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Executive Summary

i

The Government of Canada is committed
to a public service that reflects the rich
diversity of the Canadian society it serves.
Canada is becoming more diverse and the
fabric of Canadian society is changing.This
is creating a need for policies, programs, and
services that address these changes.As our
labour market evolves, the talents required
for a dynamic and innovative public service
will be increasingly found by attracting the
best talent from employment equity groups.

This report, as required by the Employment
Equity Act, provides information on our
progress towards the achievement of
equality in the workplace and the culture
of openness that is necessary to ensure a
welcoming environment for members of
the designated groups, namely Aboriginal
peoples, persons with disabilities, visible
minorities, and women.

Chapter 1: Accountability for Success 

Leadership at all levels and partnerships
with stakeholders are crucial to achieve
a more representative, inclusive public
service. Emphasis should be placed on
practical steps that provide measurable
outcomes and demonstrate results.

Accountability and mechanisms for
monitoring and reporting performance
have been strengthened, particularly
with respect to organizational
performance.This is encouraging
specific and targeted initiatives to
address needs of various departments
and agencies.

In March 2005, the Pubic Service Human
Resources Management Agency of
Canada sponsored a highly successful
employment equity conference. More
than 350 participants, employees drawn
from all levels, regions, and most
departments, were in attendance.
A prime objective was to examine
how the changes to the Public Service
Employment Act brought about by
the Public Service Modernization
Act provide new opportunities
to improve representation.

Ensuring compliance 

The Canadian Human Rights
Commission continued auditing
departments and agencies to ensure
compliance with the Employment
Equity Act.

As of March 2005, 67 organizations
had been or were in the process of
being audited; 56 were found to be
in compliance.

A second round of audits will assess
whether “reasonable progress” has
been achieved in identified areas of
under-representation.

Working with stakeholders

We continue to work with stakeholders,
including bargaining agents, the National
Council of  Visible Minorities, the National
Committee of Federal Public Servants with
Disabilities, and the External Advisory
Group on Embracing Change, to develop
strategies and implement programs for



establishing a more representative and
inclusive public service.A particular
achievement was the strengthening of
our working and relations with these
groups against specific business plans
and joint activities.

What needs to happen 

These are some of the areas where more
progress is necessary to achieve a more
diverse public service and attain our
employment equity objectives:

a better understanding of how our
growing diversity affects the business
objectives of government and an
integration of these needs into business
and human resources planning;

clear statements of commitment from
leaders that address specific needs and
establish measurable objectives that are
reflected in performance management
reviews;

strengthened accountability through
clearly set expectations, more rigorous
monitoring and reporting of results,
and performance assessments under the
Management Accountability Framework;
and

strengthened partnerships with key
communities, including bargaining agents
and designated group organizations.

Chapter 2: Embracing Change:
A Continuing Need for Action

Despite important gains in achieving
Embracing Change goals, under-
representation of visible minorities persists.
The benchmarks of 1-in-5 recruitment

by 2003 and 1-in-5 advancement into
executive levels by 2005 were not met.
As a result of our evaluation of the
program, the Future Directions Strategy
identified five specific priorities:

1. targeting specific accountability for
managers at all levels;

2. bringing about corporate culture change;

3. increasing external recruitment,
especially through flexibilities under
the new legislative framework;

4. providing career development and
mentoring programs for members of
designated groups; and

5. improving communication to more
clearly articulate objectives and
expectations.

Projects in support of these priorities
included expanding the Ottawa and Me
course for visible minorities,Aboriginal
peoples, and persons with disabilities in
the executive feeder categories; federal
participation in the Conference Board of
Canada’s Business Critical: Maximizing
the Talents of Visible Minorities study; and
expanding and marketing Diversity Tools
and Practices for Managers and the Corporate
Culture Self-Assessment Tool.

Monies in the Employment Equity
Fund were allocated to project activity
with specific targets and demonstrable
results focussed on the five priorities
listed above.

In addition, the Racism-Free Workplace
Strategy was being developed as part of
the government’s new Anti-Racism
Strategy.

Employment Equity in the Federal Public Service 2004–05
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Chapter 3: What the Numbers Show

Overall, women,Aboriginal peoples, and
persons with disabilities are well represented
in the public service.Visible minorities
remain under-represented; we are three
quarters of the way to our representation
goal of 10.4 per cent.

Visible minorities

Eight per cent of public service
employees are members of a visible
minority group, more than 2 percentage
points below our workforce availability
goal of 10.4 per cent.

Just over 5 per cent of all executives
in the public service of Canada are
members of visible minority groups,
more than twice the proportion
in 2000.

Nearly 12.5 per cent of employees in
the Scientific and Professional category
are members of visible minority groups.

Women

Some 53.5 per cent of public service
employees are women, surpassing our
workforce availability goal of 52 per cent.

Just over 37 per cent of public service
executives are women, almost twice
the proportion of a decade ago.

