working with stakeholders

We continue to work with stake-

holders, including bargaining agents,

the National Council of Visible

Minorities, the National Committee 

of Federal Public Servants with

Disabilities, the Aboriginal National

Network Initiative, and the External

Advisory Group on Embracing

Change to develop strategies and

implement plans and programs for

establishing a more representative 

and inclusive public service.

Moving ahead

£ The Public Service of Canada,

led by the Public Service Human

Resources Management Agency of

Canada, is committed to continuing

its efforts to establish a represen-

tative public service capable of

serving all Canadians.

£ Objectives for this year and next

include:

• preparing a new Employment

Equity Policy;

• intensifying efforts to meet the 

one-in-five benchmarks for visible

minorities, set forth in the

Embracing Change Action Plan;

• integrating employment equity

measures into management

accountability frameworks, human

resources and business plans, and

ensuring that employment equity 

is an integral part of human

resources modernization;

• working closely with stakeholders

to implement our employment

equity strategies.
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Introduction
The Public Service Modernization Act,

which received Royal Assent in

November 2003, promises fundamental

changes to how employees are managed,

supported and led. With it comes 

the prospect of transforming

employment systems and achieving

employment equity in the Public

Service.

On December 12, 2003, the

government announced the creation

of the Public Service Human

Resources Management Agency of

Canada (PSHRMAC) to ensure that

the government’s agenda for renewal

of human resources management

throughout the Public Service is

carried out. This modernization

agenda is about equipping the Public

Service of Canada to respond more

efficiently and effectively to the

evolving needs of Canadians and

their diversity.

The February 2004 Speech from 

the Throne elaborated further on

restoring trust and accountability 

and on the commitment to change

underlying the creation of

PSHRMAC. They signal nothing less

than the continuing pursuit of

excellence in public service.

Achieving this excellence requires 

that the Public Service draw from the

broadest talent pool and better reflect

and understand the diverse needs 

and backgrounds of the Canadians it

serves. The Clerk of the Privy Council

and Head of the Public Service 

has again made diversity and the

achievement of Embracing Change

benchmarks corporate priorities for

the 2003–04 fiscal year.

For three of the four employment

equity designated groups—women,

Aboriginal peoples and persons with

disabilities—the representation picture

is a good one. This is viewed against

the backdrop of workforce availability

indicators deriving from the 2001

Census and the 2001 Participation

and Activity Limitation Survey

conducted by Statistics Canada.

By contrast, while there continue to 

be improvements in the representation

of visible minorities, a significant gap

remains overall and the Embracing

Change benchmarks have still not

been met.

It is clear that the commitment to

change at even the highest levels 

of the Public Service has not been

enough, on its own, to ensure a

representative and inclusive public

service. There have been calls for

stronger oversight and holding

managers at all levels accountable for

the implementation of employment

equity or the lack thereof in federal

workforces. And such accountability

should be for results, not simply

processes. This report helps to

strengthen accountability by

indicating not only what has been

achieved, but also what should be

done to achieve more.
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What’s in the Report?
As required by the Employment 

Equity Act (1995), the report provides

the following information.

Chapter 1 provides a statistical

portrait for the April 1, 2003, to 

March 31, 2004 reporting period.

This year, PSHRMAC updated 

the Workforce Availability (WFA)

estimates for all four designated

groups, based on information from

the 2001 Census and the post-censal

Participation and Activity Limitation

Survey. The summary WFA data for

the Public Service as a whole are

contained in Table 1 of this report.

Chapter 1 also provides an overview

of historical data for the past decade,

going back to 1993–94. For ease of

reference and tracking, the tabular

information in this chapter has been

presented in a consistent manner 

over the years.

Chapter 2 reports on results and

progress against the Embracing

Change Action Plan. This Action Plan,

prepared by the Task Force on the

Participation of Visible Minorities in

the federal Public Service, was endorsed

by the Government of Canada in June

2000 to address the persistent under-

representation and to improve the

participation of visible minorities 

in the Public Service of Canada.

March 2004 saw the completion of

an independent evaluation of interim

progress in implementing the Action

Plan. The findings and observations

contained in this evaluation report

represent a valuable assessment of

what works and what can be done

differently to produce the results

envisaged under the Action Plan.

Chapter 3 presents highlights 

from a sample of departments that 

are doing well and the strategies 

they employ to achieve their results.

It also provides a snapshot of our

work through committees and with

our partners, including the National

Council of Visible Minorities,

the National Committee of Federal

Public Servants with Disabilities,

and bargaining agents. This chapter,

as in the past, fosters an exchange 

of ideas and expertise and the sharing

of successful practices.

Finally, the report looks ahead to

some of the initiatives proposed for

the 2004–05 fiscal year.
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Chapter 1
Where We Are Today—The Statistical Picture

This chapter includes a series of tables and charts that provide statistical information
on hirings, promotions and separations for the federal Public Service. It also provides
highlights for each designated group.

Women
• The proportion of federal public service employees who are women has increased to

53.1 per cent from 52.8 per cent last year.

• Representation of women in the Executive category is now at 34.9 per cent, up from
33.8 per cent last year and almost twice the proportion of a decade ago.

• Representation of women in the Scientific and Professional category rose from
40.3 per cent to 41.4 per cent.

• The percentage of indeterminate employees who are women increased from
51.9 per cent to 52.6 per cent over the past fiscal year.

• Almost 6 in 10 of term employees are women.

• Close to 6 in 10 of all hires were women in 2003–04. 

• An increasing proportion of all persons hired into the Scientific and Professional category
(now at 54.4 per cent, up from 51.7 per cent) were women. Although it remains the
major point of entry, the proportion of women (4 in 10) entering the federal Public Service
through the Administrative Support category continues to show slight decreased. 

• Women received approximately 6 out of 10 promotions, a proportion that has been fairly
constant over the last few years.

• Of the large departments and agencies, the Royal Canadian Mounted Police (civilian
staff) employs the highest proportion of women (76.3 per cent). 

• Just over 4 in 10 women in the federal Public Service work in the National Capital
Region and close to 4 in 10 of all employees working outside of Canada are women. 

• Just about half (50.9 per cent) of separations from the federal Public Service were by
women, down from 53.7 per cent a year ago.

Figure 1
Representation of Women, 1988–2004 (%)
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Aboriginal Peoples
• Aboriginal peoples accounted for 4.1 per cent of the federal Public Service

workforce in March 2004, up from 3.9 per cent the year before.

• The highest proportion of Aboriginal employees are in the Administration and
Foreign Service category (42.5 per cent) and Administrative Support (24.6 per cent). 

• Most Aboriginal employees (7 in 10) work outside the National Capital Region.

• Aboriginal peoples remained at 4.5 per cent of all new hires into the federal
Public Service.

• One in three Aboriginal employees hired was indeterminate. 

• Aboriginal employees continued to enter the federal Public Service primarily through
the Administrative Support (32.4 per cent) and the Administration and Foreign
Service categories (31.5 per cent), together accounting for just over 6 in 10 of
Aboriginal employees hired this year. 

• Aboriginal employees received 4.3 per cent of all promotions, up slightly
from last year.

• Over half (52.1 per cent) of the promotions of Aboriginal employees occurred in
or to the Administration and Foreign Service category.

• Of the Aboriginal employees who left the federal Public Service, 43.7 per cent
were indeterminate.

• Aboriginal peoples accounted for 4.6 per cent of departures from the Public
Service, down from 5.0 per cent a year ago.

• Indian and Northern Affairs Canada (INAC) remains the department that employs the
largest proportion of Aboriginal peoples, at 31.3 per cent or 17.5 per cent of the
entire Aboriginal population in the federal Public Service. 

Figure 2
Representation of Aboriginal Peoples, 1988–2004 (%)
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Persons with Disabilities
• The representation of persons with disabilities in the federal Public Service

was virtually unchanged, now at 5.7 per cent compared with 5.6 per cent
a year ago.

• The percentage of indeterminate employees who are persons with disabilities
remained the same as last year, 5.9 per cent.

• One third, or 33.7 per cent of persons with disabilities were hired as indeterminate
employees continuing a pattern of increase over the past three years. 

• The Administrative Support (37.1 per cent) and Administration and Foreign Service
categories (36.6 per cent) continue to be main points of entry for persons
with disabilities. 

• Approximately two-thirds of persons with disabilities in the federal Public Service are
45 years of age or older. 

• Employees with disabilities received 4.9 per cent of all promotions, the same
as last year. 

• Over 60 per cent of persons with disabilities separating from the federal
Public Service are indeterminate employees.

• Of the large departments, Veterans Affairs Canada continues to employ the highest
proportion of individuals with disabilities, 8.1 per cent, followed closely by Human
Resources and Skills Development Canada (HRSDC) at 8.0 per cent.

• Among small and mid-sized departments and agencies that employ 100 employees
or more, the Canadian Human Rights Commission has the highest proportion of
employees with disabilities, 10.7 per cent, followed by the Office of the
Chief Electoral Officer, 10.6 per cent.

• Among the large departments that increased their representation of persons with
disabilities from last year were: Royal Canadian Mounted Police (civilian staff) from
5.0 to 6.2 per cent, Health Canada from 4.5 to 5.0 per cent, and Statistics Canada
from 5.5 to 6.6 per cent.

Figure 3
Representation of Persons with Disabilities, 1988–2004 (%)
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Persons in a Visible Minority Group
• The number of employees in a visible minority group has been on a steady

increase in the federal Public Service for the last four years. The representation
has increased again this year from 7.4 per cent to 7.8 per cent. 

• The number of visible minority employees in the Executive category increased
to 208 (4.8 per cent) from 177 (4.2 per cent) a year ago.

• There was an increase in the proportion of persons in a visible minority group
who are indeterminate employees, now at 87.0 per cent, up from 83.9 per cent. 

• Of all indeterminate employees, 7.6 per cent are visible minorities, an increase
from 7.1 per cent a year ago.

• For the past few years, the highest proportion of persons in a visible
minority group has been in the Administration and Foreign Service category
(41.4 per cent).

• Excluding the NCR, the three regions with the highest proportion of visible
minority employees are Ontario, British Columbia, and Quebec with
18.8 per cent, 14.7 per cent, and 6.9 per cent respectively. 

• Just over 45 per cent of all employees in a visible minority group work in
the National Capital Region, up slightly from last year. 

• Of all new hires, 10.1 per cent were persons in a visible minority group, a
moderate increase from 9.5 per cent a year go.

• Employees in a visible minority group received 8.1 per cent of all promotions.

• Promotions for visible minorities, in or to the Executive category increased
to 6.0 per cent from 4.8 per cent a year ago.

• Visible minority employees entered the Public Service primarily through the
Administrative Support (32 per cent) and Administration and Foreign Service
categories (31.3 per cent). Over 20 per cent entered via the Scientific and
Professional category, higher than for any other group.

• Overall, visible minorities accounted for 6.5 per cent of all separations, down
slightly from 6.7 per cent.

• Among large departments and agencies, Citizenship and Immigration Canada
(14.5 per cent) and Health Canada (12.1 per cent), for the third year in a row
employed the highest proportions of persons in a visible minority group.

• Among all other departments with 100 employees or more, the Immigration and
Refugee Board again this year had the highest percentage, 21.2 per cent.
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Figure 4
Representation of Persons in a Visible Minority Group, 
1988–2004 (%)
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Figure 5
Hiring and Promotion of Women, 1988 and 1996–2004 (%)
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Figure 6
Hiring and Promotion of Aboriginal Peoples,
1988 and 1996–2004 (%)
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Figure 7
Hiring and Promotion of Persons with Disabilities,
1988 and 1996–2004 (%)
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Figure 8
Hiring and Promotion of Visible Minorities,
1988 and 1996–2004 (%)

0

10.0

11.0

12.0

9.0

8.0

7.0

6.0

5.0

4.0

3.0

2.0

1.0

3.2

4.7

5.8

3.4 3.1

3.9
4.4

3.2

5.7

8.1

9.5

4.9

6.1 6.3 6.4

7.7

10.0 10.1
9.4

8.1

1988 1996 1997 1998

Hirings Promotions

1999 2000 20012002 2003 2004 1988 1996 1997 1998 1999 2000 20012002 2003 2004

Representation
(Tables 1 and 2)

£ In 2003–04, the federal public

service workforce, as defined in the

Employment Equity Act, showed a

net increase of 2,662 employees,

bringing the total to 165,976.

£ Three of the four designated groups

are well represented. Women

account for 53.1 per cent of public

service employees, Aboriginal

peoples for 4.1 per cent, and

persons with disabilities for 

5.7 per cent compared to respective

workforce availabilities of 52.2 per

cent, 2.5 per cent, and 3.6 per cent.

£ There remains a gap between

representation (7.8 per cent)

and workforce availability

(10.4 per cent) for

visible minorities.

£ Indeterminate employees make up

90 per cent of the Public Service

workforce. Representation of

indeterminate employees among

the designated groups is fairly

consistent with the overall picture:

– 93 per cent of persons with

disabilities;

– 90 per cent of both Aboriginal

peoples and women; and

– 87 per cent of visible minorities

are indeterminate employees.

£ The overall number of term

employees decreased by almost

5,000 from 20,782 to 15,812.
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Employment Equity

Gender
(Table 2)

£ In 2003–04, the number of women

in the Public Service increased to

88,175 or 53.1 per cent of the

workforce.

£ The proportion of women in

designated groups has risen since

last year. Women now account for

61.2 per cent of Aboriginal peoples,

54.3 per cent of visible minorities,

and 50.6 per cent of persons with

disabilities in the Public Service.

£ Women continue to comprise close

to 6 in 10 of term employees.

Representation in
Multiple Groups
£ There was a slight increase in the

number of employees belonging to

more than one employment equity

group, as indicated below, but the

numbers are still small.

Occupational Category
(Table 3)

£ The proportion in the Executive

category has increased for all

designated groups: visible

minorities from 4.2 to 4.8 per cent,

persons with disabilities from 4.6 

to 4.9 per cent, Aboriginal peoples

from 2.7 to 2.9 per cent, and

women from 33.8 to 34.9 per cent.

£ Administration and Foreign Service

is the largest occupational category

in the Public Service. Women

account for almost 60 per cent 

of the 69,868 employees in 

this category.

£ The Administrative Support

category has the highest concen-

tration of women—82.7 per cent,

although this continues to show

slight decreases over the years.

Distribution of Employees Showing Representation in Multiple Groups

2003 2004

Persons in a Persons in a
Aboriginal Visible Minority Aboriginal Visible Minority

Peoples with Group with Peoples with Group with
All Disabilities Disabilities All Disabilities Disabilities

Public Service Employees 163,314 380 391 165,976 424 441

Men 77,152 188 201 77,801 210 230

All Women 86,162 192 190 88,175 214 211

Aboriginal Women 3,910 4,114

Women with Disabilities 4,592 4,781

Visible Minority Women 6,509 7,057
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Figure 9
Distribution of Women by Occupational Category

Administrative Support
(29.8%)  26,260

Technical
(6.3%)  5,521

Administration and 
Foreign Service
(47.3%)  41,697

Scientific and Professional
(11.2%)  9,912

Executive
(1.7%)  1,510

Operational
(3.7%)  3,275

Figure 10
Distribution of Aboriginal Peoples
by Occupational Category

Administrative Support
(24.6%)  1,654

Technical
(7.7%)  521

Administration and 
Foreign Service
(42.5%)  2,857

Scientific and Professional
(8.7%)  585

Executive
(1.8%) 124

Operational
(14.6%)  982
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Figure 11
Distribution of Persons with Disabilities
by Occupational Category

Administrative Support
(26.7%)  2,525

Technical
(8.3%)  780

Administration and 
Foreign Service
(44.1%)  4,171

Scientific and Professional
(9.5%)  894

Executive
(2.3%) 213

Operational
(9.2%)  869

Figure 12
Distribution of Persons in a Visible Minority Group
by Occupational Category

Administrative Support
(22.6%)  2,942

Technical
(7.0%)  915

Administration and 
Foreign Service
(41.4%)  5,386

Scientific and Professional
(21.9%)  2,846

Executive
(1.6%) 208

Operational
(5.4%)  704
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Figure 13
Women by Age Group
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Figure 14
Three Designated Groups of Employees by Age Group
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Employment Equity

Age
(Table 4)

£ In 2003–04, the average age of

public service employees was 44.

£ The oldest group of people in the

Public Service are in the Executive

category, averaging approximately

50 years of age.

£ Among the designated groups

overall, visible minorities are the

youngest (41.8 years old) and

persons with disabilities are the

oldest (47.1 years old).

£ Once again, the group with the

highest proportion (two-thirds)

of workers over the age of 45 is

persons with disabilities.

Departments
and Agencies 
(Table 5)

On December 12, 2003, the

government announced changes in

the structure of some federal

departments and agencies and the

creation of several new organizations,

including the Canada Border Services

Agency; Canadian Firearms Centre;

Canada School of Public Service;

Department of International Trade;

Department of Social Development

Canada; Department of Public Safety

and Emergency Preparedness; Human

Resources and Skills Development

Canada; Public Service Human

Resources Management Agency of

Canada; and the Public Service

Staffing Tribunal.

N U A L  R E P O R T  T O  P A R L I A M E N T  
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This report refers to departments

prior to the restructuring, that is 

for the better part of the 2003–04

fiscal year. Data reflecting the new

structures will be contained in next

year’s report.

£ Women made up 70 percent 

of the workforce in three of the

18 largest departments —

Royal Canadian Mounted Police

(civilian staff), Human Resources

Development Canada (HRDC) 

and Veterans Affairs Canada.

£ Sixty percent of Aboriginal peoples

in the Public Service are employed

by five departments: Indian and

Northern Affairs Canada (INAC),

Correctional Service Canada,

HRDC, Health Canada, and

National Defence. Aboriginal

peoples constitute approximately

one-third of the workforce 

at INAC.

£ Approximately 20 per cent of

persons with disabilities in the

Public Service (1,876 people) are

employed by HRDC, followed by

National Defence with 12 per cent

or 1,112 employees.

£ Just over 30 per cent of visible

minorities in the Public Service

work in three departments: HRDC

(1,892), Health Canada (1,097), and

National Defence (1,010). Among

the large departments, the highest

proportions are at Citizenship

and Immigration Canada

(14.5 per cent), Health Canada

(12.1 per cent), Statistics Canada

(11 per cent), and Industry Canada

(10 per cent).
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Employment Equity

Geography
(Table 6)

£ The concentration of the federal

workforce is highest in the National

Capital Region (42.2 per cent).

The proportion is similar for visible

minorities (45.1 per cent), women

(44.4 per cent), and persons 

with disabilities (42 per cent).

By contrast, only 32 per cent of

Aboriginal peoples work in the

NCR and over 4 in 10 Aboriginal

employees are found west

of Ontario.

£ Just over 1 in 3 public service

employees working outside

Canada are women.

£ As it has for many years,

British Columbia had the highest

representation of visible minorities

at 12.9 percent, followed by

Ontario (excluding NCR)

with 11.8 per cent.

Figure 15

Distribution of Federal Public Service Employees
by Designated Group and Region of Work (%)

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

Newfoundland and Labrador 40.9 4.2 5.2 1.1

Prince Edward Island 62.4 2.4 8.7 1.8

Nova Scotia 40.8 2.6 7.0 4.9

New Brunswick 53.1 2.9 5.1 1.3

Quebec (excl. NCR) 54.2 1.5 3.1 4.6

NCR 55.8 3.1 5.7 8.4

Ontario (excl. NCR) 55.7 3.9 7.1 11.8

Manitoba 55.6 11.5 6.6 6.3

Saskatchewan 52.6 12.8 5.6 3.4

Alberta 54.3 7.3 6.4 7.3

British Columbia 48.3 5.0 6.1 12.9

Yukon 64.1 18.3 6.0 2.5

Northwest Territories 54.7 20.8 4.3 3.0

Nunavut 52.8 28.4 1.7 4.0
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Salary
(Table 7)

£ In the federal Public Service,

54.2 per cent of all employees earn

$50,000 or more. For the designated

groups, the proportions are:

– visible minorities 

54.0 per cent;

– persons with disabilities 

48.3 per cent;

– Aboriginal peoples,

45.2 per cent; and

– women 

43.9 per cent.

Hiring
(Tables 8 through 10)

£ The federal Public Service hired

4,100 (25 per cent) fewer employees

in 2003–04 than during the

previous year. All designated groups

likewise showed decreases in hiring,

with visible minorities being

least affected.

£ Persons in visible minority groups

made up approximately 10 per cent

of new hires, not much change

from last year. The proportion of

Aboriginal peoples and persons

with disabilities hired was the same

as last year, 4.5 and 3.1 per cent

respectively.

£ Four geographic areas show

double-digit percentages for

hiring of Aboriginal peoples:

Saskatchewan (13.1 per cent),

Manitoba (11.2 per cent), Nunavut

(27.7 per cent), and the Northwest

Territories (12.3 per cent).

With respect to visible minorities,

there are seven such areas,

including the NCR, British

Columbia, and Alberta.

£ Of the 75 external hires into 

the Executive category, 10 were

members of visible minority groups

and 29 were women.

£ For the Public Service as a whole

and for all designated groups, there

was more hiring of term than of

indeterminate employees—close 

to twice as much for all employees,

Aboriginal peoples, women, and

persons with disabilities. The ratio

(1.8) was significantly lower for

visible minorities.
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Employment Equity

Promotions
(Tables 11 through 13)

£ There were over 5,000 fewer

promotions than last year. While all

designated groups experienced

numeric decreases, only women

and visible minorities experienced

a decrease in their share.

£ Half of all promotions occurred 

in the NCR, as was the case for

women, persons with disabilities,

and visible minorities. The NCR

share for Aboriginal peoples drops

to 38 per cent.

£ Indeterminate employees received

over 90 per cent of all promotions

and of those received by persons 

in the designated groups.

£ Exactly half of all promotions in

the federal Public Service were 

in or to the Administration and

Foreign Service category. For

women, this category accounted

for 57.2 per cent, for persons with

disabilities 53.7 per cent, for

Aboriginal peoples 52.1 per cent,

and for 49.9 per cent among

visible minorities.

Separations
(Tables 14 through 16)

£ The total number of separations

from the federal Public Service was

10,572, down from 11,546 last year.

Together, the minority-designated

groups accounted for 17.4 per cent

of separations as follows: visible

minorities 6.5 per cent, persons

with disabilities 6.3 per cent, and

Aboriginal peoples 4.6 per cent.

£ Women accounted for slightly

more than half of all separations

from the federal Public Service.

£ Overall, separations from

indeterminate employment

exceeded those from term

employment with the former

accounting for just under half of

all separations.

£ Term separations exceeded

indeterminate separations for

three of the four designated groups;

the exception was for persons with

disabilities, where there were almost

twice as many separations from

indeterminate employment as from

term employment.
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Technical Notes
The tables in this chapter provide

statistics on the designated groups 

in the federal Public Service as at

March 31, 2004. They include

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
The 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 as at March 31, 2004,

is 171,457. This is an increase of

2,594 persons, or 1.5 per cent, from

March 31, 2003.

Report Coverage
This report includes information on

indeterminate employees, term

employees of three months or more,

and seasonal employees, with the

exception of those seasonal employees

who are on leave without pay at the

end of March. Due to their rapid

turnover, no information is reported

on students or casual employees,

except in the case of hiring. Persons

on leave without pay, including those

on care and nurturing leave and

educational leave, are not included

in these tables. In some smaller

departments, their exclusion may

affect the representation of

designated groups.

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, 2003, and ending

March 31, 2004.

Employees are classified according to the following categories:

Indeterminate, terms of three months or more, and seasonal 165,976

Terms of less than three months 735

Casual employees  4,746

Total 171,457
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Employment Equity

Federal Departments and
Agencies
The Employment Equity Act prescribes

that this report cover the portions of

the Public Service of Canada set out

in Part I of Schedule I of the PSSRA.

Under the PSSRA I-I, the federal

Public Service comprises some 

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 organi-

zations covered by the PSSRA I-I.

These organizations vary in size from

large departments with more than

3,000 employees to small institutions

with fewer than 100 employees and

some with 10 or fewer. Some

departments have employees in all

provinces and territories, while others

are located only in the NCR. The

population for some small organi-

zations is included with the larger

institution that handles their 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. Federal public

service term employees fall into

two categories:

£ short-term employees (appointed

for less 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 not included in this report.

Some persons who are initially hired

as short-term employees, however,

become long-term or indeterminate

employees. When this change in status

occurs and the employee is not given

an opportunity to self-identify (the

process by which persons voluntarily

identify themselves as members of one

or more of the minority-designated

groups or confirm that they are not),

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.

Data on Persons in the
Designated Groups
To assure consistency in the 

data presented in this chapter,

the Public Service Human Resources

Management Agency of Canada 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
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are generated from the Employment

Equity Data Bank, which is maintained

by PSHRMAC. Information derived

from these two sources does not always

harmonize exactly with information

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, which is

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 depend on

the willingness of employees to self-

identify and on departments

providing opportunities for them to

do so. Employees can self-identify

when they join a department

(including those engaged as students

or casual employees) and during

departmental self-identification

censuses and other campaigns. They

may complete a self-identification

form (available from employment

equity co-ordinators in the

department) at any time.

Terminology

“Hirings” refers to the number of

persons added to the employee

population in the past fiscal year. This

includes indeterminate and seasonal

employees, those with terms of three

months or more, and 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

appointments to positions at higher

maximum pay levels, either within the

same occupational group or subgroup

or in another group or subgroup.

“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 past

fiscal year. 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 or whose specified

employment period (term) 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.
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Employment Equity

“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

occupations in the federal Public

Service. Estimates for women,

Aboriginal peoples, and persons in a

visible minority group derive from

statistics collected in the Census 

of Canada. Those for persons with

disabilities derive from data in surveys

such as the Health and Activity

Limitation Survey (1991) and the

Participation and Activity Limitation

Survey (2001). These are also collected

by Statistics Canada.

“Benchmarks,” like targets, are

established to measure progress

toward goals that an organization

has set for itself. Benchmarks take

into account the realities of an

organization’s operations and, in

the case of the Public Service,

complement the concept of merit

by ensuring that the public service

workforce is qualified and represen-

tative, reflecting the diversity of

Canadian society and the pools from

which employees are drawn.



A N N U A L  R E P O R T  T O  P A R L I A M E N T  23

Ta
b

le
 1

R
ep

re
se

nt
at

io
n 

of
 D

es
ig

na
te

d
 G

ro
up

s 
in

 t
he

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
P

S
S

R
A

 I-
I I

nd
et

er
m

in
at

e,
 T

er
m

s 
of

 T
hr

ee
 M

on
th

s 
or

 M
or

e,
 a

nd
 S

ea
so

na
l E

m
p

lo
ye

es

A
ll

A
b

o
ri

g
in

al
 

P
er

so
ns

 w
it

h
P

er
so

ns
 in

 a
 V

is
ib

le
 

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
D

is
ab

ili
ti

es
M

in
o

ri
ty

 G
ro

up

#
#

%
#

%
#

%
#

%

P
ub

lic
 S

er
vi

ce
 R

ep
re

se
nt

at
io

n

A
s 

at
 M

ar
ch

 3
1,

 2
00

4
16

5,
97

6
88

,1
75

53
.1

6,
72

3
4.

1
9,

45
2

5.
7

13
,0

01
7.

8

A
s 

at
 M

ar
ch

 3
1,

 2
00

3
16

3,
31

4
86

,1
62

52
.8

6,
42

6
3.

9
9,

15
5

5.
6

12
,0

58
7.

4

A
s 

at
 M

ar
ch

 3
1,

 2
00

2
15

7,
51

0
82

,6
63

52
.5

5,
98

0
3.

8
8,

33
1

5.
3

10
,7

72
6.

8

A
s 

at
 M

ar
ch

 3
1,

 2
00

1
14

9,
33

9
77

,7
85

52
.1

5,
31

6
3.

6
7,

62
1

5.
1

9,
14

3
6.

1

A
s 

at
 M

ar
ch

 3
1,

 2
00

0*
14

1,
25

3
72

,5
49

51
.4

4,
63

9
3.

3
6,

68
7

4.
7

7,
76

4
5.

5
(R

ev
en

ue
 C

an
ad

a 
ex

cl
ud

ed
)

A
s 

at
 M

ar
ch

 3
1,

 1
99

9
17

8,
34

0
91

,8
56

51
.5

5,
12

4
2.

9
8,

13
7

4.
6

10
,5

57
5.

9
(R

ev
en

ue
 C

an
ad

a 
in

cl
ud

ed
)

A
s 

at
 M

ar
ch

 3
1,

 1
99

8
17

9,
83

1
90

,8
01

50
.5

4,
77

0
2.

7
6,

94
3

3.
9

9,
26

0
5.

1

A
s 

at
 M

ar
ch

 3
1,

 1
99

7
18

6,
37

8
92

,2
81

49
.5

4,
55

1
2.

4
6,

22
7

3.
3

8,
69

0
4.

7

A
s 

at
 M

ar
ch

 3
1,

 1
99

6
20

1,
00

9
96

,7
94

48
.2

4,
66

5
2.

3
6,

29
1

3.
1

8,
98

1
4.

5

A
s 

at
 M

ar
ch

 3
1,

 1
99

5
21

7,
78

4
10

3,
19

1
47

.4
4,

78
3

2.
2

6,
93

5
3.

2
8,

91
4

4.
1

A
s 

at
 M

ar
ch

 3
1,

 1
99

4
22

4,
64

0
10

5,
62

1
47

.0
4,

49
2

2.
0

6,
62

3
2.

9
8,

56
6

3.
8

W
or

kf
or

ce
 A

va
ila

bi
lit

y 
20

01
 C

en
su

s 
an

d 
PA

LS
52

.2
2.

5
3.

6
10

.4

*
R

ev
en

ue
 C

an
ad

a 
be

ca
m

e 
a 

se
pa

ra
te

 e
m

pl
oy

er
, C

an
ad

a 
C

us
to

m
s 

an
d 

R
ev

en
ue

 A
ge

nc
y,

 o
n 

N
ov

em
be

r 
1,

 1
99

9.

N
o

te

Th
e 

da
ta

 in
 t

hi
s 

an
d 

ot
he

r 
ta

bl
es

 in
 t

hi
s 

re
po

rt
 c

ov
er

 e
m

pl
oy

ee
s 

id
en

tif
ie

d 
fo

r 
th

e 
pu

rp
os

e 
of

 e
m

pl
oy

m
en

t 
eq

ui
ty

 in
 t

he
 E

m
pl

oy
m

en
t 

Eq
ui

ty
 R

eg
ul

at
io

ns
. T

he
 e

st
im

at
es

 o
f w

or
kf

or
ce

av
ai

la
bi

lit
y 

ar
e 

ba
se

d 
on

 in
fo

rm
at

io
n 

fro
m

 t
he

 2
00

1 
C

en
su

s 
of

 C
an

ad
a 

an
d 

th
e 

20
01

 p
os

t-
C

en
su

s 
P

ar
tic

ip
at

io
n 

an
d 

A
ct

iv
ity

 L
im

ita
tio

n 
S

ur
ve

y 
(P

A
LS

). 
Th

ey
 in

cl
ud

e 
on

ly
 C

an
ad

ia
n

ci
tiz

en
s 

in
 t

ho
se

 o
cc

up
at

io
ns

 in
 t

he
 C

an
ad

ia
n 

w
or

kf
or

ce
 t

ha
t 

co
rr

es
po

nd
 t

o 
oc

cu
pa

tio
ns

 in
 t

he
 fe

de
ra

l P
ub

lic
 S

er
vi

ce
.



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 424

Employment Equity

Ta
b

le
 2

D
is

tr
ib

ut
io

n 
of

 D
es

ig
na

te
d

 G
ro

up
s 

in
 t

he
 F

ed
er

al
 P

ub
lic

 S
er

vi
ce

 b
y 

Ty
p

e 
of

 E
m

p
lo

ym
en

t 
an

d
 G

en
d

er
P

S
S

R
A

 I-
I I

nd
et

er
m

in
at

e,
 T

er
m

s 
of

 T
hr

ee
 M

on
th

s 
or

 M
or

e,
 a

nd
 S

ea
so

na
l E

m
p

lo
ye

es
—

as
 a

t 
M

ar
ch

 3
1,

 2
00

4

Ty
p

e 
o

f 
E

m
p

lo
ym

en
t

A
ll 

em
p

lo
ye

es
G

en
d

er
In

d
et

er
m

in
at

e
G

en
d

er
Te

rm
  

≥
3 

M
o

nt
hs

G
en

d
er

S
ea

so
na

l
G

en
d

er

#
%

%
#

%
%

#
%

%
#

%
%

Fe
de

ra
l P

ub
lic

 S
er

vi
ce

To
ta

l
16

5,
97

6
10

0.
0

10
0.

0
14

9,
29

8
10

0.
0

10
0.

0
15

,8
12

10
0.

0
10

0.
0

86
6

10
0.

0
10

0.
0

W
om

en
88

,1
75

53
.1

53
.1

78
,5

09
52

.6
52

.6
9,

32
5

59
.0

59
.0

34
1

39
.4

39
.4

M
en

77
,8

01
46

.9
46

.9
70

,7
89

47
.4

47
.4

6,
48

7
41

.0
41

.0
52

5
60

.6
60

.6

A
bo

rig
in

al
 P

eo
pl

es
To

ta
l

6,
72

3
4.

1
10

0.
0

6,
06

6
4.

1
10

0.
0

60
9

3.
9

10
0.

0
48

5.
5

10
0.

0
W

om
en

4,
11

4
4.

7
61

.2
3,

67
6

4.
7

60
.6

41
5

4.
5

68
.1

23
6.

7
47

.9
M

en
2,

60
9

3.
4

38
.8

2,
39

0
3.

4
39

.4
19

4
3.

0
31

.9
25

4.
8

52
.1

P
er

so
ns

 w
ith

 D
is

ab
ilit

ie
s

To
ta

l
9,

45
2

5.
7

10
0.

0
8,

83
6

5.
9

10
0.

0
57

6
3.

6
10

0.
0

40
4.

6
10

0.
0

W
om

en
4,

78
1

5.
4

50
.6

4,
45

1
5.

7
50

.4
31

4
3.

4
54

.5
16

4.
7

40
.0

M
en

4,
67

1
6.

0
49

.4
4,

38
5

6.
2

49
.6

26
2

4.
0

45
.5

24
4.

6
60

.0

P
er

so
ns

 in
 a

 V
is

ib
le

 M
in

or
ity

 G
ro

up
To

ta
l

13
,0

01
7.

8
10

0.
0

11
,3

14
7.

6
10

0.
0

1,
65

6
10

.5
10

0.
0

31
3.

6
10

0.
0

W
om

en
7,

05
7

8.
0

54
.3

6,
02

0
7.

7
53

.2
1,

02
0

10
.9

61
.6

17
5.

0
54

.8
M

en
5,

94
4

7.
6

45
.7

5,
29

4
7.

5
46

.8
63

6
9.

8
38

.4
14

2.
7

45
.2

N
o

te

S
ha

de
d 

co
lu

m
ns

 in
di

ca
te

 t
he

 p
er

ce
nt

ag
e 

re
pr

es
en

ta
tio

n 
by

 g
en

de
r 

w
ith

in
 e

ac
h 

gr
ou

p 
of

 e
m

pl
oy

ee
s 

(e
.g

. 6
1.

2 
pe

r 
ce

nt
 o

f A
bo

rig
in

al
 e

m
pl

oy
ee

s 
ar

e 
w

om
en

, i
.e

. 4
,1

14
 ÷

 6
,7

23
 x

 1
00

).
P

er
ce

nt
ag

es
 in

 t
he

 u
ns

ha
de

d 
co

lu
m

ns
 in

 e
ac

h 
ca

se
 s

ho
w

 t
he

 r
ep

re
se

nt
at

io
n 

of
 a

ll 
m

em
be

rs
 o

f t
he

 d
es

ig
na

te
d 

gr
ou

ps
 w

ith
in

 t
he

 P
ub

lic
 S

er
vi

ce
 a

nd
 t

he
ir 

re
pr

es
en

ta
tio

n 
by

 g
en

de
r

w
ith

in
 t

he
 P

ub
lic

 S
er

vi
ce

 (e
.g

. 9
.8

 p
er

 c
en

t 
of

 m
en

 w
ho

 a
re

 t
er

m
 e

m
pl

oy
ee

s 
ar

e 
m

em
be

rs
 o

f a
 v

is
ib

le
 m

in
or

ity
 g

ro
up

, i
.e

. 6
36

 ÷
6,

48
7 

x 
10

0)
.