Women account for just over 42 per cent
of employees in the Scientific and
Professional category.

Aboriginal peoples

More than 4 per cent of public service
employees are Aboriginal, higher than
our workforce availability goal of 2.5
per cent.

Aboriginal peoples make up 3 per cent
of all public service executives, double
the proportion of five years ago.

Aboriginal peoples make up 2.5 per
cent of employees in the Scientific and
Professional category.

Persons with disabilities

Nearly 6 per cent of public service
employees are persons with disabilities,
exceeding our workforce availability
goal of approximately 4 per cent.

Some 5.5 per cent of executives in the
public service are persons with
disabilities.

Close to 4 per cent of employees in the
Scientific and Professional category are
persons with disabilities.
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The Government of Canada created
the Public Service Human Resources
Management Agency of Canada with a
mandate to modernize the management
of human resources and to foster excellence
and leadership in the public service of
Canada.This mandate is founded on a
commitment to build a public service
that is the best in the world—a national
institution that is skilled, professional,
reflective of the rich diversity in the
Canadian population, dedicated, and
committed to excellence in the service
it provides to Canadians.

Moreover, the growing diversity of Canadian
society demands that the public service
design new policies and programs, as well
as deliver more effective services for this
increasingly diverse population.

According to Statistics Canada, by 2017,
one in five Canadians will be a member of
a visible minority group. Rapid growth is
also expected to continue in the Aboriginal
population—which, previous censuses have
shown, is growing much faster than the total
population. Social and technological advances
are allowing more people with disabilities
to contribute in the workplace.

In seeking to be representative of the public
that is served and to be responsive to evolving
business needs, the public service cannot
afford to lose or waste these resources and
the skills that they bring. Respect for diversity
and the implementation of employment

equity are essential to address future needs.
They are essential to establish the
foundation for a dynamic, innovative
institution that can attract and retain the
talent needed to serve Canadians.

In 2004–05, there were improvements in
the representation of women, from 53.1 to
53.5 per cent, of Aboriginal peoples from
4.1 to 4.2 per cent, and of persons with
disabilities from 5.7 to 5.8 per cent. For
these groups, representation continues to
surpass our workforce availability goals that
derive from information collected in the
2001 Census of Canada—52.5 per cent,
2.5 per cent, and 3.6 per cent respectively.

With respect to visible minorities,
representation has increased from 7.8 to
8.1 per cent.The public service is now three
quarters of the way to what a representative
institution should look like, based on
information from the 2001 Census.The
next census, to be conducted this year,
will likely further demonstrate that the
demographics of Canada continue to change.

Our qualitative goals continue to be founded
on the cultural change that is required to
create a more welcoming environment.
Such corporate culture change seeks to
improve the way our people—all our
people—are managed and how we can
foster and sustain excellence in our service
to Canadians.

1
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Significant Achievements
and Challenges

In 2004–05, there were significant
achievements in the implementation of
employment equity in the federal public
service.1 For example, the representation
of women,Aboriginal peoples, and persons
with disabilities continues to be higher than
workforce availability. Women now comprise
over one third of employees in the Executive
category, about twice the proportion of a
decade ago. Promotions of visible minorities
within or into the Executive category have
shown increases over last year.

But there continue to be challenges—e.g.
eliminating the gap in the representation of
visible minorities; increasing the promotional
opportunities for Aboriginal peoples;
increasing the hiring of persons with
disabilities; and raising the proportion
of women in executive positions.

Leadership and Accountability

Committed leadership, robust accountability
measures, and effective partnerships are
crucial levers in preserving gains and
ensuring that the public service can become
a more representative and inclusive national
institution.While there has continued to be
a focus on leadership at the top, we noted
in previous reports that leadership transcends
the entire institution. Leadership at all levels
is crucial.

For the past three years, 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 2004–05, deputy ministers
were again asked to focus on diversity as a
corporate priority by accelerating progress
on the Embracing Change initiative, with
particular emphasis on visible minority
representation at the executive level.

In his May 2005 appearance before the
Senate Standing Committee on Human
Rights, the Clerk noted:“The Embracing
Change initiative in particular represented, at
the very minimum, a turning of the corner,
a shift in awareness, the beginning of a
longer-term cultural change and the
establishment of benchmarks. Since that
time, it is safe to say that we have been
moving in the right direction, at a pace
that is considerably slower than the pace
we have to achieve.The directions are all
right, but the pace of change is not.”

The Public Service Human Resources
Management Agency of Canada
(PSHRMAC) assessed organizational
performance on employment equity,
as an element in the Treasury Board’s
Management Accountability Framework,
paving the way for focussed discussion
with departments. Many departments
continued to use performance agreements
to strengthen accountability and spur
managers at various levels to action.
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Chapter 1
Accountability for Success

1 The term “federal public service” is used in this report with reference to the situation in the 2004–05 fiscal
year. As of January 2006, the term “core public administration” will be used to refer to this institution. The
term “departments” is used throughout the report to refer to both departments and agencies in the federal
Public Service.