A N N U A L  R E P O R T  T O  P A R L I A M E N T  25

Ta
b

le
 3

D
is

tr
ib

ut
io

n 
of

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 E

m
pl

oy
ee

s 
by

 D
es

ig
na

te
d 

G
ro

up
 A

cc
or

di
ng

 t
o 

O
cc

up
at

io
na

l C
at

eg
or

y 
an

d 
G

ro
up

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
as

 a
t 

M
ar

ch
 3

1,
 2

00
4

O
cc

up
at

io
na

l C
at

eg
o

ry
A

b
o

ri
g

in
al

P
er

so
ns

P
er

so
ns

 in
 a

 V
is

ib
le

an
d

 G
ro

up
A

ll 
E

m
p

lo
ye

es
W

o
m

en
P

eo
p

le
s

w
it

h 
D

is
ab

ili
ti

es
M

in
o

ri
ty

 G
ro

up

#
#

%
#

%
#

%
#

%

E
xe

cu
tiv

e
4,

32
2

1,
51

0
34

.9
12

4
2.

9
21

3
4.

9
20

8
4.

8
S

ci
en

tif
ic

 a
nd

 P
ro

fe
ss

io
na

l
A

C
A

ct
ua

ria
l S

ci
en

ce
5

1
20

.0
0

0.
0

0
0.

0
1

20
.0

A
G

A
gr

ic
ul

tu
re

7
1

14
.3

1
14

.3
1

14
.3

0
0.

0
A

R
A

rc
hi

te
ct

ur
e 

an
d 

To
w

n 
P

la
nn

in
g

24
0

68
28

.3
4

1.
7

6
2.

5
29

12
.1

A
U

A
ud

iti
ng

18
9

60
31

.7
1

0.
5

5
2.

6
39

20
.6

B
I

B
io

lo
gi

ca
l S

ci
en

ce
s

1,
85

8
78

2
42

.1
34

1.
8

60
3.

2
21

3
11

.5
C

H
C

he
m

is
tr

y
41

3
16

6
40

.2
3

0.
7

7
1.

7
93

22
.5

D
E

D
en

tis
tr

y
11

0
0.

0
0

0.
0

1
9.

1
0

0.
0

D
S

D
ef

en
ce

 S
ci

en
tif

ic
 S

er
vi

ce
59

8
97

16
.2

1
0.

2
9

1.
5

77
12

.9
E

D
E

du
ca

tio
n

77
9

48
5

62
.3

77
9.

9
33

4.
2

47
6.

0
E

N
E

ng
in

ee
rin

g 
an

d 
La

nd
 S

ur
ve

y
2,

61
4

37
5

14
.3

34
1.

3
86

3.
3

40
8

15
.6

E
S

E
co

no
m

ic
s,

 S
oc

io
lo

gy
 a

nd
 S

ta
tis

tic
s

5,
83

1
2,

70
0

46
.3

13
2

2.
3

25
8

4.
4

77
3

13
.3

FO
Fo

re
st

ry
94

16
17

.0
0

0.
0

4
4.

3
2

2.
1

H
R

H
is

to
ric

al
 R

es
ea

rc
h

12
7

49
38

.6
2

1.
6

7
5.

5
3

2.
4

LA
La

w
2,

71
4

1,
38

3
51

.0
78

2.
9

14
3

5.
3

23
8

8.
8

LS
Li

br
ar

y 
S

ci
en

ce
41

5
30

8
74

.2
11

2.
7

17
4.

1
27

6.
5

M
A

M
at

he
m

at
ic

s
33

2
12

1
36

.4
1

0.
3

17
5.

1
51

15
.4

M
D

M
ed

ic
in

e
26

2
92

35
.1

3
1.

1
14

5.
3

31
11

.8
M

T
M

et
eo

ro
lo

gy
51

7
87

16
.8

2
0.

4
16

3.
1

31
6.

0
N

D
N

ut
rit

io
n 

an
d 

D
ie

te
tic

s
40

40
10

0.
0

2
5.

0
0

0.
0

2
5.

0
N

U
N

ur
si

ng
1,

59
4

1,
35

5
85

.0
13

7
8.

6
40

2.
5

10
4

6.
5

O
P

O
cc

up
at

io
na

l a
nd

 P
hy

si
ca

l T
he

ra
py

55
42

76
.4

0
0.

0
1

1.
8

3
5.

5
P

C
P

hy
si

ca
l S

ci
en

ce
s

2,
05

3
76

9
37

.5
45

2.
2

60
2.

9
19

4
9.

4
P

H
P

ha
rm

ac
y

20
14

70
.0

1
5.

0
0

0.
0

1
5.

0
P

S
P

sy
ch

ol
og

y
33

4
16

7
50

.0
3

0.
9

15
4.

5
22

6.
6

S
E

S
ci

en
tif

ic
 R

es
ea

rc
h

1,
85

2
32

1
17

.3
7

0.
4

51
2.

8
30

7
16

.6
S

G
S

ci
en

tif
ic

 R
eg

ul
at

io
n

65
2

31
9

48
.9

4
0.

6
24

3.
7

11
5

17
.6

S
W

S
oc

ia
l W

or
k

49
38

77
.6

2
4.

1
2

4.
1

1
2.

0
U

T
U

ni
ve

rs
ity

 T
ea

ch
in

g
22

9
37

16
.2

0
0.

0
15

6.
6

31
13

.5
V

M
Ve

te
rin

ar
y 

M
ed

ic
in

e
36

19
52

.8
0

0.
0

2
5.

6
3

8.
3

To
ta

l
23

,9
20

9,
91

2
41

.4
58

5
2.

4
89

4
3.

7
2,

84
6

11
.9



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 426

Employment Equity

A
dm

in
is

tr
at

io
n 

an
d 

Fo
re

ig
n 

S
er

vi
ce

A
S

A
dm

in
is

tr
at

iv
e 

S
er

vi
ce

s
21

,0
48

15
,7

46
74

.8
84

1
4.

0
1,

23
0

5.
8

1,
15

1
5.

5
C

A
C

ar
ee

r 
A

ss
ig

nm
en

t 
P

ro
gr

am
15

2
82

53
.9

18
11

.8
12

7.
9

45
29

.6
C

O
C

om
m

er
ce

2,
96

0
1,

20
8

40
.8

10
4

3.
5

13
3

4.
5

23
4

7.
9

C
S

C
om

pu
te

r 
S

ys
te

m
s 

A
dm

in
is

tr
at

io
n

11
,4

95
3,

41
4

29
.7

23
4

2.
0

57
8

5.
0

1,
29

1
11

.2
FI

Fi
na

nc
ia

l A
dm

in
is

tr
at

io
n

3,
15

7
1,

62
0

51
.3

90
2.

9
14

1
4.

5
43

7
13

.8
FS

Fo
re

ig
n 

S
er

vi
ce

1,
18

7
43

9
37

.0
19

1.
6

39
3.

3
12

8
10

.8
IS

In
fo

rm
at

io
n 

S
er

vi
ce

s
2,

76
9

1,
89

0
68

.3
84

3.
0

14
3

5.
2

16
9

6.
1

M
M

M
an

ag
em

en
t 

Tr
ai

ne
e

18
2

11
4

62
.6

4
2.

2
7

3.
8

25
13

.7
O

M
O

rg
an

iz
at

io
n 

an
d 

M
et

ho
ds

20
2

12
0

59
.4

3
1.

5
17

8.
4

12
5.

9
P

E
P

er
so

nn
el

 A
dm

in
is

tr
at

io
n

3,
31

7
2,

45
3

74
.0

15
6

4.
7

32
7

9.
9

29
4

8.
9

P
G

P
ur

ch
as

in
g 

an
d 

S
up

pl
y

2,
39

9
1,

25
8

52
.4

79
3.

3
14

9
6.

2
17

4
7.

3
P

M
P

ro
gr

am
 A

dm
in

is
tr

at
io

n
17

,4
38

11
,2

64
64

.6
1,

05
5

6.
1

1,
19

8
6.

9
1,

25
9

7.
2

TR
Tr

an
sl

at
io

n
1,

18
2

80
7

68
.3

3
0.

3
40

3.
4

37
3.

1
W

P
W

el
fa

re
 P

ro
gr

am
2,

38
0

1,
28

2
53

.9
16

7
7.

0
15

7
6.

6
13

0
5.

5

To
ta

l
69

,8
68

41
,6

97
59

.7
2,

85
7

4.
1

4,
17

1
6.

0
5,

38
6

7.
7

Te
ch

ni
ca

l
A

I
A

ir 
Tr

af
fic

 C
on

tr
ol

13
1

7.
7

0
0.

0
0

0.
0

1
7.

7
A

O
A

irc
ra

ft 
O

pe
ra

tio
ns

51
3

43
8.

4
10

1.
9

8
1.

6
14

2.
7

D
D

D
ra

fti
ng

 a
nd

 Il
lu

st
ra

tio
n

23
2

86
37

.1
5

2.
2

17
7.

3
17

7.
3

E
G

E
ng

in
ee

rin
g 

an
d 

S
ci

en
tif

ic
 S

up
po

rt
6,

29
3

1,
78

2
28

.3
14

7
2.

3
26

8
4.

3
35

6
5.

7
E

L
E

le
ct

ro
ni

cs
1,

02
0

41
4.

0
20

2.
0

50
4.

9
40

3.
9

E
U

E
du

ca
tio

na
l S

up
po

rt
32

28
87

.5
18

56
.3

0
0.

0
0

0.
0

G
T

G
en

er
al

 T
ec

hn
ic

al
2,

13
8

58
7

27
.5

10
2

4.
8

10
3

4.
8

58
2.

7
P

I
P

rim
ar

y 
P

ro
du

ct
s 

In
sp

ec
tio

n
24

7
49

19
.8

9
3.

6
21

8.
5

15
6.

1
P

Y
P

ho
to

gr
ap

hy
11

2
18

.2
0

0.
0

1
9.

1
0

0.
0

R
O

R
ad

io
 O

pe
ra

tio
ns

35
1

66
18

.8
12

3.
4

13
3.

7
7

2.
0

S
I

S
oc

ia
l S

ci
en

ce
 S

up
po

rt
3,

47
9

2,
19

7
63

.2
13

8
4.

0
21

3
6.

1
25

7
7.

4
S

O
S

hi
ps

’ 
O

ffi
ce

rs
1,

00
1

67
6.

7
23

2.
3

21
2.

1
12

1.
2

TE
R

C
M

P
 S

pe
ci

al
 G

ro
up

79
1

41
9

53
.0

1
0.

1
1

0.
1

10
1.

3
TI

Te
ch

ni
ca

l I
ns

pe
ct

io
n

1,
44

6
15

3
10

.6
36

2.
5

64
4.

4
12

8
8.

9

To
ta

l
17

,5
67

5,
52

1
31

.4
52

1
3.

0
78

0
4.

4
91

5
5.

2

A
dm

in
is

tr
at

iv
e 

S
up

po
rt

C
M

C
om

m
un

ic
at

io
ns

64
16

25
.0

1
1.

6
5

7.
8

1
1.

6
C

R
C

le
ric

al
 a

nd
 R

eg
ul

at
or

y
29

,9
88

24
,7

20
82

.4
1,

58
6

5.
3

2,
42

3
8.

1
2,

81
9

9.
4

D
A

D
at

a 
P

ro
ce

ss
in

g
31

8
19

3
60

.7
7

2.
2

21
6.

6
26

8.
2

O
E

O
ffi

ce
 E

qu
ip

m
en

t 
O

pe
ra

tio
n

14
9

64
.3

0
0.

0
4

28
.6

0
0.

0
S

T
S

ec
re

ta
ria

l, 
S

te
no

gr
ap

hi
c,

 T
yp

in
g

1,
35

2
1,

32
2

97
.8

60
4.

4
72

5.
3

96
7.

1

To
ta

l
31

,7
36

26
,2

60
82

.7
1,

65
4

5.
2

2,
52

5
8.

0
2,

94
2

9.
3



A N N U A L  R E P O R T  T O  P A R L I A M E N T  27

Ta
b

le
 3

 (
co

n
t’

d
)

D
is

tr
ib

ut
io

n 
of

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 E

m
pl

oy
ee

s 
by

 D
es

ig
na

te
d 

G
ro

up
 A

cc
or

di
ng

 t
o 

O
cc

up
at

io
na

l C
at

eg
or

y 
an

d 
G

ro
up

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
as

 a
t 

M
ar

ch
 3

1,
 2

00
4

O
cc

up
at

io
na

l C
at

eg
o

ry
A

b
o

ri
g

in
al

P
er

so
ns

P
er

so
ns

 in
 a

 V
is

ib
le

an
d

 G
ro

up
A

ll 
E

m
p

lo
ye

es
W

o
m

en
P

eo
p

le
s

w
it

h 
D

is
ab

ili
ti

es
M

in
o

ri
ty

 G
ro

up

#
#

%
#

%
#

%
#

%

O
pe

ra
tio

na
l

C
X

C
or

re
ct

io
na

l S
er

vi
ce

s
6,

00
5

1,
44

7
24

.1
58

7
9.

8
22

9
3.

8
31

1
5.

2
FR

Fi
re

fig
ht

er
s

42
7

9
2.

1
14

3.
3

10
2.

3
5

1.
2

G
L

G
en

er
al

 L
ab

ou
r 

an
d 

Tr
ad

es
5,

16
0

22
5

4.
4

16
4

3.
2

27
2

5.
3

11
0

2.
1

G
S

G
en

er
al

 S
er

vi
ce

s
3,

05
7

1,
10

6
36

.2
12

0
3.

9
19

4
6.

3
13

7
4.

5
H

P
H

ea
t,

 P
ow

er
 a

nd
 S

ta
tio

na
ry

 P
la

nt
 

O
pe

ra
tio

n
48

4
4

0.
8

8
1.

7
37

7.
6

22
4.

5
H

S
H

os
pi

ta
l S

er
vi

ce
s

60
1

34
7

57
.7

40
6.

7
18

3.
0

60
10

.0
LI

Li
gh

tk
ee

pe
rs

11
0

6
5.

5
4

3.
6

1
0.

9
0

0.
0

P
R

P
rin

tin
g 

O
pe

ra
tio

ns
44

13
29

.5
2

4.
5

3
6.

8
3

6.
8

S
C

S
hi

ps
’ 

C
re

w
s

1,
29

0
79

6.
1

23
1.

8
42

3.
3

28
2.

2
S

R
S

hi
p 

R
ep

ai
r

1,
38

5
39

2.
8

20
1.

4
63

4.
5

28
2.

0

To
ta

l
18

,5
63

3,
27

5
17

.6
98

2
5.

3
86

9
4.

7
70

4
3.

8

T
O

TA
L 

F
E

D
E

R
A

L 
P

U
B

LI
C

 S
E

R
V

IC
E

16
5,

97
6

88
,1

75
53

.1
6,

72
3

4.
1

9,
45

2
5.

7
13

,0
01

7.
8



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 428

Employment Equity

Ta
b

le
 4

D
is

tr
ib

ut
io

n 
of

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 E

m
pl

oy
ee

s 
by

 D
es

ig
na

te
d 

G
ro

up
 A

cc
or

di
ng

 t
o 

O
cc

up
at

io
na

l C
at

eg
or

y
an

d 
A

ge
 G

ro
up

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
as

 a
t 

M
ar

ch
 3

1,
 2

00
4

A
g

e
A

b
o

ri
g

in
al

P
er

so
ns

P
er

so
ns

 in
 a

 V
is

ib
le

O
cc

up
at

io
na

l C
at

eg
o

ry
G

ro
up

A
ll 

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

E
xe

cu
tiv

e
30

–3
4

58
24

41
.4

5
8.

6
1

1.
7

3
5.

2
35

–3
9

22
6

10
0

44
.2

14
6.

2
2

0.
9

25
11

.1
40

–4
4

53
0

22
9

43
.2

21
4.

0
20

3.
8

34
6.

4
45

–4
9

92
2

39
3

42
.6

28
3.

0
41

4.
4

35
3.

8
50

–5
4

1,
45

5
54

7
37

.6
40

2.
7

77
5.

3
55

3.
8

55
–5

9
90

5
19

0
21

.0
14

1.
5

61
6.

7
41

4.
5

60
–6

4
20

5
25

12
.2

1
0.

5
8

3.
9

13
6.

3
65

–6
9

20
2

10
.0

1
5.

0
3

15
.0

2
10

.0
70

+
1

0
0.

0
0

0.
0

0
0.

0
0

0.
0

To
ta

l
4,

32
2

1,
51

0
34

.9
12

4
2.

9
21

3
4.

9
20

8
4.

8

S
ci

en
tif

ic
 a

nd
 P

ro
fe

ss
io

na
l

16
–1

9
1

1
10

0.
0

0
0.

0
0

0.
0

0
0.

0
20

–2
4

22
2

15
0

67
.6

5
2.

3
2

0.
9

33
14

.9
25

–2
9

2,
20

7
1,

25
1

56
.7

61
2.

8
42

1.
9

32
6

14
.8

30
–3

4
3,

09
2

1,
58

4
51

.2
10

2
3.

3
59

1.
9

38
7

12
.5

35
–3

9
3,

27
6

1,
57

5
48

.1
93

2.
8

10
1

3.
1

40
9

12
.5

40
–4

4
3,

74
7

1,
62

2
43

.3
91

2.
4

12
9

3.
4

43
8

11
.7

45
–4

9
3,

83
9

1,
50

3
39

.2
79

2.
1

18
1

4.
7

37
6

9.
8

50
–5

4
3,

76
6

1,
30

8
34

.7
89

2.
4

18
8

5.
0

31
3

8.
3

55
–5

9
2,

55
5

68
9

27
.0

47
1.

8
13

9
5.

4
28

5
11

.2
60

–6
4

93
6

19
2

20
.5

16
1.

7
41

4.
4

18
4

19
.7

65
–6

9
21

2
28

13
.2

2
0.

9
9

4.
2

76
35

.8
70

+
67

9
13

.4
0

0.
0

3
4.

5
19

28
.4

To
ta

l
23

,9
20

9,
91

2
41

.4
58

5
2.

4
89

4
3.

7
2,

84
6

11
.9



A N N U A L  R E P O R T  T O  P A R L I A M E N T  29

Ta
b

le
 4

 (
co

n
t’

d
)

D
is

tr
ib

ut
io

n 
of

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 E

m
pl

oy
ee

s 
by

 D
es

ig
na

te
d 

G
ro

up
 A

cc
or

di
ng

 t
o 

O
cc

up
at

io
na

l C
at

eg
or

y
an

d 
A

ge
 G

ro
up

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
as

 a
t 

M
ar

ch
 3

1,
 2

00
4

A
g

e
A

b
o

ri
g

in
al

P
er

so
ns

P
er

so
ns

 in
 a

 V
is

ib
le

O
cc

up
at

io
na

l C
at

eg
o

ry
G

ro
up

A
ll 

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%
A

dm
in

is
tr

at
iv

e 
an

d 
Fo

re
ig

n 
S

er
vi

ce

16
–1

9
3

2
66

.7
0

0.
0

0
0.

0
0

0.
0

20
–2

4
1,

19
6

72
3

60
.5

57
4.

8
13

1.
1

13
6

11
.4

25
–2

9
5,

94
9

3,
44

1
57

.8
21

8
3.

7
13

8
2.

3
81

6
13

.7
30

–3
4

7,
28

6
4,

24
0

58
.2

38
2

5.
2

22
4

3.
1

81
8

11
.2

35
–3

9
8,

85
2

5,
28

9
59

.7
48

1
5.

4
35

4
4.

0
88

2
10

.0
40

–4
4

11
,7

24
7,

59
6

64
.8

49
6

4.
2

68
8

5.
9

87
6

7.
5

45
–4

9
13

,6
71

8,
87

7
64

.9
52

8
3.

9
92

0
6.

7
68

9
5.

0
50

–5
4

13
,3

26
7,

67
9

57
.6

43
6

3.
3

1,
13

5
8.

5
56

9
4.

3
55

–5
9

6,
18

7
3,

10
7

50
.2

20
3

3.
3

54
2

8.
8

41
2

6.
7

60
–6

4
1,

43
7

65
5

45
.6

48
3.

3
13

8
9.

6
15

4
10

.7
65

–6
9

20
7

82
39

.6
8

3.
9

16
7.

7
32

15
.5

70
+

30
6

20
.0

0
0.

0
3

10
.0

2
6.

7

To
ta

l
69

,8
68

41
,6

97
59

.7
2,

85
7

4.
1

4,
17

1
6.

0
5,

38
6

7.
7

Te
ch

ni
ca

l
16

–1
9

18
3

16
.7

0
0.

0
0

0.
0

0
0.

0
20

–2
4

39
2

17
0

43
.4

9
2.

3
5

1.
3

23
5.

9
25

–2
9

1,
32

8
70

6
53

.2
50

3.
8

26
2.

0
10

8
8.

1
30

–3
4

1,
63

8
75

6
46

.2
72

4.
4

39
2.

4
10

3
6.

3
35

–3
9

1,
95

0
73

4
37

.6
76

3.
9

62
3.

2
12

1
6.

2
40

–4
4

2,
99

5
93

8
31

.3
91

3.
0

11
6

3.
9

13
5

4.
5

45
–4

9
3,

47
8

99
5

28
.6

96
2.

8
18

4
5.

3
14

1
4.

1
50

–5
4

3,
32

4
80

7
24

.3
78

2.
3

22
3

6.
7

12
2

3.
7

55
–5

9
1,

80
4

33
1

18
.3

37
2.

1
10

0
5.

5
96

5.
3

60
–6

4
51

6
70

13
.6

10
1.

9
21

4.
1

47
9.

1
65

–6
9

10
7

11
10

.3
2

1.
9

3
2.

8
17

15
.9

70
+

17
0

0.
0

0
0.

0
1

5.
9

2
11

.8

To
ta

l
17

,5
67

5,
52

1
31

.4
52

1
3.

0
78

0
4.

4
91

5
5.

2



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 430

Employment Equity

A
dm

in
is

tr
at

iv
e 

S
up

po
rt

16
–1

9
22

13
59

.1
2

9.
1

0
0.

0
2

9.
1

20
–2

4
99

7
79

8
80

.0
58

5.
8

22
2.

2
11

8
11

.8
25

–2
9

2,
54

7
1,

99
1

78
.2

14
8

5.
8

77
3.

0
41

9
16

.5
30

–3
4

2,
83

9
2,

25
4

79
.4

21
3

7.
5

14
2

5.
0

38
2

13
.5

35
–3

9
3,

82
9

3,
14

9
82

.2
27

1
7.

1
23

7
6.

2
40

1
10

.5
40

–4
4

5,
37

5
4,

58
2

85
.2

30
5

5.
7

42
2

7.
9

40
0

7.
4

45
–4

9
6,

27
4

5,
26

8
84

.0
28

0
4.

5
55

8
8.

9
38

1
6.

1
50

–5
4

5,
60

0
4,

61
0

82
.3

24
1

4.
3

60
0

10
.7

38
1

6.
8

55
–5

9
3,

14
3

2,
65

9
84

.6
10

4
3.

3
33

8
10

.8
28

4
9.

0
60

–6
4

91
7

78
0

85
.1

27
2.

9
11

0
12

.0
14

0
15

.3
65

–6
9

16
6

13
5

81
.3

5
3.

0
18

10
.8

29
17

.5
70

+
27

21
77

.8
0

0.
0

1
3.

7
5

18
.5

To
ta

l
31

,7
36

26
,2

60
82

.7
1,

65
4

5.
2

2,
52

5
8.

0
2,

94
2

9.
3

O
pe

ra
tio

na
l

16
–1

9
7

3
42

.9
0

0.
0

0
0.

0
0

0.
0

20
–2

4
32

6
12

1
37

.1
23

7.
1

4
1.

2
22

6.
7

25
–2

9
1,

16
9

35
9

30
.7

11
7

10
.0

29
2.

5
82

7.
0

30
–3

4
1,

73
0

46
5

26
.9

15
5

9.
0

47
2.

7
92

5.
3

35
–3

9
2,

03
2

47
0

23
.1

16
6

8.
2

60
3.

0
82

4.
0

40
–4

4
3,

13
6

60
3

19
.2

15
3

4.
9

12
9

4.
1

99
3.

2
45

–4
9

3,
93

7
52

1
13

.2
16

8
4.

3
22

5
5.

7
10

9
2.

8
50

–5
4

3,
41

9
36

9
10

.8
96

2.
8

20
2

5.
9

10
7

3.
1

55
–5

9
2,

06
6

25
5

12
.3

77
3.

7
13

0
6.

3
83

4.
0

60
–6

4
63

7
92

14
.4

25
3.

9
36

5.
7

25
3.

9
65

–6
9

89
15

16
.9

1
1.

1
4

4.
5

2
2.

2
70

+
15

2
13

.3
1

6.
7

3
20

.0
1

6.
7

To
ta

l
18

,5
63

3,
27

5
17

.6
98

2
5.

3
86

9
4.

7
70

4
3.

8

Fe
de

ra
l P

ub
lic

 S
er

vi
ce

16
–1

9
51

22
43

.1
2

3.
9

0
0.

0
2

3.
9

20
–2

4
3,

13
3

1,
96

2
62

.6
15

2
4.

9
46

1.
5

33
2

10
.6

25
–2

9
13

,2
00

7,
74

8
58

.7
59

4
4.

5
31

2
2.

4
1,

75
1

13
.3

30
–3

4
16

,6
43

9,
32

3
56

.0
92

9
5.

6
51

2
3.

1
1,

78
5

10
.7

35
–3

9
20

,1
65

11
,3

17
56

.1
1,

10
1

5.
5

81
6

4.
0

1,
92

0
9.

5
40

–4
4

27
,5

07
15

,5
70

56
.6

1,
15

7
4.

2
1,

50
4

5.
5

1,
98

2
7.

2
45

–4
9

32
,1

21
17

,5
57

54
.7

1,
17

9
3.

7
2,

10
9

6.
6

1,
73

1
5.

4
50

–5
4

30
,8

90
15

,3
20

49
.6

98
0

3.
2

2,
42

5
7.

9
1,

54
7

5.
0

55
–5

9
16

,6
60

7,
23

1
43

.4
48

2
2.

9
1,

31
0

7.
9

1,
20

1
7.

2
60

–6
4

4,
64

8
1,

81
4

39
.0

12
7

2.
7

35
4

7.
6

56
3

12
.1

65
–6

9
80

1
27

3
34

.1
19

2.
4

53
6.

6
15

8
19

.7
70

+
15

7
38

24
.2

1
0.

6
11

7.
0

29
18

.5

T
O

TA
L 

F
E

D
E

R
A

L 
P

U
B

LI
C

 S
E

R
V

IC
E

16
5,

97
6

88
,1

75
53

.1
6,

72
3

4.
1

9,
45

2
5.

7
13

,0
01

7.
8



A N N U A L  R E P O R T  T O  P A R L I A M E N T  31

Ta
b

le
 5

D
is

tr
ib

ut
io

n 
of

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 E

m
p

lo
ye

es
 b

y 
D

es
ig

na
te

d
 G

ro
up

 A
cc

or
d

in
g 

to
 D

ep
ar

tm
en

t 
or

 A
ge

nc
y

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
as

 a
t 

M
ar

ch
 3

1,
 2

00
4

D
ep

ar
tm

en
t 

o
r

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
A

g
en

cy
E

m
p

lo
ye

es
W

o
m

en
P

eo
p

le
s

w
it

h 
D

is
ab

ili
ti

es
M

in
o

ri
ty

 G
ro

up

#
#

%
#

%
#

%
#

%

H
um

an
 R

es
ou

rc
es

 D
ev

el
op

m
en

t 
C

an
ad

a
23

,4
00

16
,3

74
70

.0
84

3
3.

6
1,

87
6

8.
0

1,
89

2
8.

1
N

at
io

na
l D

ef
en

ce
*

19
,7

08
7,

49
6

38
.0

45
8

2.
3

1,
11

2
5.

6
1,

01
0

5.
1

C
or

re
ct

io
na

l S
er

vi
ce

 C
an

ad
a

14
,1

34
5,

97
8

42
.3

96
9

6.
9

70
1

5.
0

67
4

4.
8

P
ub

lic
 W

or
ks

 a
nd

 G
ov

er
nm

en
t 

S
er

vi
ce

s 
C

an
ad

a
12

,5
74

6,
43

4
51

.2
30

3
2.

4
71

7
5.

7
97

8
7.

8
Fi

sh
er

ie
s 

an
d 

O
ce

an
s 

C
an

ad
a†

9,
95

8
3,

02
8

30
.4

31
9

3.
2

44
7

4.
5

36
6

3.
7

H
ea

lth
 C

an
ad

a
9,

09
3

6,
05

0
66

.5
60

9
6.

7
45

3
5.

0
1,

09
7

12
.1

A
gr

ic
ul

tu
re

 a
nd

 A
gr

i-F
oo

d 
C

an
ad

a‡
6,

19
7

2,
83

3
45

.7
16

9
2.

7
26

0
4.

2
46

1
7.

4
In

du
st

ry
 C

an
ad

a
5,

71
4

2,
86

3
50

.1
14

0
2.

5
29

1
5.

1
57

0
10

.0
E

nv
iro

nm
en

t 
C

an
ad

a
5,

65
1

2,
34

9
41

.6
13

2
2.

3
25

7
4.

5
55

3
9.

8
S

ta
tis

tic
s 

C
an

ad
a

5,
52

2
2,

81
0

50
.9

11
5

2.
1

36
3

6.
6

60
7

11
.0

C
iti

ze
ns

hi
p 

an
d 

Im
m

ig
ra

tio
n 

C
an

ad
a

5,
20

3
3,

33
9

64
.2

11
6

2.
2

28
7

5.
5

75
5

14
.5

D
ep

ar
tm

en
t 

of
 J

us
tic

e 
C

an
ad

a
4,

96
6

3,
23

2
65

.1
17

0
3.

4
26

5
5.

3
46

3
9.

3
R

oy
al

 C
an

ad
ia

n 
M

ou
nt

ed
 P

ol
ic

e 
(C

iv
ilia

n 
S

ta
ff)

4,
94

9
3,

77
6

76
.3

23
9

4.
8

30
5

6.
2

31
9

6.
4

Tr
an

sp
or

t 
C

an
ad

a
4,

55
0

1,
86

8
41

.1
11

3
2.

5
20

1
4.

4
36

3
8.

0
N

at
ur

al
 R

es
ou

rc
es

 C
an

ad
a

4,
42

2
1,

72
2

38
.9

10
6

2.
4

19
7

4.
5

39
7

9.
0

D
ep

ar
tm

en
t 

of
 F

or
ei

gn
 A

ffa
irs

 a
nd

In
te

rn
at

io
na

l T
ra

de
3,

86
9

1,
88

0
48

.6
96

2.
5

17
2

4.
4

31
2

8.
1

In
di

an
 a

nd
 N

or
th

er
n 

A
ffa

irs
 C

an
ad

a
3,

76
7

2,
35

4
62

.5
1,

17
8

31
.3

23
7

6.
3

20
7

5.
5

Ve
te

ra
ns

 A
ffa

irs
 C

an
ad

a
3,

47
6

2,
43

2
70

.0
10

3
3.

0
28

3
8.

1
25

8
7.

4
D

ep
ar

tm
en

t 
of

 C
an

ad
ia

n 
H

er
ita

ge
1,

99
5

1,
34

5
67

.4
79

4.
0

96
4.

8
16

6
8.

3
C

an
ad

ia
n 

In
te

rn
at

io
na

l D
ev

el
op

m
en

t 
A

ge
nc

y
1,

56
5

95
5

61
.0

38
2.

4
64

4.
1

14
2

9.
1

P
ub

lic
 S

er
vi

ce
 C

om
m

is
si

on
 o

f C
an

ad
a

1,
51

0
1,

01
1

67
.0

45
3.

0
11

0
7.

3
17

7
11

.7
P

as
sp

or
t 

O
ffi

ce
1,

41
8

1,
01

4
71

.5
30

2.
1

60
4.

2
19

4
13

.7
Tr

ea
su

ry
 B

oa
rd

 o
f C

an
ad

a 
S

ec
re

ta
ria

t
1,

12
4

67
6

60
.1

26
2.

3
10

3
9.

2
10

8
9.

6
Li

br
ar

y 
an

d 
A

rc
hi

ve
s 

C
an

ad
a

1,
11

6
62

5
56

.0
34

3.
0

71
6.

4
53

4.
7

D
ep

ar
tm

en
t 

of
 F

in
an

ce
 C

an
ad

a
1,

02
8

51
5

50
.1

12
1.

2
43

4.
2

10
1

9.
8

Im
m

ig
ra

tio
n 

an
d 

R
ef

ug
ee

 B
oa

rd
95

5
64

0
67

.0
22

2.
3

46
4.

8
20

2
21

.2
P

riv
y 

C
ou

nc
il 

O
ffi

ce
74

2
42

7
57

.5
27

3.
6

34
4.

6
55

7.
4

A
tla

nt
ic

 C
an

ad
a 

O
pp

or
tu

ni
tie

s 
A

ge
nc

y
61

3
34

3
56

.0
15

2.
4

22
3.

6
15

2.
4

C
an

ad
ia

n 
G

ra
in

 C
om

m
is

si
on

60
7

21
1

34
.8

29
4.

8
45

7.
4

48
7.

9
C

ou
rt

 A
dm

in
is

tr
at

io
n 

S
er

vi
ce

s
56

4
37

4
66

.3
18

3.
2

33
5.

9
58

10
.3

C
an

ad
ia

n 
S

pa
ce

 A
ge

nc
y

55
2

21
1

38
.2

4
0.

7
11

2.
0

58
10

.5
E

co
no

m
ic

 D
ev

el
op

m
en

t 
A

ge
nc

y 
of

 C
an

ad
a 

fo
r 

th
e 

R
eg

io
ns

 o
f Q

ue
be

c
41

6
23

3
56

.0
9

2.
2

12
2.

9
24

5.
8

C
om

m
un

ic
at

io
n 

C
an

ad
a

41
4

24
2

58
.5

8
1.

9
8

1.
9

25
6.

0
C

an
ad

ia
n 

R
ad

io
-t

el
ev

is
io

n 
an

d 
Te

le
co

m
m

un
ic

at
io

ns
 C

om
m

is
si

on
39

7
22

9
57

.7
9

2.
3

33
8.

3
22

5.
5

W
es

te
rn

 E
co

no
m

ic
 D

iv
er

si
fic

at
io

n 
C

an
ad

a
35

8
20

6
57

.5
22

6.
1

22
6.

1
40

11
.2

S
ol

ic
ito

r 
G

en
er

al
 o

f C
an

ad
a

32
9

19
9

60
.5

13
4.

0
17

5.
2

21
6.

4
O

ffi
ce

 o
f t

he
 C

hi
ef

 E
le

ct
or

al
 O

ffi
ce

r
32

0
15

7
49

.1
13

4.
1

34
10

.6
22

6.
9

N
at

io
na

l P
ar

ol
e 

B
oa

rd
29

6
22

6
76

.4
15

5.
1

17
5.

7
22

7.
4



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 432

Employment Equity

C
an

ad
ia

n 
Tr

an
sp

or
ta

tio
n 

A
ge

nc
y

25
7

14
9

58
.0

5
1.

9
16

6.
2

12
4.

7
Tr

an
sp

or
ta

tio
n 

S
af

et
y 

B
oa

rd
 o

f C
an

ad
a

21
6

68
31

.5
2

0.
9

12
5.

6
23

10
.6

C
an

ad
ia

n 
H

um
an

 R
ig

ht
s 

C
om

m
is

si
on

20
5

13
6

66
.3

9
4.

4
22

10
.7

17
8.

3
C

an
ad

ia
n 

C
en

tr
e 

fo
r 

M
an

ag
em

en
t 

D
ev

el
op

m
en

t
19

1
13

0
68

.1
8

4.
2

11
5.

8
13

6.
8

O
ffi

ce
 o

f t
he

 R
eg

is
tr

ar
 o

f t
he

 S
up

re
m

e 
C

ou
rt

 o
f C

an
ad

a
16

6
10

7
64

.5
9

5.
4

11
6.

6
13

7.
8

O
ffi

ce
 o

f t
he

 S
ec

re
ta

ry
 t

o 
th

e 
G

ov
er

no
r 

G
en

er
al

16
2

98
60

.5
1

0.
6

13
8.

0
9

5.
6

O
ffi

ce
 o

f t
he

 C
om

m
is

si
on

er
 o

f O
ffi

ci
al

 L
an

gu
ag

es
14

3
90

62
.9

7
4.

9
5

3.
5

3
2.

1
O

ffi
ce

s 
of

 t
he

 In
fo

rm
at

io
n 

an
d 

P
riv

ac
y 

C
om

m
is

si
on

er
s

13
5

81
60

.0
3

2.
2

11
8.

1
9

6.
7

C
an

ad
ia

n 
E

nv
iro

nm
en

ta
l A

ss
es

sm
en

t 
A

ge
nc

y
12

1
68

56
.2

5
4.

1
2

1.
7

8
6.