Partnerships to Increase
Capacity for Implementing
Employment Equity

Leadership, however, also requires establishing
and sustaining dialogue with the full spectrum
of stakeholders and partners—deputy
ministers, assistant deputy ministers, managers
at all levels of the organization, human
resources professionals, interdepartmental
committees, bargaining agents, and
representatives of designated group
communities, to name a few. Much more
work needs to be done with these stakeholders
to increase knowledge and strengthen
capacity for the implementation process.

In March 2005, PSHRMAC sponsored
an employment equity conference—
the first in a decade—attended by over
350 participants drawn from many
departments, all regions, and several
levels of employees.This highly successful
conference was an opportunity to share
ideas in developing the framework for the
future of diversity in the public service.
The conference program also included
opportunities to share experiences of
organizations in the private sector.

Throughout the year, PSHRMAC fostered
information exchanges through, for example,
the Interdepartmental Forum on Employment
Equity, made up of persons responsible for
employment equity and diversity in all
departments and agencies of the public
service. PSHRMAC also participated
in briefing several visiting international
delegations on employment equity, and
its diversity and human rights framework.
This included delegations from Mexico,
Norway, and Japan and a presentation

in Brazil. Not only do such information
exchanges increase our own knowledge
of ways to meet the diversity challenge,
but they also remind us that our work is
part of an international effort to increase
employment rights for many groups that
are disadvantaged.

Compliance With Legislation

The Canadian Human Rights Commission
(CHRC) completed most of its first-round
audits of departments and agencies.
These audits seek to determine whether
organizations are in compliance with the
requirements of the Employment Equity Act.
As of March 2005, 67 departments and
agencies had been audited or were under
audit and 56 had been found in compliance,
including nine2 that achieved compliant
status in 2004–05.

In the second round of audits, the CHRC
will be assessing whether organizations
have made “reasonable progress” in one
or more areas of under-representation
identified during the first round of
compliance audits.

Consultation and Collaboration
With Bargaining Agents

The Employment Equity Act requires
that the employer consult with employee
representatives in the implementation of
employment equity. The employer’s work
with the bargaining agents continued
through the Joint Employment Equity
Committee, a subcommittee of the National
Joint Council.This committee is the only
national body that facilitates union-

Employment Equity in the Federal Public Service 2004–05
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management dialogue on employment
equity. Over the course of the year, its
work program included analysis of human
resources modernization from an employment
equity perspective, application of an
employment equity lens to several public
service policies, review of and feedback
on the future directions strategy for
Embracing Change, as well as the draft
Treasury Board directives on employment
equity and the duty to accommodate,
the approaches to creating a racism-free
workplace, and employment equity in
the appointment framework under the
new Public Service Employment Act.

Partnering With Designated
Group Communities

Organizations representing the designated
groups continued to serve as invaluable partners
in moving forward on the employment
equity and diversity agenda in the federal
public service. These organizations serve as
the “eyes, ears, and voices” of their constituents
in bringing issues of concern to the attention
of decision makers, both in central agencies
and departments.A champion at the deputy
minister level provides organizational
mentoring and strategic direction for each
organization as it works towards the goal,
shared with the public service as a whole,
of making the public service of Canada
a truly inclusive institution.

To this end, the National Council of Visible
Minorities (NCVM) collaborated with
PSHRMAC in engagement sessions with
visible minority employees regarding a
strategy for a racism-free workplace. It
continued to identify issues from a visible
minority perspective and, in partnership

with PSHRMAC, the Public Service
Commission of Canada (PSC), and Canadian
Heritage, sought ways to strengthen its
organizational capacity to become a more
effective voice for visible minorities.The
NCVM also provided valuable feedback
on, for example, government-wide policies
related to the implementation of the Public
Service Modernization Act (PSMA), the future
directions strategy for Embracing Change,
and language training and career development
issues for visible minorities.

The NCVM was also preparing for its
National General Meeting and Symposium
2005—held in April—at which the
organization updated its terms of reference,
elected national and regional board
members, discussed specific obstacles faced
by visible minority employees, and began
development of a work plan for 2005
through 2007.

The focus of the National Committee of
Federal Public Servants with Disabilities
(NCFPSD) during 2004–05 was on planning
for Congress 2005, held in April and
described as an opportunity to “energize,
enable, and empower” persons with
disabilities in the public service.
Over 350 employees and managers attended.
The group also initiated activities to
strengthen the organization’s capacity
to work on behalf of its constituents.