6
O

ffi
ce

 o
f I

nd
ia

n 
R

es
id

en
tia

l S
ch

oo
ls

 
R

es
ol

ut
io

n 
of

 C
an

ad
a

11
7

78
66

.7
11

9.
4

9
7.

7
5

4.
3

S
ta

tu
s 

of
 W

om
en

 C
an

ad
a

11
0

10
1

91
.8

4
3.

6
8

7.
3

14
12

.7
C

an
ad

a 
In

du
st

ria
l R

el
at

io
ns

 B
oa

rd
94

61
64

.9
2

2.
1

7
7.

4
6

6.
4

C
an

ad
ia

n 
In

te
rn

at
io

na
l T

ra
de

 T
rib

un
al

85
43

50
.6

0
0.

0
3

3.
5

4
4.

7
In

fr
as

tr
uc

tu
re

 C
an

ad
a

79
48

60
.8

2
2.

5
2

2.
5

8
10

.1
C

an
ad

ia
n 

D
ai

ry
 C

om
m

is
si

on
60

36
60

.0
1

1.
7

0
0.

0
6

10
.0

O
ffi

ce
 o

f t
he

 C
om

m
is

si
on

er
 fo

r 
Fe

de
ra

l
Ju

di
ci

al
 A

ffa
irs

56
39

69
.6

3
5.

4
3

5.
4

3
5.

4
C

an
ad

ia
n 

Fo
rc

es
 G

rie
va

nc
e 

B
oa

rd
40

29
72

.5
2

5.
0

1
2.

5
2

5.
0

P
at

en
te

d 
M

ed
ic

in
e 

P
ric

es
 R

ev
ie

w
 B

oa
rd

 
38

22
57

.9
0

0.
0

2
5.

3
3

7.
9

R
oy

al
 C

an
ad

ia
n 

M
ou

nt
ed

 P
ol

ic
e 

P
ub

lic
 

C
om

pl
ai

nt
s 

C
om

m
is

si
on

36
24

66
.7

1
2.

8
2

5.
6

0
0.

0
In

te
rn

at
io

na
l J

oi
nt

 C
om

m
is

si
on

31
13

41
.9

0
0.

0
2

6.
5

1
3.

2
H

az
ar

do
us

 M
at

er
ia

ls
 In

fo
rm

at
io

n 
R

ev
ie

w
 C

om
m

is
si

on
 

31
18

58
.1

0
0.

0
1

3.
2

4
12

.9
C

an
ad

ia
n 

In
te

rg
ov

er
nm

en
ta

l C
on

fe
re

nc
e 

S
ec

re
ta

ria
t

21
10

47
.6

0
0.

0
0

0.
0

0
0.

0
M

ilit
ar

y 
P

ol
ic

e 
C

om
pl

ai
nt

s 
C

om
m

is
si

on
21

14
66

.7
1

4.
8

1
4.

8
0

0.
0

C
an

ad
ia

n 
H

um
an

 R
ig

ht
s 

Tr
ib

un
al

18
12

66
.7

1
5.

6
1

5.
6

0
0.

0
N

at
io

na
l F

ar
m

 P
ro

du
ct

s 
C

ou
nc

il
15

8
53

.3
0

0.
0

0
0.

0
0

0.
0

C
op

yr
ig

ht
 B

oa
rd

11
7

63
.6

0
0.

0
0

0.
0

1
9.

1
R

eg
is

tr
y 

of
 t

he
 C

om
pe

tit
io

n 
Tr

ib
un

al
11

6
54

.5
0

0.
0

2
18

.2
0

0.
0

C
an

ad
ia

n 
A

rt
is

ts
 a

nd
 P

ro
du

ce
rs

 
P

ro
fe

ss
io

na
l R

el
at

io
ns

 T
rib

un
al

10
7

70
.0

0
0.

0
0

0.
0

0
0.

0
La

w
 C

om
m

is
si

on
 o

f C
an

ad
a

9
4

44
.4

0
0.

0
1

11
.1

0
0.

0
N

A
FT

A
 S

ec
re

ta
ria

t,
 C

an
ad

ia
n 

S
ec

tio
n

7
3

42
.9

0
0.

0
0

0.
0

2
28

.6
C

iv
il 

A
vi

at
io

n 
Tr

ib
un

al
 o

f C
an

ad
a

5
5

10
0.

0
0

0.
0

0
0.

0
0

0.
0

R
oy

al
 C

an
ad

ia
n 

M
ou

nt
ed

 P
ol

ic
e 

E
xt

er
na

l R
ev

ie
w

 C
om

m
itt

ee
4

3
75

.0
0

0.
0

0
0.

0
0

0.
0

To
ta

l
16

5,
97

6
88

,1
75

53
.1

6,
72

3
4.

1
9,

45
2

5.
7

13
,0

01
7.

8

* 
C

iv
ilia

n 
st

af
f o

nl
y.

 D
at

a 
fo

r 
m

em
be

rs
 o

f t
he

 C
an

ad
ia

n 
Fo

rc
es

 a
re

 n
ot

 in
cl

ud
ed

 b
ec

au
se

 t
he

 T
re

as
ur

y 
B

oa
rd

 is
 n

ot
 t

he
ir 

em
pl

oy
er

.
†

Fi
sh

er
ie

s 
an

d 
O

ce
an

s 
C

an
ad

a 
da

ta
 in

cl
ud

e 
da

ta
 fo

r 
th

e 
C

an
ad

ia
n 

C
oa

st
 G

ua
rd

.
‡

D
at

a 
fo

r 
th

e 
P

ra
iri

e 
Fa

rm
 R

eh
ab

ilit
at

io
n 

A
dm

in
is

tr
at

io
n 

ar
e 

in
cl

ud
ed

.



A N N U A L  R E P O R T  T O  P A R L I A M E N T  33

Ta
b

le
 6

D
is

tr
ib

ut
io

n 
of

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 b

y 
D

es
ig

na
te

d
 G

ro
up

 a
nd

 R
eg

io
n 

of
 W

or
k

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
as

 a
t 

M
ar

ch
 3

1,
 2

00
4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
R

eg
io

n 
o

f 
W

o
rk

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

N
ew

fo
un

dl
an

d 
an

d 
La

br
ad

or
3,

03
7

1,
24

2
40

.9
12

9
4.

2
15

7
5.

2
33

1.
1

P
rin

ce
 E

dw
ar

d 
Is

la
nd

1,
71

8
1,

07
2

62
.4

41
2.

4
15

0
8.

7
31

1.
8

N
ov

a 
S

co
tia

8,
60

4
3,

51
0

40
.8

22
6

2.
6

60
0

7.
0

42
3

4.
9

N
ew

 B
ru

ns
w

ic
k

5,
50

8
2,

92
7

53
.1

16
0

2.
9

28
1

5.
1

72
1.

3
Q

ue
be

c 
(w

ith
ou

t 
th

e 
N

C
R

*)
19

,4
49

9,
85

8
54

.2
28

9
1.

5
60

1
3.

1
89

7
4.

6
N

C
R

* 
(Q

ue
be

c)
19

,6
68

11
,3

58
57

.7
88

9
4.

5
1,

09
1

5.
5

1,
47

3
7.

5
N

C
R

*
70

,1
00

39
,1

12
55

.8
2,

15
1

3.
1

3,
96

7
5.

7
5,

86
6

8.
4

O
nt

ar
io

 (w
ith

ou
t 

th
e 

N
C

R
*)

20
,6

85
11

,5
20

55
.7

80
8

3.
9

1,
47

4
7.

1
2,

43
8

11
.8

N
C

R
* 

(O
nt

ar
io

)
50

,4
32

27
,7

54
55

.0
1,

26
2

2.
5

2,
87

6
5.

7
4,

39
3

8.
7

M
an

ito
ba

6,
36

5
3,

53
9

55
.6

73
5

11
.5

41
8

6.
6

40
0

6.
3

S
as

ka
tc

he
w

an
4,

30
3

2,
26

3
52

.6
55

2
12

.8
24

3
5.

6
14

7
3.

4
A

lb
er

ta
8,

90
3

4,
83

8
54

.3
64

6
7.

3
56

8
6.

4
64

6
7.

3
B

rit
is

h 
C

ol
um

bi
a

14
,7

96
7,

14
9

48
.3

73
9

5.
0

90
6

6.
1

1,
90

7
12

.9
Yu

ko
n

28
4

18
2

64
.1

52
18

.3
17

6.
0

7
2.

5
N

or
th

w
es

t 
Te

rr
ito

rie
s

57
6

31
5

54
.7

12
0

20
.8

25
4.

3
17

3.
0

N
un

av
ut

17
6

93
52

.8
50

28
.4

3
1.

7
7

4.
0

O
ut

si
de

 C
an

ad
a

1,
47

2
55

5
37

.7
25

1.
7

42
2.

9
11

0
7.

5

To
ta

l
16

5,
97

6
88

,1
75

53
.1

6,
72

3
4.

1
9,

45
2

5.
7

13
,0

01
7.

8

* 
“N

C
R

” 
st

an
ds

 fo
r 

“N
at

io
na

l C
ap

ita
l R

eg
io

n.
”



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 434

Employment Equity

Ta
b

le
 7

D
is

tr
ib

ut
io

n 
of

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 E

m
p

lo
ye

es
 b

y 
D

es
ig

na
te

d
 G

ro
up

 a
nd

 S
al

ar
y 

B
an

d
P

S
S

R
A

 I-
I I

nd
et

er
m

in
at

e,
 T

er
m

s 
of

 T
hr

ee
 M

on
th

s 
or

 M
or

e,
 a

nd
 S

ea
so

na
l E

m
p

lo
ye

es
—

as
 a

t 
M

ar
ch

 3
1,

 2
00

4

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
S

al
ar

y 
B

an
d

A
ll 

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
C

U
M

 %
#

%
C

U
M

 %
#

%
C

U
M

 %
#

%
C

U
M

 %
#

%
C

U
M

 %

≤ 
19

,9
99

11
4

0.
1

34
29

.8
0.

0
2

1.
8

0.
0

0
0.

0
0.

0
0

0.
0

0.
0

20
,0

00
–2

4,
99

9
8

0.
1

5
62

.5
0.

0
1

12
.5

0.
0

5
62

.5
0.

1
0

0.
0

0.
0

25
,0

00
–2

9,
99

9
1,

22
7

0.
8

75
5

61
.5

0.
9

64
5.

2
1.

0
71

5.
8

0.
8

51
4.

2
0.

4

30
,0

00
–3

4,
99

9
4,

87
4

3.
7

2,
38

2
48

.9
3.

6
27

7
5.

7
5.

1
34

4
7.

1
4.

4
36

8
7.

6
3.

2

35
,0

00
–3

9,
99

9
25

,5
90

19
.2

18
,0

09
70

.4
24

.0
1,

43
8

5.
6

26
.5

1,
81

6
7.

1
23

.7
2,

10
7

8.
2

19
.4

40
,0

00
–4

4,
99

9
24

,1
27

33
.7

16
,2

25
67

.2
42

.4
1,

05
7

4.
4

42
.2

1,
46

7
6.

1
39

.2
2,

05
6

8.
5

35
.2

45
,0

00
–4

9,
99

9
20

,1
13

45
.8

12
,0

27
59

.8
56

.1
84

8
4.

2
54

.8
1,

18
1

5.
9

51
.7

1,
39

6
6.

9
46

.0

50
,0

00
–5

4,
99

9
18

,5
23

57
.0

9,
35

5
50

.5
66

.7
86

1
4.

6
67

.6
94

8
5.

1
61

.7
1,

40
2

7.
6

56
.8

55
,0

00
–5

9,
99

9
12

,8
18

64
.7

6,
32

6
49

.4
73

.9
52

7
4.

1
75

.5
61

4
4.

8
68

.2
1,

10
7

8.
6

65
.3

60
,0

00
–6

4,
99

9
12

,3
42

72
.1

5,
64

9
45

.8
80

.3
42

2
3.

4
81

.8
59

3
4.

8
74

.5
1,

02
2

8.
3

73
.1

65
,0

00
–6

9,
99

9
11

,8
12

79
.3

5,
07

9
43

.0
86

.0
41

1
3.

5
87

.9
60

4
5.

1
80

.9
95

2
8.

1
80

.5

70
,0

00
–7

4,
99

9
8,

64
8

84
.5

3,
79

4
43

.9
90

.3
26

3
3.

0
91

.8
47

3
5.

5
85

.9
61

9
7.

2
85

.2

75
,0

00
–7

9,
99

9
7,

19
9

88
.8

2,
38

8
33

.2
93

.0
16

4
2.

3
94

.2
35

4
4.

9
89

.6
70

7
9.

8
90

.7

80
,0

00
–8

4,
99

9
5,

61
3

92
.2

2,
15

1
38

.3
95

.5
14

2
2.

5
96

.3
34

0
6.

1
93

.2
34

0
6.

1
93

.3

85
,0

00
–8

9,
99

9
4,

18
6

94
.7

1,
24

8
29

.8
96

.9
69

1.
6

97
.4

19
7

4.
7

95
.3

34
4

8.
2

95
.9

90
,0

00
–9

4,
99

9
1,

74
1

95
.8

51
4

29
.5

97
.5

33
1.

9
97

.9
77

4.
4

96
.1

11
7

6.
7

96
.8

95
,0

00
–9

9,
99

9
1,

56
9

96
.7

40
1

25
.6

97
.9

35
2.

2
98

.4
80

5.
1

97
.0

12
7

8.
1

97
.8

≥
10

0,
00

0
5,

47
2

10
0.

0
1,

83
3

33
.5

10
0.

0
10

9
2.

0
10

0.
0

28
8

5.
3

10
0.

0
28

6
5.

2
10

0.
0

To
ta

l
16

5,
97

6
10

0.
0

88
,1

75
53

.1
10

0.
0

6,
72

3
4.

1
10

0.
0

9,
45

2
5.

7
10

0.
0

13
,0

01
7.

8
10

0.
0

N
o

te
s

E
ac

h 
fig

ur
e 

in
 t

he
 “

C
U

M
 %

” 
co

lu
m

n 
re

pr
es

en
ts

 t
he

 c
um

ul
at

iv
e 

to
ta

l p
er

ce
nt

ag
e 

of
 e

ac
h 

de
si

gn
at

ed
 g

ro
up

 in
 t

he
 p

ub
lic

 s
er

vi
ce

 w
or

kf
or

ce
 (a

ll 
em

pl
oy

ee
s,

 w
om

en
, A

bo
rig

in
al

 p
eo

pl
es

,
pe

rs
on

s 
w

ith
 d

is
ab

ilit
ie

s,
 a

nd
 p

er
so

ns
 in

 a
 v

is
ib

le
 m

in
or

ity
 g

ro
up

) i
n 

th
e 

id
en

tif
ie

d 
sa

la
ry

 b
an

d 
or

 lo
w

er
.

O
th

er
 p

er
ce

nt
ag

es
 a

re
 a

 d
es

ig
na

te
d 

gr
ou

p’
s 

sh
ar

e 
of

 e
ac

h 
sa

la
ry

 b
an

d 
(ro

w
s)

.

Fo
r 

ex
am

pl
e,

 in
 t

he
 “

C
U

M
 %

” 
co

lu
m

n,
 o

ne
 fi

nd
s 

th
at

 5
6.

1 
pe

r 
ce

nt
 o

f a
ll 

w
om

en
 (o

r 
49

,4
37

) e
ar

ne
d 

le
ss

 t
ha

n 
$5

0,
00

0 
in

 fi
sc

al
 y

ea
r 

20
03

–0
4.

 T
he

 fi
gu

re
 in

 t
he

 c
ol

um
n 

to
 t

he
 le

ft 
(5

9.
8 

pe
r 

ce
nt

) r
ep

re
se

nt
s 

th
e 

pe
rc

en
ta

ge
 o

f w
om

en
 in

 t
hi

s 
sa

la
ry

 b
an

d,
 t

ha
t 

is
, t

he
 $

45
,0

00
–$

49
,9

99
 r

an
ge

.



A N N U A L  R E P O R T  T O  P A R L I A M E N T  35

Ta
b

le
 8

H
iri

ng
s 

in
to

 t
he

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 b

y 
D

es
ig

na
te

d
 G

ro
up

 a
nd

 R
eg

io
n 

of
 W

or
k

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
A

p
ril

 1
, 

20
03

, 
to

M
ar

ch
 3

1,
 2

00
4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
R

eg
io

n 
o

f 
W

o
rk

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

N
ew

fo
un

dl
an

d 
an

d 
La

br
ad

or
10

8
63

58
.3

5
4.

6
3

2.
8

1
0.

9
P

rin
ce

 E
dw

ar
d 

Is
la

nd
75

54
72

.0
1

1.
3

4
5.

3
1

1.
3

N
ov

a 
S

co
tia

42
2

21
0

49
.8

15
3.

6
10

2.
4

27
6.

4
N

ew
 B

ru
ns

w
ic

k
25

4
15

7
61

.8
7

2.
8

10
3.

9
9

3.
5

Q
ue

be
c 

(w
ith

ou
t 

th
e 

N
C

R
*)

1,
28

0
67

4
52

.7
24

1.
9

24
1.

9
15

0
11

.7
N

C
R

* 
(Q

ue
be

c)
1,

38
3

85
1

61
.5

52
3.

8
43

3.
1

15
7

11
.4

N
C

R
*

5,
28

3
3,

12
6

59
.2

14
8

2.
8

18
0

3.
4

56
5

10
.7

O
nt

ar
io

 (w
ith

ou
t 

th
e 

N
C

R
*)

1,
71

5
99

2
57

.8
74

4.
3

52
3.

0
20

0
11

.7
N

C
R

* 
(O

nt
ar

io
)

3,
90

0
2,

27
5

58
.3

96
2.

5
13

7
3.

5
40

8
10

.5
M

an
ito

ba
61

8
37

9
61

.3
69

11
.2

23
3.

7
47

7.
6

S
as

ka
tc

he
w

an
38

2
18

3
47

.9
50

13
.1

9
2.

4
16

4.
2

A
lb

er
ta

76
5

46
0

60
.1

55
7.

2
28

3.
7

78
10

.2
B

rit
is

h 
C

ol
um

bi
a

1,
20

9
62

9
52

.0
79

6.
5

34
2.

8
14

1
11

.7
Yu

ko
n

40
25

62
.5

2
5.

0
0

0.
0

1
2.

5
N

or
th

w
es

t 
Te

rr
ito

rie
s

10
6

62
58

.5
13

12
.3

2
1.

9
1

0.
9

N
un

av
ut

47
30

63
.8

13
27

.7
1

2.
1

2
4.

3
O

ut
si

de
 C

an
ad

a
16

5
31

.3
0

0.
0

0
0.

0
1

6.
3

To
ta

l
12

,3
20

7,
04

9
57

.2
55

5
4.

5
38

0
3.

1
1,

24
0

10
.1

* 
“N

C
R

” 
st

an
ds

 fo
r 

“N
at

io
na

l C
ap

ita
l R

eg
io

n.
”

N
o

te
s

“H
iri

ng
s”

 r
ef

er
s 

to
 e

m
pl

oy
ee

s 
w

ho
 w

er
e 

ad
de

d 
to

 t
he

 fe
de

ra
l p

ub
lic

 s
er

vi
ce

 p
ay

ro
ll 

be
tw

ee
n 

A
pr

il 
1,

 2
00

3,
 a

nd
 M

ar
ch

 3
1,

 2
00

4.
(S

ee
 t

he
 d

ef
in

iti
on

 o
f “

hi
rin

gs
” 

un
de

r 
th

e 
“T

er
m

in
ol

og
y”

 s
ec

tio
n 

in
 C

ha
pt

er
 1

.) 

P
er

ce
nt

ag
es

 a
re

 a
 d

es
ig

na
te

d 
gr

ou
p’

s 
sh

ar
e 

of
 t

he
 t

ot
al

 fo
r 

ea
ch

 r
eg

io
n 

of
 w

or
k.



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 436

Employment Equity

Ta
b

le
 9

H
iri

ng
s 

in
to

 t
he

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 b

y 
D

es
ig

na
te

d
 G

ro
up

 a
nd

 O
cc

up
at

io
na

l C
at

eg
or

y
P

S
S

R
A

 I-
I I

nd
et

er
m

in
at

e,
 T

er
m

s 
of

 T
hr

ee
 M

on
th

s 
or

 M
or

e,
 a

nd
 S

ea
so

na
l E

m
p

lo
ye

es
—

A
p

ril
 1

, 
20

03
, 

to
M

ar
ch

 3
1,

 2
00

4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
O

cc
up

at
io

na
l C

at
eg

o
ry

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

E
xe

cu
tiv

e
75

29
38

.7
3

4.
0

0
0.

0
10

13
.3

S
ci

en
tif

ic
 a

nd
 P

ro
fe

ss
io

na
l

2,
07

8
1,

13
1

54
.4

70
3.

4
37

1.
8

25
9

12
.5

A
dm

in
is

tr
at

io
n 

an
d 

Fo
re

ig
n 

S
er

vi
ce

3,
65

2
2,

01
4

55
.1

17
5

4.
8

13
9

3.
8

38
8

10
.6

Te
ch

ni
ca

l
1,

66
9

76
6

45
.9

52
3.

1
30

1.
8

96
5.

8

A
dm

in
is

tr
at

iv
e 

S
up

po
rt

3,
37

0
2,

68
7

79
.7

18
0

5.
3

14
1

4.
2

39
7

11
.8

O
pe

ra
tio

na
l

1,
47

6
42

2
28

.6
75

5.
1

33
2.

2
90

6.
1

To
ta

l
12

,3
20

7,
04

9
57

.2
55

5
4.

5
38

0
3.

1
1,

24
0

10
.1

N
o

te
s

“H
iri

ng
s”

 r
ef

er
s 

to
 e

m
pl

oy
ee

s 
w

ho
 w

er
e 

ad
de

d 
to

 t
he

 fe
de

ra
l p

ub
lic

 s
er

vi
ce

 p
ay

ro
ll 

be
tw

ee
n 

A
pr

il 
1,

 2
00

3,
 a

nd
 M

ar
ch

 3
1,

 2
00

4.
(S

ee
 t

he
 d

ef
in

iti
on

 o
f “

hi
rin

gs
” 

un
de

r 
th

e 
“T

er
m

in
ol

og
y”

 s
ec

tio
n 

in
 C

ha
pt

er
 1

.) 

P
er

ce
nt

ag
es

 a
re

 a
 d

es
ig

na
te

d 
gr

ou
p’

s 
sh

ar
e 

of
 t

he
 t

ot
al

 fo
r 

ea
ch

 o
cc

up
at

io
na

l c
at

eg
or

y.



A N N U A L  R E P O R T  T O  P A R L I A M E N T  37

Ta
b

le
 1

0

H
iri

ng
s 

in
to

 t
he

 F
ed

er
al

 P
ub

lic
 S

er
vi

ce
 b

y 
D

es
ig

na
te

d
 G

ro
up

 a
nd

 T
yp

e 
of

 E
m

p
lo

ym
en

t
P

S
S

R
A

 I-
I I

nd
et

er
m

in
at

e,
 T

er
m

s 
of

 T
hr

ee
 M

on
th

s 
or

 M
or

e,
 a

nd
 S

ea
so

na
l E

m
p

lo
ye

es
—

A
p

ril
 1

, 2
00

3,
 t

o
M

ar
ch

 3
1,

 2
00

4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
Ty

p
e 

o
f 

E
m

p
lo

ym
en

t
E

m
p

lo
ye

es
W

o
m

en
P

eo
p

le
s

w
it

h 
D

is
ab

ili
ti

es
M

in
o

ri
ty

 G
ro

up

#
#

%
#

%
#

%
#

%

In
de

te
rm

in
at

e
4,

05
5

2,
19

3
54

.1
17

8
4.

4
12

8
3.

2
44

6
11

.0

Te
rm

 (t
hr

ee
 m

on
th

s 
or

 m
or

e)
8,

01
9

4,
73

8
59

.1
36

0
4.

5
24

7
3.

1
78

4
9.

8

S
ea

so
na

l
24

6
11

8
48

.0
17

6.
9

5
2.

0
10

4.
1

To
ta

l
12

,3
20

7,
04

9
57

.2
55

5
4.

5
38

0
3.

1
1,

24
0

10
.1

N
o

te
s

“H
iri

ng
s”

 r
ef

er
s 

to
 e

m
pl

oy
ee

s 
w

ho
 w

er
e 

ad
de

d 
to

 t
he

 fe
de

ra
l p

ub
lic

 s
er

vi
ce

 p
ay

ro
ll 

be
tw

ee
n 

A
pr

il 
1,

 2
00

3,
 a

nd
 M

ar
ch

 3
1,

 2
00

4.
(S

ee
 t

he
 d

ef
in

iti
on

 o
f “

hi
rin

gs
” 

un
de

r 
th

e 
“T

er
m

in
ol

og
y”

 s
ec

tio
n 

in
 C

ha
pt

er
 1

.) 

P
er

ce
nt

ag
es

 a
re

 a
 d

es
ig

na
te

d 
gr

ou
p’

s 
sh

ar
e 

of
 t

he
 t

ot
al

 fo
r 

ea
ch

 t
yp

e 
of

 e
m

pl
oy

m
en

t.



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 438

Employment Equity

Ta
b

le
 1

1

P
ro

m
ot

io
ns

 W
ith

in
 t

he
 F

ed
er

al
 P

ub
lic

 S
er

vi
ce

 b
y 

D
es

ig
na

te
d

 G
ro

up
 a

nd
 R

eg
io

n 
of

 W
or

k
P

S
S

R
A

 I-
I  

In
d

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
A

p
ril

 1
, 2

00
3,

 t
o

M
ar

ch
 3

1,
 2

00
4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
R

eg
io

n 
o

f 
W

o
rk

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

N
ew

fo
un

dl
an

d 
an

d 
La

br
ad

or
25

8
97

37
.6

11
4.

3
13

5.
0

6
2.

3

P
rin

ce
 E

dw
ar

d 
Is

la
nd

16
8

11
9

70
.8

6
3.

6
12

7.
1

4
2.

4

N
ov

a 
S

co
tia

74
4

32
9

44
.2

25
3.

4
34

4.
6

34
4.

6

N
ew

 B
ru

ns
w

ic
k

54
2

31
2

57
.6

23
4.

2
24

4.
4

7
1.

3

Q
ue

be
c 

(w
ith

ou
t 

th
e 

N
C

R
*)

1,
70

7
95

9
56

.2
41

2.
4

53
3.

1
11

6
6.

8

N
C

R
* 

(Q
ue

be
c)

2,
44

3
1,

57
1

64
.3

12
4

5.
1

12
5

5.
1

17
4

7.
1

N
C

R
*

8,
75

1
5,

48
8

62
.7

28
3

3.
2

44
5

5.
1

72
6

8.
3

O
nt

ar
io

 (w
ith

ou
t 

th
e 

N
C

R
*)

1,
98

0
1,

21
2

61
.2

64
3.

2
11

6
5.

9
23

8
12

.0

N
C

R
* 

(O
nt

ar
io

)
6,

30
8

3,
91

7
62

.1
15

9
2.

5
32

0
5.

1
55

2
8.

8

M
an

ito
ba

55
7

34
5

61
.9

71
12

.7
26

4.
7

40
7.

2

S
as

ka
tc

he
w

an
40

5
23

1
57

.0
58

14
.3

14
3.

5
15

3.
7

A
lb

er
ta

77
7

49
5

63
.7

52
6.

7
35

4.
5

54
6.

9

B
rit

is
h 

C
ol

um
bi

a
1,

35
4

72
6

53
.6

78
5.

8
65

4.
8

17
1

12
.6

Yu
ko

n
30

23
76

.7
8

26
.7

2
6.

7
0

0.
0

N
or

th
w

es
t 

Te
rr

ito
rie

s
76

36
47

.4
14

18
.4

4
5.

3
3

3.
9

N
un

av
ut

19
9

47
.4

5
26

.3
2

10
.5

0
0.

0

O
ut

si
de

 C
an

ad
a

10
7

48
44

.9
4

3.
7

3
2.

8
7

6.
5

To
ta

l
17

,4
75

10
,4

29
59

.7
74

3
4.

3
84

8
4.

9
1,

42
1

8.
1

* 
“N

C
R

” 
st

an
ds

 fo
r 

“N
at

io
na

l C
ap

ita
l R

eg
io

n.
”

N
o

te
s 

D
at

a 
on

 p
ro

m
ot

io
ns

 a
re

 o
bt

ai
ne

d 
fro

m
 t

he
 P

ub
lic

 S
er

vi
ce

 C
om

m
is

si
on

 o
f C

an
ad

a 
an

d 
in

cl
ud

e 
in

fo
rm

at
io

n 
on

ly
 fr

om
 d

ep
ar

tm
en

ts
 a

nd
 a

ge
nc

ie
s 

th
at

 fa
ll 

un
de

r 
bo

th
 t

he
 P

S
S

R
A

 I-
I

an
d

th
e 

P
ub

lic
 S

er
vi

ce
 E

m
pl

oy
m

en
t 

A
ct

.

P
er

ce
nt

ag
es

 a
re

 t
ha

t 
de

si
gn

at
ed

 g
ro

up
’s

 s
ha

re
 o

f a
ll 

pr
om

ot
io

ns
 o

f f
ed

er
al

 p
ub

lic
 s

er
vi

ce
 e

m
pl

oy
ee

s 
in

 t
ha

t 
re

gi
on

 o
f w

or
k.

(S
ee

 t
he

 d
ef

in
iti

on
 o

f “
pr

om
ot

io
ns

” 
un

de
r 

th
e 

“T
er

m
in

ol
og

y”
 s

ec
tio

n 
in

 C
ha

pt
er

 1
.)



A N N U A L  R E P O R T  T O  P A R L I A M E N T  39

Ta
b

le
 1

2

P
ro

m
ot

io
ns

 W
ith

in
 t

he
 F

ed
er

al
 P

ub
lic

 S
er

vi
ce

 b
y 

D
es

ig
na

te
d

 G
ro

up
 a

nd
 O

cc
up

at
io

na
l C

at
eg

or
y

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
A

p
ril

 1
, 

20
03

, 
to

M
ar

ch
 3

1,
 2

00
4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
O

cc
up

at
io

na
l C

at
eg

o
ry

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

E
xe

cu
tiv

e
59

9
23

4
39

.1
15

2.
5

30
5.

0
36

6.
0

S
ci

en
tif

ic
 a

nd
 P

ro
fe

ss
io

na
l

2,
71

0
1,

28
5

47
.4

73
2.

7
87

3.
2

36
6

13
.5

A
dm

in
is

tr
at

io
n 

an
d 

Fo
re

ig
n 

S
er

vi
ce

8,
73

9
5,

96
2

68
.2

38
7

4.
4

45
5

5.
2

70
9

8.
1

Te
ch

ni
ca

l
1,

73
9

54
7

31
.5

81
4.

7
62

3.
6

87
5.

0

A
dm

in
is

tr
at

iv
e 

S
up

po
rt

2,
65

1
2,

23
8

84
.4

13
4

5.
1

17
6

6.
6

19
1

7.
2

O
pe

ra
tio

na
l

1,
03

7
16

3
15

.7
53

5.
1

38
3.

7
32

3.
1

To
ta

l
17

,4
75

10
,4

29
59

.7
74

3
4.

3
84

8
4.

9
1,

42
1

8.
1

N
o

te
s

D
at

a 
on

 p
ro

m
ot

io
ns

 a
re

 o
bt

ai
ne

d 
fro

m
 t

he
 P

ub
lic

 S
er

vi
ce

 C
om

m
is

si
on

 o
f C

an
ad

a 
an

d 
in

cl
ud

e 
in

fo
rm

at
io

n 
on

ly
 fr

om
 d

ep
ar

tm
en

ts
 a

nd
 a

ge
nc

ie
s 

th
at

 fa
ll 

un
de

r 
bo

th
th

e 
P

S
S

R
A

 I-
I a

nd
 t

he
 P

ub
lic

 S
er

vi
ce

 E
m

pl
oy

m
en

t 
A

ct
.

P
er

ce
nt

ag
es

 a
re

 t
ha

t 
de

si
gn

at
ed

 g
ro

up
’s

 s
ha

re
 o

f a
ll 

pr
om

ot
io

ns
 o

f f
ed

er
al

 p
ub

lic
 s

er
vi

ce
 e

m
pl

oy
ee

s 
in

 t
ha

t 
oc

cu
pa

tio
na

l c
at

eg
or

y.
(S

ee
 t

he
 d

ef
in

iti
on

 o
f “

pr
om

ot
io

ns
” 

un
de

r 
th

e 
“T

er
m

in
ol

og
y”

 s
ec

tio
n 

in
 C

ha
pt

er
 1

.)



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 440

Employment Equity

Ta
b

le
 1

3

P
ro

m
ot

io
ns

 W
ith

in
 t

he
 F

ed
er

al
 P

ub
lic

 S
er

vi
ce

 b
y 

D
es

ig
na

te
d

 G
ro

up
 a

nd
 T

yp
e 

of
 E

m
p

lo
ym

en
t

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
A

p
ril

 1
, 

20
03

, 
to

M
ar

ch
 3

1,
 2

00
4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
Ty

p
e 

o
f 

E
m

p
lo

ym
en

t
E

m
p

lo
ye

es
W

o
m

en
P

eo
p

le
s

w
it

h 
D

is
ab

ili
ti

es
M

in
o

ri
ty

 G
ro

up

#
#

%
#

%
#

%
#

%

In
de

te
rm

in
at

e
15

,9
35

9,
56

5
60

.0
69

0
4.

3
79

8
5.

0
1,

30
7

8.
2

Te
rm

 (t
hr

ee
 m

on
th

s 
or

 m
or

e)
1,

45
8

84
2

57
.8

52
3.

6
46

3.
2

11
3

7.
8

S
ea

so
na

l
82

22
26

.8
1

1.
2

4
4.

9
1

1.
2

To
ta

l
17

,4
75

10
,4

29
59

.7
74

3
4.

3
84

8
4.

9
1,

42
1

8.
1

N
o

te
s

D
at

a 
on

 p
ro

m
ot

io
ns

 a
re

 o
bt

ai
ne

d 
fro

m
 t

he
 P

ub
lic

 S
er

vi
ce

 C
om

m
is

si
on

 o
f C

an
ad

a 
an

d 
in

cl
ud

e 
in

fo
rm

at
io

n 
on

ly
 fr

om
 d

ep
ar

tm
en

ts
 a

nd
 a

ge
nc

ie
s 

th
at

 fa
ll 

un
de

r 
bo

th
th

e 
P

S
S

R
A

 I-
I a

nd
 t

he
 P

ub
lic

 S
er

vi
ce

 E
m

pl
oy

m
en

t 
A

ct
.

P
er

ce
nt

ag
es

 a
re

 t
ha

t 
de

si
gn

at
ed

 g
ro

up
’s

 s
ha

re
 o

f a
ll 

pr
om

ot
io

ns
 o

f f
ed

er
al

 p
ub

lic
 s

er
vi

ce
 e

m
pl

oy
ee

s 
in

 t
ha

t 
ty

pe
 o

f e
m

pl
oy

m
en

t.
(S

ee
 t

he
 d

ef
in

iti
on

 o
f “

pr
om

ot
io

ns
” 

un
de

r 
th

e 
“T

er
m

in
ol

og
y”

 s
ec

tio
n 

in
 C

ha
pt

er
 1

.)



A N N U A L  R E P O R T  T O  P A R L I A M E N T  41

Ta
b

le
 1

4

S
ep

ar
at

io
ns

 f
ro

m
 t

he
 F

ed
er

al
 P

ub
lic

 S
er

vi
ce

 b
y 

D
es

ig
na

te
d

 G
ro

up
 a

nd
 R

eg
io

n 
of

 W
or

k
P

S
S

R
A

 I-
I I

nd
et

er
m

in
at

e,
 T

er
m

s 
of

 T
hr

ee
 M

on
th

s 
or

 M
or

e,
 a

nd
 S

ea
so

na
l E

m
p

lo
ye

es
—

A
p

ril
 1

, 2
00

3,
 t

o
M

ar
ch

 3
1,

 2
00

4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
R

eg
io

n 
o

f 
W

o
rk

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

N
ew

fo
un

dl
an

d 
an

d 
La

br
ad

or
22

9
12

6
55

.0
5

2.
2

11
4.

8
1

0.
4

P
rin

ce
 E

dw
ar

d 
Is

la
nd

78
43

55
.1

0
0.

0
7

9.
0

0
0.

0

N
ov

a 
S

co
tia

47
1

21
9

46
.5

19
4.

0
31

6.
6

27
5.

7

N
ew

 B
ru

ns
w

ic
k

30
3

15
3

50
.5

8
2.

6
20

6.
6

9
3.

0

Q
ue

be
c 

(w
ith

ou
t 

th
e 

N
C

R
*)

1,
26

8
63

6
50

.2
20

1.
6

58
4.