The NCFPSD has established subcommittees
to work on specific projects: Disability
Management and Insurance Issues, Special
Events, the Personnel Psychology Centre,
the PSMA, Development of the Ombudsman
Initiative, Universal Design,Accommodation
Issues, and the Infocentre.
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Through the work of these subcommittees,
the organization has researched medical
and disability plans and provided a report
to the Treasury Board of Canada Secretariat,
provided feedback on the assessment
guidelines of the PSC’s Personnel Psychology
Centre, developed the concept of the
Infocentre—a national centre of resources
and expertise on federal public servants
with disabilities—and participated in a
project towards the development of a
federal disability management strategy.

The appointment of a champion at the
deputy minister level for the Aboriginal
National Network Initiative (ANNI)
reinvigorated work towards the development
of a national body for Aboriginal federal
government employees. The interim Working
Group for ANNI worked to expand its
membership and prepare for the official
launch of ANNI at its inaugural forum in
late 2005.

External Advice

The External Advisory Group on Embracing
Change continued to provide advice to
PSHRMAC and the PSC on ways to
sustain momentum and re-energize the
Action Plan.Through dialogue with senior
officials in the public service, the group
contributed to developing the joint initiative
of Human Resources and Skills Development
Canada and Social Development Canada
for recruiting visible minority executives,
establishing a national strategy to be managed
by the PSC for recruitment of visible
minority executives and sustaining
the focus on Embracing Change in
the corporate priorities of the Clerk of
the Privy Council.

The group has served as a valuable
sounding board and has provided feedback
on several policy instruments and strategic
directions.This includes the Future
Directions Strategy for Embracing Change,
the integration of employment equity,
human resources planning and accountability,
and the positioning of a diversity
implementation framework for public
service organizations.

Employment Equity in the Federal Public Service 2004–05
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In June 2000, the government endorsed the
Embracing Change Action Plan.This five-year
strategy, prepared by the Task Force on
Visible Minorities in the Federal Public
Service, recommended measures to eliminate
the gap between the representation of
visible minorities in the public service
and their growing presence in the Canadian
workforce.The Task Force recognized that
visible minorities were becoming an
increasingly crucial talent pool for public
service renewal and the provision of
services for a new and more diverse
generation of Canadians.

Some Progress

Even though it is possible to signal progress
in improving representation, significant
under-representation still exists.As of
March 2005, the public service was three
quarters of the way to its workforce
availability goal of 10.4 per cent of
employees from visible minority groups.
This goal, deriving from information
collected in the 2001 Census, is in itself
a lagging indicator, given the impact of
immigration on the diversity of the Canadian
population.The next census—to be
conducted in the spring of 2006—will
undoubtedly establish a higher goal for
the public service, further reinforcing the
need for more and faster progress in
becoming representative.

The goals identified in the Embracing
Change Action Plan have not been fully met.
Nonetheless, since 2000, when the Action
Plan was put in place, there has been a net
gain of close to 6,000 visible minority
employees. Likewise, the number of

executives who are members of visible
minority groups has more than doubled,
from a little over 100 in 2000 to some
220 in March 2005. One can also point
to significant successes in corporate
development programs such as the
Accelerated Executive Development
Program (AEXDP), Management Trainee
Program (MTP), and Career Assignment
Program (CAP), all of which have
surpassed the 1-in-5 levels for visible
minority participation.

However, after an initial surge, the rate of
visible minority intake into the public service
has levelled off to1 in 10 of all new hires,
that is, half of the 1 in 5 envisaged under
the Action Plan.To keep pace with the
changing demographics of the Canadian
workforce, it will be necessary to intensify
and re-energize measures to make the public
service more representative of the diversity
in the Canadian population it serves. The
results need to be better—much better.

Embracing Change Evaluation

The Embracing Change Evaluation
conducted in 2003–04 suggested that
the benchmarks may have been too
ambitious in the time frame envisaged
and probably would not be met without
a significant and sustained increase in
commitment and focus in departments.
Consequently, the approach was to strive
for intensified efforts by departments and
agencies to show progress and to begin
integrating diversity considerations into
human resources management and business
planning activities.

Chapter 2
Embracing Change: A Continuing Need for Action
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The Evaluation report recommended that
future efforts with respect to Embracing
Change focus on:

promoting stronger leadership;

transforming corporate culture;

recruiting visible minority
executives; and

removing hiring and staffing barriers to
visible minorities generally.

Strategy for the Future

In 2005, PSHRMAC began developing a
future directions strategy in consultation
with departments, the External Advisory
Group on Embracing Change, bargaining
agents, the National Council of Visible
Minorities, and other partners. This strategy
acknowledges that to produce better results
the goals of Embracing Change need to be
incorporated into the business and human
resources planning of public service
organizations and be supported by stronger
accountability measures, including
performance management assessments.
Subsequently, the People Component of the
Management Accountability Framework
was developed, setting out the indicators
against which organizational performance,
including with respect to visible minorities,
will be assessed.