6
72

5.
7

N
C

R
* 

(Q
ue

be
c)

1,
01

3
53

9
53

.2
48

4.
7

65
6.

4
60

5.
9

N
C

R
*

4,
12

9
2,

10
3

50
.9

12
9

3.
1

28
9

7.
0

29
6

7.
2

O
nt

ar
io

 (w
ith

ou
t 

th
e 

N
C

R
*)

1,
35

3
66

9
49

.4
68

5.
0

94
6.

9
12

5
9.

2

N
C

R
* 

(O
nt

ar
io

)
3,

11
6

1,
56

4
50

.2
81

2.
6

22
4

7.
2

23
6

7.
6

M
an

ito
ba

52
3

30
8

58
.9

68
13

.0
36

6.
9

24
4.

6

S
as

ka
tc

he
w

an
37

3
18

2
48

.8
28

7.
5

13
3.

5
11

2.
9

A
lb

er
ta

57
7

32
5

56
.3

56
9.

7
25

4.
3

36
6.

2

B
rit

is
h 

C
ol

um
bi

a
1,

08
4

52
7

48
.6

58
5.

4
72

6.
6

78
7.

2

Yu
ko

n
38

26
68

.4
7

18
.4

2
5.

3
0

0.
0

N
or

th
w

es
t 

Te
rr

ito
rie

s
76

43
56

.6
12

15
.8

5
6.

6
7

9.
2

N
un

av
ut

25
13

52
.0

12
48

.0
0

0.
0

0
0.

0

O
ut

si
de

 C
an

ad
a

45
10

22
.2

0
0.

0
2

4.
4

2
4.

4

To
ta

l
10

,5
72

5,
38

3
50

.9
49

0
4.

6
66

5
6.

3
68

8
6.

5

* 
“N

C
R

” 
st

an
ds

 fo
r 

“N
at

io
na

l C
ap

ita
l R

eg
io

n.
”

N
o

te

“S
ep

ar
at

io
ns

” 
re

fe
rs

 t
o 

em
pl

oy
ee

s 
w

ho
 le

ft 
th

e 
fe

de
ra

l p
ub

lic
 s

er
vi

ce
 p

ay
ro

ll 
be

tw
ee

n 
A

pr
il 

1,
 2

00
3,

 a
nd

 M
ar

ch
 3

1,
 2

00
4.

(S
ee

 t
he

 d
ef

in
iti

on
 o

f “
se

pa
ra

tio
ns

’’ 
un

de
r 

th
e 

“T
er

m
in

ol
og

y”
 s

ec
tio

n 
in

 C
ha

pt
er

 1
.)



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 442

Employment Equity

Ta
b

le
 1

5

S
ep

ar
at

io
ns

 f
ro

m
 t

he
 F

ed
er

al
 P

ub
lic

 S
er

vi
ce

 b
y 

D
es

ig
na

te
d

 G
ro

up
 a

nd
 O

cc
up

at
io

na
l C

at
eg

or
y

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
A

p
ril

 1
, 2

00
3,

 t
o

M
ar

ch
 3

1,
 2

00
4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
O

cc
up

at
io

na
l C

at
eg

o
ry

E
m

p
lo

ye
es

W
o

m
en

P
eo

p
le

s
w

it
h 

D
is

ab
ili

ti
es

M
in

o
ri

ty
 G

ro
up

#
#

%
#

%
#

%
#

%

E
xe

cu
tiv

e
29

3
70

23
.9

5
1.

7
14

4.
8

9
3.

1

S
ci

en
tif

ic
 a

nd
 P

ro
fe

ss
io

na
l

1,
26

7
55

0
43

.4
47

3.
7

55
4.

3
14

3
11

.3

A
dm

in
is

tr
at

io
n 

an
d 

Fo
re

ig
n 

S
er

vi
ce

3,
23

4
1,

68
0

51
.9

16
6

5.
1

26
2

8.
1

21
2

6.
6

Te
ch

ni
ca

l
1,

61
7

67
4

41
.7

41
2.

5
49

3.
0

58
3.

6

A
dm

in
is

tr
at

iv
e 

S
up

po
rt

2,
72

8
2,

15
6

79
.0

16
6

6.
1

21
8

8.
0

22
4

8.
2

O
pe

ra
tio

na
l

1,
43

3
25

3
17

.7
65

4.
5

67
4.

7
42

2.
9

To
ta

l
10

,5
72

5,
38

3
50

.9
49

0
4.

6
66

5
6.

3
68

8
6.

5

N
o

te

“S
ep

ar
at

io
ns

” 
re

fe
rs

 t
o 

em
pl

oy
ee

s 
w

ho
 le

ft 
th

e 
fe

de
ra

l p
ub

lic
 s

er
vi

ce
 p

ay
ro

ll 
be

tw
ee

n 
A

pr
il 

1,
 2

00
3,

 a
nd

 M
ar

ch
 3

1,
 2

00
4.

(S
ee

 t
he

 d
ef

in
iti

on
 o

f “
se

pa
ra

tio
ns

” 
un

de
r 

th
e 

“T
er

m
in

ol
og

y”
 s

ec
tio

n 
in

 C
ha

pt
er

 1
.)



A N N U A L  R E P O R T  T O  P A R L I A M E N T  43

Ta
b

le
 1

6

S
ep

ar
at

io
ns

 f
ro

m
 t

he
 F

ed
er

al
 P

ub
lic

 S
er

vi
ce

 b
y 

D
es

ig
na

te
d

 G
ro

up
 a

nd
 T

yp
e 

of
 E

m
p

lo
ym

en
t

P
S

S
R

A
 I-

I I
nd

et
er

m
in

at
e,

 T
er

m
s 

of
 T

hr
ee

 M
on

th
s 

or
 M

or
e,

 a
nd

 S
ea

so
na

l E
m

p
lo

ye
es

—
A

p
ril

 1
, 2

00
3,

 t
o

M
ar

ch
 3

1,
 2

00
4

A
ll

A
b

o
ri

g
in

al
P

er
so

ns
P

er
so

ns
 in

 a
 V

is
ib

le
Ty

p
e 

o
f 

E
m

p
lo

ym
en

t
E

m
p

lo
ye

es
W

o
m

en
P

eo
p

le
s

w
it

h 
D

is
ab

ili
ti

es
M

in
o

ri
ty

 G
ro

up

#
#

%
#

%
#

%
#

%

In
de

te
rm

in
at

e
5,

24
4

2,
35

3
44

.9
21

4
4.

1
42

6
8.

1
30

0
5.

7

Te
rm

 (t
hr

ee
 m

on
th

s 
or

 m
or

e)
5,

18
5

2,
95

1
56

.9
26

7
5.

1
22

8
4.

4
38

0
7.

3

S
ea

so
na

l
14

3
79

55
.2

9
6.

3
11

7.
7

8
5.

6

To
ta

l
10

,5
72

5,
38

3
50

.9
49

0
4.

6
66

5
6.

3
68

8
6.

5

N
o

te

“S
ep

ar
at

io
ns

” 
re

fe
rs

 t
o 

em
pl

oy
ee

s 
w

ho
 le

ft 
th

e 
fe

de
ra

l p
ub

lic
 s

er
vi

ce
 p

ay
ro

ll 
be

tw
ee

n 
A

pr
il 

1,
 2

00
3,

 a
nd

 M
ar

ch
 3

1,
 2

00
4.

(S
ee

 t
he

 d
ef

in
iti

on
 o

f “
se

pa
ra

tio
ns

” 
un

de
r 

th
e 

“T
er

m
in

ol
og

y”
 s

ec
tio

n 
in

 C
ha

pt
er

 1
.)



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 3 – 0 444

Employment Equity

Chapter 2 
Embracing Change: 
Evaluating Progress,
Fulfilling the Promise
Over the 2003–04 fiscal year, the

Public Service Human Resources

Management Agency of Canada

(PSHRMAC) continued to work with

departments, other central agencies,

the National Council of Visible

Minorities in the Federal Public

Service, the External Advisory Group

on Embracing Change, and others to

implement the Embracing Change

Action Plan endorsed by the

government in June 2000. This Action

Plan, resulting from the work of the

Task Force on the Participation of

Visible Minorities in the Federal Public

Service, seeks to correct the under-

representation of visible minorities 

in the Public Service of Canada.

As noted last year, accountability is

a critical factor for success on the

Embracing Change initiative. Through

committees, departmental visits,

and ongoing feedback and advice,

PSHRMAC continued to press depart-

ments to produce results against the

Action Plan elements. Departments

and agencies with strong leadership

and “ownership” of Embracing Change,

are generally more successful in

implementing the Action Plan.

These organizations typically adopt

measures such as active internal

monitoring and discussion of

progress at executive tables, efforts to

transform corporate culture, focussed

strategies to move visible minorities

into executive ranks, investment in

recruitment and development

programs, and support for visible

minority networks.

There are six broad goals of the

Action Plan:

1. to meet one in five benchmarks 

for visible minority participation 

in public service-wide staffing

actions (i.e. recruitment, acting

appointments, promotion, and

development opportunities at

executive levels);

2. to create support tools to help

departments and managers

achieve the benchmarks;

3. to change the corporate culture

in the Public Service and make it

more welcoming of diversity;

4. to strengthen existing

implementation and

accountability frameworks;

5. to seek external advice and

independent review of

implementation; and 

6. to provide financial resources 

to support implementation.

The following sets out some of the

progress that has been made against

the Action Plan, as well as a summary

of the findings and recommendations

from the Embracing Change

evaluation carried out at the end 

of fiscal year 2003–04.
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1. Setting the Benchmarks
The 2003–04 year marked the first

major reference point with respect 

to the benchmarks—one in five for

external recruitment and participation

in management development

programs by visible minorities.

Since implementation of the Action

Plan began, the population of visible

minorities has increased by over 5,200

employees and representation has

gone up to 7.8 per cent, compared

with 5.5 per cent in 2000. In addition,

the number of visible minority

executives has more than doubled,

from 103 in 2000 to 208 in 2004.

However, as can be seen in the chart

below, while the trend continues to 

be generally upward on all measures,

the Public Service did not meet the

external recruitment benchmark set

for 2003 and is only about half way

to those set for 2005. In spite of some

Figure 16
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noteworthy departmental initiatives,

such as targeted executive recruitment 

by Human Resources and Skills

Development Canada and Social

Development Canada, at the current

rate of one in 12 for entries into the

Executive category, it is unlikely

that the Public Service will achieve the

one in five benchmark by the 2005

reference point.

The situation is much more favourable

with respect to corporately adminis-

tered management development

programs. The Management Trainee

Program (MTP) and the Accelerated

Economist Training Program (AETP),

which recruit their participants directly

from universities across the country,

have both surpassed 20 per cent

participation for visible minorities.

The Career Assignment Program (CAP),

which identifies high potential middle

managers and develops them for entry

into the Executive category, has visible
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minority participation that surpasses

30 per cent. And the Accelerated

Executive Development Program

(AEXDP) for existing high potential

executives has over 20 per cent visible

minority participation.

2. Helping Achieve
the Benchmarks
PSHRMAC developed a compendium

of tools and practices called Diversity

Tools and Practices for Managers to

support managers in their day-to-day

management and hiring practices.

Designed as a quick reference to 

good practices drawn from across 

the Public Service, managers will find

the descriptions and instructions on

using each practice and how to get

more information easy to use.

PSHRMAC also continued its work to

improve managers’ knowledge about

the Embracing Change benchmarks

and other Action Plan elements.

3. Changing Corporate Culture
The goal in the Action Plan is to

change corporate culture in the Public

Service to make it more welcoming

of diversity. During 2003–04,

PSHRMAC continued to support

cultural change by providing

information and tools for all hiring

managers. PSHRMAC also provided

financial support to the Diversity

Vision and Action course offered

through the Canada School of Public

Service. Since the course was launched

in 2000, there have been close to 1,100

participants, including almost 250 this

past fiscal year. The School has also

signalled its intention to integrate

employment equity and diversity

learning into the core curriculum

for managers.

Over the last fiscal year, PSHRMAC

designed The Corporate Culture

Change Self-Assessment Tool to help

managers determine how well they are

managing corporate culture change.

The tool also helps managers identify

strategies for maintaining or

improving their performance as

they cope with changing realities

in the Public Service.

4. Providing for
Implementation and
Accountability
Effective management for results

requires a clear delineation of

accountability. As noted last year,

the principle and practice of

accountability has been successfully

established at the highest levels of the

federal Public Service. In 2002–03,

the Clerk of the Privy Council and

Head of the Public Service defined

Embracing Change as one of the

Corporate Priorities for the Public

Service. For 2003–04, deputy ministers

were again asked to focus on diversity

as a corporate priority by accelerating

progress in the Embracing Change

initiative, including increases in

external recruitment rates for term
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appointments in excess of three

months and indeterminate

appointments.

Over the course of the fiscal year,

this high-level corporate priority

was starting to have a “trickle down”

effect and more performance accords

of senior managers reference some

measure of accountability for diversity

and Embracing Change.

5. External Advice and
Independent Review
PSHRMAC continued to seek external

input and advice from the External

Advisory Group (EAG) on Embracing

Change. This group was created in

June 2000 to help recommend ways 

to sustain the momentum in

implementing the Action Plan.

Over the year, the EAG was

instrumental in crafting and

proposing adoption of a Diversity

Implementation Framework, with key

areas of focus being organizational

culture, leadership, accountability,

employment systems, performance

measures, and communication

support. The group has also been

focussing attention on official

languages policies and practices and

their possible impact on prospects for

meeting the one in five benchmarks.

The EAG remained committed to

sustaining a dialogue with senior

officials of the Public Service, in order

to review approaches for promoting

diversity and accelerating progress on

the Action Plan. In addition, the EAG

has been contributing its perspective

to human resources modernization

initiatives.

The Embracing Change Action Plan

provided for an independent review

after three years, to measure progress

in the implementation of Embracing

Change. Consulting and Audit Canada

(CAC) was commissioned to conduct

the evaluation and it delivered its

report earlier this year; the full

report is available at 

www.hrma-agrh.gc.ca/ee.

The CAC’s evaluation was guided

by a framework that addressed

12 questions from two different

perspectives, those of central agencies

—specifically the Treasury Board of

Canada Secretariat/PSHRMAC and

the Public Service Commission of

Canada—and departments.

The final report confirmed that, while

there has been progress, challenges

remain. These include the need for

more active engagement of hiring

managers, strengthening accounta-

bility, specifying consequences and

ultimately developing more aggressive

ways to recruit and promote

visible minorities.

The report provided “mixed” findings

for departments and central agencies.

It observed the following:
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£ The Embracing Change Support

Fund was appropriately managed.

Projects were closely aligned with

the selection criteria for funding

and approvals demonstrated due

diligence and probity.

£ Significant effort has been made

across the Pubic Service on most

elements of the Action Plan.

£ Embracing Change-funded projects,

such as the Manitoba Omnibus,

the Leadership Career Mobility

Initiative, and the Recruitment

Outreach Development Program

for Visible Minorities in Nova

Scotia, have spurred innovative

thinking and action in the areas of

collaboration, targeted recruitment,

and outreach programs.

£ PSHRMAC has mechanisms in

place to actively monitor Embracing

Change progress across the Public

Service, particularly in the 27

largest departments that account 

for 95 per cent of public service

employees.

£ Embracing Change activities 

are ongoing in two-thirds of

departments, typically as part of

Employment Equity or diversity

programs.

£ The departments that appear to be

sustaining change have integrated

Embracing Change with corporate

human resources plans and

allocated funding to it.

The report also identified areas where

there are weaknesses, thus providing

an opportunity to strengthen overall

implementation of the Action Plan

and improve performance against its

six broad elements. These include:

£ limited flexibility in the Public

Service Employment Act for

targeting recruitment to visible

minorities, an area that may be

rectified through the new

flexibilities in the Public Service

Modernization Act, including the

new definition of merit;

£ a complex project funding process;

and

£ the need to engage managers on

visible minority-oriented staffing

and hiring options.

The evaluation provided some key

recommendations, including:

£ promote stronger leadership;

£ transform corporate culture;

£ focus recruitment on visible

minority executives; and

£ remove systemic hiring and staffing

barriers.

It was clear to the evaluators that

achieving the Embracing Change

vision will take longer than the five

years laid out in the Action Plan,

since it entails a fundamental shift 

in corporate culture, creation of a 

more welcoming environment, and 

a full integration of diversity into

departments’ business practices.
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6. Providing for Incremental
Financial Resources
While endorsement of the Embracing

Change Action Plan was in itself a

strong signal of commitment to

creating a more representative Public

Service, there was accompanying

tangible evidence of support through

a government financial allocation of

up to $10 million annually for three

years, 2000 through 2003.

Our last report noted the efforts to

secure new funding for ongoing

implementation of the Embracing

Change Action Plan. These efforts

resulted in $15 million being set aside

to further support initiatives with

respect to all four designated groups,

but with continuing emphasis on

Embracing Change.

Notwithstanding the critical

importance of financial support to

departments, implementing the

Action Plan remains about helping

departments to become more 

self-sufficient by integrating Embracing

Change into their human resources

and business planning processes 

and working with their own 

departmental budgets.

In addition to the six principal elements

of the Action Plan, PSHRMAC has

been responding to the concerns of

visible minorities as follows:

Official Languages 

We are working to determine 

whether official languages policies 

and practices are a specific barrier 

to the career advancement of visible

minorities in the Public Service.

The first phase in the study was a

review of the literature on learning

capacity. It was not possible to

conclude that visible minorities as a

group (or the subgroups within the

broader group) have more difficulty

than others in learning a second

language. To date, the findings do

not appear to support the perception

that there are systemic barriers with

regard to language training, but they

do show that there are a number of

personal and cultural characteristics

and attributes that may make it

difficult for a person to learn English

or French. These are areas for further

investigation.

The second phase involved a series 

of individual interviews and focus

groups (held in Montréal, Ottawa,

and Vancouver) with federal public

service employees from a variety of

departments. The results of this work

and ongoing quantitative research

are expected to further contribute to

an understanding of the intersect

between official languages policies

and the achievement of Embracing

Change goals.
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Term Employment Policy 

The National Council of Visible

Minorities in the Federal Public

Service and individual employees in

a visible minority group have raised

concerns about the prospect of the

Term Employment Policy being used

to restrict the conversion of visible

minorities from term to indeter-

minate status. The Policy stipulates

that, after three years of continuous

employment, an employee with

term status can advance directly to

indeterminate (or permanent)

employment. When term employees’

positions are discontinued shortly

before three full years have elapsed,

it is natural for them to wonder why.