Towards the end of fiscal year 2004–05,
PSHRMAC began examining ways to
renew and reinvigorate its messages with
respect to employment equity and diversity
generally and Embracing Change in
particular. It sought to assess existing
perceptions, attitudes, beliefs, and opinions
regarding employment equity in the public
service and the challenges faced by
departments in producing results. Focus

groups were held across the country with
hiring managers, as well as visible minorities
within and outside the public service, as
part of an effort to determine appropriate
messages and to whom they should
be directed.

Employment Equity Fund

Since 2003, PSHRMAC has been
administering the Employment Equity
Fund established that year to help departments
fulfil their obligations under the Employment
Equity Act.This fund was announced in the
last quarter of 2004, and project requests
are expected to meet stringent criteria for
approval by the Assistant Deputy Minister
Committee on Employment Equity. While
most of the funded projects specifically
target actions with respect to visible
minorities, several envisage wider impacts.
For example, career development initiatives
at the Privy Council Office include participants
from all four designated groups. Recruitment
and career development initiatives in
the Royal Canadian Mounted Police and
in PSHRMAC seek over 50 per cent
participation by visible minorities.

A summary of projects funded to date is
included at the end of this Chapter.

Developing Future Public
Service Leaders

PSHRMAC has also directed its attention
to the development of future public service
leaders. In collaboration with the Canada
School of Public Service, it expanded
Ottawa and Me, a course aimed at visible
minorities,Aboriginal peoples, and persons
with disabilities at levels just below the
Executive category.This management-
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preparedness course enables participants to
increase their knowledge of how government
works, strengthen their understanding
of how to navigate within the machinery
of government, and develop an action plan
for their career advancement.To date, some
300 persons from the designated groups have
participated in this course.

Changing the Culture of
the Public Service

In working to stimulate corporate culture
change and improve managers’ knowledge
about the Embracing Change benchmarks
and other Action Plan elements, PSHRMAC
expanded and actively marketed its
compendium of tools and practices called
Diversity Tools and Practices for Managers
to support managers in their day-to-day
management and hiring practices. PSHRMAC
also actively promoted its Corporate Culture
Change Self-Assessment Tool across the Public
Service to help managers determine how
well they are managing corporate culture
change.Workshops were held in Ottawa,
Toronto, and Montréal and were attended
by over 130 participants, mostly managers
and human resources professionals.
Representatives from over 30 departments
and agencies were exposed to the issues of
culture change and strategies for such change.

In addition to activities related to Embracing
Change and the Employment Equity Fund,
PSHRMAC co-ordinated federal participation
in a study by the Conference Board of
Canada entitled Business Critical: Maximizing

the Talents of Visible Minorities. The study
reported on the wealth of visible minority
talent that is available but not fully utilized
in both the public and private sectors.
PSHRMAC also continued to examine
barriers to the career progression of visible
minorities. During 2004–05, it chaired a
working group on employment equity in
support of the Assistant Deputy Minister
Advisory Group on the Language Training
and Testing Model of the Future. Access to
language training remains a concern to
visible minority and Aboriginal employees
and is often cited as an obstacle to their
career development prospects.

During the year, the Government of Canada
launched the Anti-Racism Strategy, led by
Canadian Heritage, in partnership with the
Department of Justice Canada, Citizenship
and Immigration Canada, and Human
Resources and Skills Development Canada.
The Strategy seeks the elimination of racism
in all sectors of Canadian society. PSHRMAC,
in partnership with the Labour Program at
Human Resources and Skills Development
Canada, began developing the Racism-Free
Workplace Strategy and in February and
March 2005 conducted a series of employee
engagement sessions across the country. At
these sessions, visible minority and Aboriginal
employees in the public service were given
an opportunity to discuss their experiences
in the workplace and provide suggestions on
how to make it racism-free. The goal is to
use corporate culture change methodologies
to confront racist attitudes, address resistance,
and encourage desired behaviours.



Employment Equity in the Federal Public Service 2004–05

10

Meeting the Embracing
Change Benchmarks

The 1-in-5 benchmarks have been the
most visible, recognizable, and discussed
element of the Action Plan.

The year 2005 marked the second major
reference point—1 in 5 for acting
appointments in the executive feeder
groups and 1 in 5 for entry into the
executive feeder groups and executive
levels. Despite significant progress since
2000 (see Figure 1), these rates had not
been achieved by the end of fiscal year
2004–05 and at the current pace are unlikely
to be met during fiscal year 2005–06.
Earlier reports noted the failure to meet
the 1-in-5 benchmarks for recruitment
into the public service.

The situation is much more positive
with respect to corporately administered
management development programs.
The Management Trainee Program (MTP)

and the Accelerated Economist Training
Program (AETP), which recruit directly
from universities across the country, have
both surpassed 20 per cent participation
for visible minorities, as has the Accelerated
Executive Development Program (AEXDP)
for existing high-potential executives. The
Career Assignment Program (CAP), which
identifies high-potential middle managers
and develops them for entry into the
Executive category, has over 30 per cent
visible minority participation.

Employment Equity Fund—
Summary of Approved Projects3

Canada School of Public Service—
Diversity Learning and Corporate Culture
Change. Building on the success of
Diversity:Vision and Action, this two-day
leadership development course focusses on
the concept of diversity and its leadership
from a personal, interpersonal, and
organizational perspective. It offers

Figure 1
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3 Includes some activities that were initiated in 2005–06.
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managers hands-on learning experiences
through the development of diversity
leadership plans, which bring employment
equity and diversity strategies to life. The
project will target 10 key departments.

Privy Council Office—Career on the
Move: Employment Equity Designated Groups
Development Program. A national program
designed to provide developmental
opportunities to Aboriginal peoples, persons
with disabilities, and visible minorities—
at the EX minus 1 and EX minus 2 levels.
It is anticipated that 16 participants,
equipped with broader skills and
experience upon completion of the
program, will be better prepared to
assume higher-level positions.

Public Service Human Resources
Management Agency of Canada in
partnership with the Canada School
of Public Service—Ottawa and Me and
Sharpen your Career pilot courses target
visible minorities,Aboriginal peoples,
and persons with disabilities at the EX
minus 1, 2, and 3 levels. Ottawa and Me
provides participants with an understanding
of the wider contextual issues of government
plus a practical, personal career action
plan and management-readiness program
to advance their careers. Through the
Sharpen Your Career course, participants
receive career development support, tools,
information, and access to networks necessary
to position themselves for entry into the
EX group.Approximately 300 people will
take the course.

Public Service Human Resources
Management Agency of Canada—
Targeted Leadership Development of, and
Language Training Support for,Visible
Minorities. This project seeks to increase, by

some 20–30 individuals, the representation
of visible minorities participating in the
Management Trainee Program (MTP), and
also to bridge current MTP and visible
minority Career Assignment Program
(CAP) participants by addressing their
language training needs.

The Quebec Federal Council—Expert
Response Team.This project will lead to the
establishment of a multidisciplinary team
comprising professionals with extensive
and diverse experience in employment
equity to support small organizations in
improving their human resources planning
and overall employment equity performance.

Agriculture and Agri-Food Canada—
Aboriginal Student Employment Partnership
Program. This career outreach program is
aimed at attracting Aboriginal students to
research opportunities in British Columbia
and Saskatchewan and seeks to bridge
seven to 10 people into indeterminate
positions upon graduation.

The Royal Canadian Mounted
Police—Employment Equity and
Development Program. The goal is to
increase, by approximately 100 employees,
the representation of visible minorities,
Aboriginal peoples, and persons
with disabilities.

Citizenship and Immigration
Canada—Selecting Candidates with an
Objective Eye. This initiative will expand
the availability of designated group
representatives in the department’s
selection board inventory. Citizenship and
Immigration Canada will provide selection
board training nationally to approximately
870 employees from designated groups,
in both official languages.
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The proportion of women among employees in the public service remained constant at
just over 53 per cent.

Women now comprise 37.2 per cent of employees in the Executive category, up
from 35.0 per cent last year and just about twice the proportion of a decade ago.

The proportion of women in the Scientific and Professional category remained constant
at approximately 42 per cent.

The percentage of indeterminate employees who are women was also constant at
53.0 per cent.

Women still comprise 6 in 10 term employees.

Close to 6 in 10 of all hires were women in 2004–05. 

Women continue to constitute the bulk of all persons hired into the Scientific
and Professional category (now at 54.8 per cent, similar to last year). Nonetheless,
4 in 10 women continue to enter the Public Service through the Administrative Support
category, with a slight increase in the proportion from a year ago. 

Women received approximately 6 out of 10 promotions, as for the past few years.

Of the large departments and agencies, the Royal Canadian Mounted Police
(civilian staff) continues to employ the highest proportion of women (76.0 per cent),
followed closely by Human Resources and Skills Development Canada with
75.2 per cent. 

Just over 4 in 10 women in the Public Service work in the National Capital Region
(a similar proportion to that for all employees). 

Close to 4 in 10 of all employees working outside of Canada are women. 

Just over half (51.7 per cent) of separations from the public service were by women,
a slight increase from 50.9 per cent a year ago.

Women

This Chapter describes the employment equity performance in the public service and
how it looked at the end of the 2004–05 fiscal year. It is a statistical summary of hirings,
promotions, and separations and provides highlights for each employment equity
designated group.

Chapter 3 
What the Numbers Show
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Figure 2

Representation of Women, 1988 to 2005 (%)
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Distribution of Women by Occupational Category

Figure 4
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Age Profile by Gender
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The representation of Aboriginal peoples (4.2 per cent) was virtually the same as a
year ago, compared to workforce availability of 2.5 per cent.

Just under 2 per cent of Aboriginal employees are in the Executive category, compared
to 2.5 per cent of all employees. Aboriginal employees make up 3.0 per cent of
the Executive category.

The highest proportions of Aboriginal employees are in the Administration and
Foreign Service category (43.4 per cent) and Administrative Support (23.4 per cent). 

Over 40 per cent of Aboriginal employees work west of Ontario, while 42 per cent
of all employees work in the National Capital Region (NCR).

Aboriginal peoples represented 4.3 per cent of all new hires into the Public Service,
with almost one quarter being hired in the NCR.

One in three Aboriginal employees hired was indeterminate. 

Aboriginal employees continued to enter the public service primarily through
the Administration and Foreign Service category (33.7 per cent) and the Administrative
Support category (27.6 per cent). 

Aboriginal employees received 3.8 per cent of all promotions, down slightly from
last year.

Over half (54.6 per cent) of the promotions of Aboriginal employees occurred within
or to the Administration and Foreign Service category.

Aboriginal peoples accounted for 4.1 per cent of departures from the public service,
down almost a full percentage point compared to two years ago.

Close to one third of employees at Indian and Northern Affairs Canada (INAC) are
Aboriginal, the highest proportion in any department. The Aboriginal population at
INAC constitutes 17.2 per cent of all Aboriginal employees in the public service.

Aboriginal Peoples
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Figure 6

Representation of Aboriginal Peoples, 1988 to 2005 (%)
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Distribution of Aboriginal Peoples by Occupational Category

Figure 8
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The representation of persons with disabilities in the public service, now at 5.8 per cent,
showed little change compared with a year ago; this remains above workforce
availability of 3.6 per cent.

The percentage of indeterminate employees who are persons with disabilities is
6.0 per cent, again virtually unchanged from last year.

Over one third, or 37.0 per cent, of persons with disabilities were hired as indeterminate
employees, continuing a pattern of increase over the past four years. 

The Administration and Foreign Service category (35.8 per cent) and the Administrative
Support category (35.1 per cent) continue to be the main points of entry for persons
with disabilities. 

Just over two thirds (68.0 per cent) of persons with disabilities in the public service are
45 years of age or older. 

Persons with disabilities comprise 3.1 per cent of all new hires, the same as a year ago. 

Employees with disabilities received 5.0 per cent of all promotions, about the same
as last year. 

Almost three quarters of persons with disabilities separating from the public service are
indeterminate employees. This is 10 per cent more than last year.

Of the large departments, Human Resources and Skills Development Canada
(8.8 per cent), Social Development Canada (7.8 per cent), and Veterans Affairs Canada
(7.5 per cent) continue to employ the highest proportions of individuals with disabilities.

Among small and mid-sized departments and agencies with 100 employees or more,
the Canadian Human Rights Commission continued to have the highest proportion of
employees with disabilities at 11.9 per cent, followed by the Office of the Chief Electoral
Officer at 10.0 per cent.

Persons with Disabilities

Figure 9

Representation of Persons with Disabilities, 1988 to 2005 (%)
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Figure 10

Hirings and Promotions of Persons with Disabilities, 
1988 and 1996–2005 (%)
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Distribution of Persons with Disabilities by Occupational Category

Figure 11
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Members of visible minorities now make up 8.1 per cent of the public service workforce,
up from 7.8 per cent in the previous year, but still well below their workforce availability
of 10.4 per cent.  

The number of visible minority employees in the Executive category increased to
221 (5.1 per cent) from 208 (4.8 per cent) a year ago. The number has more than
doubled since 2000.

There was an increase in the proportion of persons in a visible minority group who
are indeterminate employees, now at 89.4 per cent, up from 87.0 per cent. 

For the past few years, the highest proportion of persons in a visible minority group
has been in the Administration and Foreign Service category (41.7 per cent).

A little over 45 per cent of visible minority employees work in the NCR, followed
by Ontario, British Columbia, and Quebec with 18.7 per cent, 14.4 per cent, and
7.1 per cent respectively.  

Of all new hires, 9.5 per cent were members of visible minorities, down slightly from
a year ago, and not quite half way to the 1-in-5 goal under the Embracing Change
Action Plan.

Employees in a visible minority group received 9.7 per cent of all promotions,
an increase from 8.1 per cent from last year.

Promotions for visible minorities within or to the Executive category increased to
7.1 per cent from 6.0 per cent a year ago.

Visible minority employees entered the public service primarily through the
Administrative Support (32.7 per cent), and Administration and Foreign Service
categories (27.8 per cent). Over 20 per cent entered via the Scientific and
Professional category, higher than for any other designated group.

Overall, visible minorities accounted for 6.7 per cent of all separations, similar to
last year.

Among large departments and agencies, Citizenship and Immigration Canada
(14.8 per cent) and Health Canada (13.3 per cent) continue to employ the highest
proportions of persons in a visible minority group.

The Immigration and Refugee Board had the highest percentage, 21.8 per cent, among
small departments (those with 100 employees or more).

Persons in a Visible Minority Group
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Figure 12

Representation of Persons in a Visible Minority Group,
1988 to 2005 (%)
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Figure 15

Age Profile of Minority Designated Groups 
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Representation

(Tables 1 and 2, and
Figures 2, 6, 9, and 12)

Three of the four designated groups
remain well represented when compared
with workforce availability estimates.
Women account for 53.5 per cent of
public service employees,Aboriginal
peoples for 4.2 per cent, and persons
with disabilities for 5.8 per cent compared
to respective workforce availabilities of
52.2 per cent, 2.5 per cent, and 3.6 per cent.

Although their representation has
increased from 7.8 to 8.1 per cent, there
remains a large gap when compared with
workforce availability (10.4 per cent)
for visible minorities.

Indeterminate employees make up over
90 per cent of the public service
workforce. Representation of
indeterminate employees among the
designated groups remains fairly
consistent with the overall picture:

- 94.5 per cent of persons with
disabilities (up from 93 per cent);

- 91.4 per cent of Aboriginal peoples
(up from 90 per cent);

- 90.5 per cent of women (90 per cent
last year); and

- 89.4 per cent of visible minorities
(up from 87 per cent) are
indeterminate employees.

Gender

(Table 2)

In 2004–05, the number of women in
the public service increased to 88,702 or
53.5 per cent of the workforce.

The proportion of women in designated
groups also increased. Women now
account for 61.6 per cent of Aboriginal
peoples, 54.3 per cent of visible
minorities, and 51.2 per cent of persons
with disabilities.

Women continue to comprise close to
6 in 10 term employees.

Representation in Multiple Groups

There was a slight decrease in the number
of employees belonging to more than one
employment equity group, as indicated
below. Even though the numbers are
still small, it is worth noting that the
number of women belonging to more
than one employment equity group has
increased from a year ago.

Occupational Category

(Table 3)

The proportion in the Executive category
has again increased for all designated
groups: visible minorities from 4.8 to
5.1 per cent, persons with disabilities
from 4.9 to 5.5 per cent, Aboriginal
peoples from 2.9 to 3.0 per cent, and
women from 34.9 to 37.2 per cent.

Administration and Foreign Service is
the largest occupational category in the
public service. Women account for over
60 per cent of the 70,487 employees in
this category.
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The Administrative Support category
has the highest concentration of
women—82.5 per cent, although this
has continued to show slight decreases
over the years and the group is declining
in size.

Age

(Table 4, and Figures 5 and 15)

In 2004–05, the average age of public
service employees was marginally over 44.

The oldest group of people in the
public service are in the Executive
category, averaging approximately
50 years of age; however the number
of executives over the age of 45 has
decreased slightly from last year.

Among the designated groups overall,
visible minorities are the youngest
(42.1 years old) and persons with
disabilities are the oldest (47.5 years old).

Once again, the group with the highest
proportion of workers over the age of 45
is persons with disabilities at 68.1 per cent.
The next highest proportion of federal
employees is women, almost 50 per cent
of whom are over the age of 45.

Departments and Agencies

(Table 5)

This is the first report that contains data
following the restructuring of departments
on December 12, 2003. Changes took place
in the structure of some federal departments
and agencies and several new organizations
were created, including the Canada Border
Services Agency; the Canadian Firearms
Centre; the Canada School of Public Service;
International Trade Canada; Social
Development Canada; Public Safety and
Emergency Preparedness Canada; Human
Resources and Skills Development Canada;
the Public Service Human Resources
Management Agency of Canada; and

Distribution of Employees Showing Representation in Multiple Groups

2005 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 165,856 486 499 165,976 424 441

Men 77,154 228 237 77,801 210 230

All Women 88,702 259 259 88,175 214 211

Aboriginal Women 4,241 4,114

Women with Disabilities 4,931 4,781

Visible Minority Women 7,300 7,057



the Public Service Staffing Tribunal.
Data specific to some of these organizations
are not currently available.

Women made up 75 per cent of the
workforce in two of the 19 largest
departments—the Royal Canadian
Mounted Police (civilian staff) and
Human Resources and Skills
Development Canada (HRSDC).

Over half of Aboriginal peoples in the
public service are employed by five
departments: Indian and Northern
Affairs Canada (INAC) with 1,181
employees; Correctional Service Canada
with 975 employees; Health Canada
with 603 employees; HRSDC with
498 employees; and National Defence
with 466 employees.Aboriginal peoples
constitute just about one third of the
workforce at INAC.

Over 20 per cent of persons with
disabilities in the public service are
employed by National Defence (1,159
employees), followed by HRSDC with
1,079 employees.

Just over 40 per cent of visible minorities
in the public service work in six
departments: Social Development Canada
(1,064); National Defence (1,041); Health
Canada (1,034); Public Works and
Government