Over the fiscal year, PSHRMAC

continued to provide information to

people interested in the operation 

of the Term Employment Policy,

through participation in workshops.

PSHRMAC also continued to monitor

changes in the size of the visible

minority term population vis-à-vis 

all other employees. The table below

summarizes these changes.

Years Representation - Terms ≥ 3 months Separations - Terms ≥ 3 months

All Visible Minorities % All Visible Minorities %

2001 23,107 1,768 6.4 5,895 326 5.5

2002 23,009 1,982 8.6 6,718 455 6.8

2003 20,782 1,929 9.3 6,675 517 7.7

2004 15,812 1,656 10.5 5,185 380 7.3



A N N U A L  R E P O R T  T O  P A R L I A M E N T  51

Chapter 3
Building a Representative
Public Service

3.1 Modernization, Planning,
and Accountability
Building a representative public

service is an integral part of ongoing

efforts to modernize human resources

management practices. The Public

Service Modernization Act (PSMA)

makes clear that effective human

resources (HR) planning is essential

and must become integral to

operational and business planning in

departments. Under the PSMA, the

increasing sub-delegation of staffing

authorities to managers requires

strong accountability mechanisms 

to protect the integrity of the system

and to hold managers accountable 

for achieving the results established 

in departmental employment equity,

human resources and business plans.

Many departments are beginning 

to implement employment equity

(EE) accountability mechanisms

within an EE and human resources

planning framework, with guidelines

for implementation, performance

measures linked to EE representation,

and the identification of pay-at-risk.

They are assigning accountability 

for progress to the highest levels of

management—and frequently to every

level—committing to co-operation

with employee representatives and the

active monitoring of progress.

This chapter provides a few examples 

of departments that are doing 

well and making good progress in

implementing employment equity.

It also indicates how some of the

work with partners and on

committees is helping in achieving

the vision of a representative and

inclusive public service.

Canadian Heritage has developed an

HR framework with clear components

for building, strengthening, and

supporting a diverse workforce and

with each component subject to an

“employment equity lens.” Results are

monitored twice yearly with analysis

of key indicators such as EE represen-

tation at the sector and branch level,

the number of staffing actions taken,

and eligibility for retirement. The

department is continuing to integrate

employment equity and diversity 

into branch business plans and an

employment equity component is

part of performance accords for every

executive. Employment equity has

similarly been factored into several

learning events and the department

has been increasing visible minority

representation on selection boards.

The Senior Advisory Committee on

Employment Equity and Diversity 

at Canadian Heritage has updated 

its mandate to place emphasis 

on meeting the Embracing 

Change benchmarks.
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Canadian Heritage has expanded its

Duty to Accommodate Policy to now

cover situations related to religious

beliefs, national or ethnic origin, age,

family status, marital status, and

sexual orientation. The Bob Fern

Accessibility Centre was opened to

showcase technologies aimed at

removing barriers in the workplace,

providing basic accessibility testing of

Websites and other applications, and

raising awareness about accessibility-

related issues. The department also

collaborated with Canada Customs

and Revenue Agency and Camp

Caragona in developing a travelling

exhibit to raise awareness of cognitive

impairments. This initiative won an

award from the Conseil fédéral du

Québec in 2003–04.

The department’s strong support for

advisory committees includes the

assignment of an employee to work

with the National Committee of

Federal Public Servants

with Disabilities.

Health Canada has developed a

network of 26 employment equity

co-ordinators drawn from every

branch and region; one of their goals

is to change the organization’s corporate

culture in co-operation with Regional

Diversity Advisory Committees,

the corporate Employment Equity

Advisory and Review Committee, and

employee networks. Regional contri-

butions to EE goals are monitored

through performance indicators and

reports on representation gaps.

Each branch and region has developed

an EE plan that mirrors the overall

departmental EE plan and each

reports biannually on implementation

of its plan. The department seeks to

include designated group represen-

tation on departmental selection

boards. It has continued to improve

its Language Training Program for

designated group members and

launched an inclusive policy, with

guidelines, on accommodation in

the workplace.

At Canadian Heritage, fostering
diversity is viewed as an
essential business activity.
Having individuals from different
backgrounds has improved our
perception and understanding
of the society that we have to
serve. It allows us to develop
better policies and programs.

Denis Thompson
Employment Equity Champion

Canadian Heritiage

The general climate in the
department has changed.
One problem in the past was
that Health Canada didn't look like
a modern department. When
Canadians look at Health Canada
now, they can see themselves in
all their diversity.

Phyllis Colvin
Employment Equity Co-ordinator

Health Canada
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Health Canada has introduced

EE accountability into its annual

performance appraisal process for

executives, supervisors, and managers

at branch and regional levels.

The process includes performance

indicators and mandatory assessment

against the department’s People

Management Objectives, which

include promoting diversity and

employment equity.

At the Department of Justice
Canada, progress in implementing

employment equity is monitored

semi-annually and results are reported

to the Employment Equity Steering

Committee, the EE Champions, the

Deputy Minister, and the

Executive Council.

Employment equity is included

in the Performance Management

Agreements of all senior managers,

along with mandatory numerical

goals that incorporate the Embracing

Change benchmarks for each portfolio

and region. Senior managers are

expected to cascade their goals

to their management teams. The

Department of Justice Canada has

a comprehensive human resources

policy consultation and approval

framework that seeks input from all

stakeholders, including EE advisory

committees. The Department conducts

“cultural audits” that provide a

snapshot of cultural attitudes of

employees and enables management

to respond as appropriate. The

Department continues to support 

an informal peer support group,

JUSTACCESS, which comprises

designated group members from

across the country.

The Department of Justice Canada

has upgraded its human resources

management system to better track

the participation of designated groups

in staffing, learning, and other processes

and it has launched an employee

Departure Feedback Program.

It continues to offer sign language

training for employees in the National

Capital Region and has completed

an analysis (focussing on promotion-

readiness and developmental needs)

of its potential pool of designated

group candidates for executive and

senior-level lawyer positions. In the

British Columbia Regional Office,

management continued to support

paralegal training for legal assistants

and during 2003–04, 27 legal assistants

received support, half of whom were

from visible minority groups.

When we first started to develop
and later to implement our
employment equity plan, you'd get
“push-back,” but now you don't.
There is less debate about whether
it's good and more discussion
about how to do it.

Elizabeth Sanderson
Assistant Deputy Attorney General 

Department of Justice Canada
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3.2 Monitoring and Review
Monitoring and review are important

in implementing plans and holding

individuals accountable for results.

For example:

£ Industry Canada initiated a

multi-year study to analyze the

experiences of employees in

EE-designated groups with respect

to advancement, promotion, and

career development. The study

will also identify any significant

differences in outcomes for

designated group members and

other employees.

£ The Canadian Human Rights

Commission developed an EE

Staffing Checklist to track the

participation of EE-designated

groups in the various stages of the

recruitment process and identify

possible systemic barriers.

3.3 Regional Collaboration
with Stakeholders
Outreach to and collaboration

with stakeholders is continuing

at a regional level.

In 2003–04, for example:

£ The Manitoba/Saskatchewan

Region of Health Canada

participated in a community

partnership to discuss regional EE

and diversity issues with other

levels of government and

non-governmental organizations.

£ The Ontario Region of Public

Works and Government Services

Canada established relations

with the Canadian Paraplegic

Association (CPA), the Canadian

Hearing Society, and the Miziwi

Biik, an Aboriginal employment

and training agency, for

recruitment purposes. In addition,

the Western Region of Public

Works and Government Services

Canada used the Aboriginal EE

Recruitment Program to help staff

the new Coutts border crossing in

southern Alberta. This program

involved working with Aboriginal

Employment Centres and the Blood

and Blackfoot reserves.

3.4 Learning, Career
Development, and Retention
Initiatives
In 2003–04, a number of departments

and agencies undertook initiatives

in learning, career development,

and retention.

£ Industry Canada developed five

diversity-training tools for use by

managers, human resources

advisors, and consultants. The

tools are designed to change

behaviours by increasing awareness

of diversity issues and fostering

team building and communication

skills. A number of departments

have signalled their intention to

use these and similar tools.
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£ The Public Service Commission of

Canada targeted Career Assignment

Program (CAP) opportunities

to persons with disabilities and

expects to place 10 to 12 candidates

during 2004–05.

£ Correctional Services Canada

conducted over 100 training

sessions on diversity with

close to 2,000 managers and

HR advisors attending.

£ Western Economic Diversification

Canada has Regional Learning

Committees and a corporate

committee to address short- and

long-term education requests and

group learning events. Its Deputy

Minister sponsors on a rotational

basis a Special Assistant assignment

for a designated group member.

The departmental Long-Term

Educational Policy supports

designated group members in

achieving post-secondary and

graduate degrees.

3.5 Audits by the Canadian
Human Rights Commission
The Canadian Human Rights

Commission audits departments for

compliance with the Employment

Equity Act and to date 64 departments,

representing 96 per cent of the

workforce, have been or are currently

being audited. This includes 

17 departments and agencies with

fewer than 100 employees for which

a streamlined auditing approach 

was developed. In 2003–04,

13 departments and agencies

(identified by an asterisk) were found

in compliance, bringing the total

number to over 50 (see note below).1

1 Agriculture and Agri-Food Canada, Atlantic Canada Opportunities Agency, Canada Industrial
Relations Board *, Canadian Artists and Producers Professional Relations Tribunal *, Canadian
Dairy Commission *, Canadian Grain Commission *, Canadian Human Rights Commission,
Canadian Intergovernmental Conference Secretariat, Canadian International Development Agency,
Canadian International Trade Tribunal, Canadian Radio-television and Telecommunications
Commission, Canadian Space Agency, Canadian Transportation Agency, Citizenship and
Immigration Canada, Copyright Board *, Correctional Service Canada, Canadian Heritage,
Department of Finance Canada, Department of Foreign Affairs and International Trade, Department
of Justice Canada, Economic Development Agency of Canada for the Regions of Quebec,
Environment Canada, Hazardous Materials Information Review Commission, Health Canada,
Human Resources Development Canada, Immigration and Refugee Board, Industry Canada *,
Indian and Northern Affairs Canada, International Joint Commission *, Law Commission of
Canada, NAFTA Secretariat, Canadian Section, National Archives Canada, National Farm Products
Council, National Parole Board, Natural Resources Canada, Office of the Chief Electoral Officer,
Office of the Commissioner for Federal Judicial Affairs *, Office of the Commissioner of Official
Languages, Office of the Information Commissioner of Canada, Office of the Secretary to the
Governor General, Passport Office *, Patented Medicine Prices Review Board *, Privy Council
Office, Public Works and Government Services Canada, Office of the Registrar of the Supreme
Court of Canada, Registry of the Competition Tribunal, Statistics Canada, Status of Women
Canada, Transport Canada, Civil Aviation Tribunal of Canada *, Transportation Safety Board of
Canada, Treasury Board of Canada Secretariat, Western Economic Diversification Canada. 
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3.6 Committees’ Activities 
Employment equity committees
continue to be very valuable in
building and sustaining commitment
to employment equity objectives in
federal departments and agencies.
They provide networking opportunities,
strengthen links between departments
(as well as within departments and
agencies), and foster the exchange of
ideas, tools, and information on new
initiatives and good employment
equity practices.

The Employment Equity Champions
Forum comprises some 30 senior
managers at the assistant deputy
minister level who demonstrate
their ongoing commitment as senior
managers through their personal
and visible support for employment
equity. They exchange information
on employment equity challenges,
successful practices and innovations
that have achieved concrete results.
They also provide feedback to
PSHRMAC on employment equity
initiatives, priorities, and programs
and are in a position to influence
employment equity issues within
their respective departments.

Two meetings were held this past
year, both joint meetings with the
Employment Equity Executive
Committee. Discussions covered
topics such as Human Resources
Modernization, Embracing Change
issues, transition to the Public Service
Human Resources Management
Agency of Canada, and Official
Languages.

The Employment Equity Executive
Committee is composed of public
service managers at the director
general level or equivalent. This
committee focusses on horizontal
issues, such as recruitment, career
development, retention, accountability,
corporate culture, and official
languages. During its meetings this
year, the committee discussed and
provided feedback on the Public
Service Commission of Canada’s
(PSC) new framework for EE
programs, the corporate culture self-
assessment tool, HR modernization,
the Conference Board project on
“Maximizing the Talents of Visible
Minorities,” revisions to the EE Policy,
and a presentation on successful
departmental initiatives.

The Interdepartmental Forum on
Employment Equity is a partnership
between departments (employment
equity managers and specialists) and
PSHRMAC’s Employment Equity
Branch. The forum allows participants
to discuss common issues of concern,
share new initiatives, and raise matters
that could be of general interest to
the membership.

Over the past year, topics included
the Values and Ethics Code for the
Public Service; harassment and
discrimination; HR modernization;
Embracing Change support tools for
managers; results of the 2002 Public
Service Employee Survey from an EE
perspective; updates from the National
Council of Visible Minorities (NCVM),
the Aboriginal National Network
Initiative (ANNI) and the National
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Committee of Federal Public Servants
with Disabilities (NCFPSD); changes
to the Official Languages policy suite,
the Policy on the Duty to Accommodate
Persons with Disabilities in the Federal
Public Service, and successful
departmental practices that are
showcased at each meeting.

National Council of Visible
Minorities (NCVM)

The NCVM was created to represent

visible minorities in making their

concerns known to federal public

service leaders. Throughout its five

years of existence, NCVM has been

involved in all the issues affecting

the career aspirations, concerns, and

interests of its members by identifying

barriers (discrimination and racism)

that prevent visible minorities from

entering, advancing, and staying in

the Public Service.

NCVM’s achievements for 2003–04

include the following:

£ NCVM held regional forums in

six regions of the country with a

focus on the issues and concerns of

its members such as the Public

Service Modernization Act, the

official languages policy suite and

the Term Employment Policy.

£ Through its participation in

employment equity committees,

NCVM has continued to represent

the situation of visible minorities

to the people responsible for

employment equity and human

resources in departments

and agencies.

£ Through rotating sponsorship by

individual departments, the NCVM

was able to conduct several inter-

departmental meetings and learn

about the concerns of its members.

£ The NCVM commenced discussion

with the Association of Professional

Executives to obtain assistance 

in establishing a new mentorship

service for members of visible

minority groups.

For more details on these

activities and others, we encourage

you to visit this Web site:

http://www.ncvm.gc.ca/.

Aboriginal National Network
Initiative (ANNI)

Approximately 40 Aboriginal

employees from departments and

agencies in the NCR met in spring

2003 to discuss establishing an

Aboriginal employee network

(ANNI), similar to the NCVM and

Persons with Disabilities employee

networks. Terms of reference were

drafted for approval at a national

forum to be held in the near future.

ANNI has been partnering actively

in numerous employment equity

activities and serving as a valuable

source of information and insight

on Aboriginal issues.
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Joint Employment Equity
Committee, National Joint
Council (JEEC)

The Joint Employment Equity

Committee (JEEC) is a working

committee of the National Joint

Council. It is the forum of choice at

the national level for management

and bargaining agents to consult and

collaborate in implementation of the

Employment Equity Act in the federal

Public Service. Among the subjects

discussed at the JEEC during 2003–04

were disability management and

return to work; joint training on the

duty to accommodate; racism and

discrimination; the TBS/PSHRMAC

Employment Equity Policy, the Leave

Without Pay Policy, and the Term

Employment Policy; progress on public

service modernization; the PSC’s

framework for employment equity

programs and its profile of public

service leadership competencies; and

the Federal Contractors Program. In

addition, there were regular updates

on other subjects, including the 2002

Survey of Public Service Employees

and implementation of the Embracing

Change Action Plan.

National Committee of Federal
Public Servants with Disabilities
(NCFPSD)

The National Committee of Federal

Public Servants with Disabilities,

established in 2003, prepared its

communications plan and finalized

its five-year strategy for advancing the

Public Service’s agenda concerning

employees with disabilities.

As a first step in implementing the

communications plan, the NCFPSD

partnered with PSHRMAC in

designing and developing an

accessible Web site as its primary

communication tool. The NCFPSD

also established subcommittees to

begin implementing the five-year

strategy by developing action plans

in partnership with departments

and agencies.

The NCFPSD also began to develop

its plans for a national congress in

April 2005 to provide a forum for

discussing issues that still need to be

addressed and for celebrating past

accomplishments and charting the

organization’s future direction.

The Federal Public Service Job
Accommodation Network (FPS-JAN)

In 2003–04, the Federal Public

Service Job Accommodation Network

(FPS-JAN) continued to advise

departments and agencies on

complex accommodation issues.

It disseminated information and

hosted meetings to allow

departmental representatives to

exchange ideas and share solutions

to accommodation challenges.
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Conclusion: 
Moving Ahead
For much of the past fiscal year,

the Human Resources Management

Office of the Treasury Board of

Canada Secretariat (and subsequently

PSHRMAC) was preparing for

implementation of the Public Service

Modernization Act (PSMA), as well as

non-legislated activities pertaining to

modernization. While full integration

of employment equity into human

resources management and business

planning has not yet occurred, an

employment equity dimension is

becoming more prominent in all

such work.

This was and is reflected, for example,

in the ongoing work to understand

and address official languages issues

and their impact on the designated

groups; in the development of

learning and culture change strategies;

in conceptualizing a streamlined

approach to management development

programs; in responding to the

corporate priority for “demonstrating

support and leadership in the

successful implementation of the

PSMA and improving departmental

capacity for the integration of HR

management with departmental

business planning”; and for better

management of the employees of the

Public Service.

In working to create a modern

professional public service that will

serve all Canadians and contribute to

Canada’s prosperity, PSHRMAC will

continue to integrate employment

equity into its strategies and initiatives

to modernize human resources

management and strengthen account-

ability; into ensuring effective and

ethical leadership; and into achieving

an accessible, representative, and

inclusive workforce.

Specific employment equity activities

will include preparing a new

Employment Equity Policy that

integrates the existing one with the

Policy on the Duty to Accommodate

Persons with Disabilities and with

other instruments, such as Embracing

Change; addressing the recommen-

dations in the Embracing Change

evaluation report, and in particular,

the challenge of meeting the

one-in-five benchmark for visible

minorities and the Executive category;

strengthening accountability by fully

integrating employment equity

measures into management

accountability frameworks;

undertaking initiatives that seek to

address racism and discrimination;

undertaking preliminary work

towards strengthening our messages

to assist in recruitment and retention

activities; building or strengthening

capacity in departments to respond to

the requirements of the Employment

Equity Act; and continuing to work

with our many partners to establish

a representative public service

and provide excellent service

to Canadians.




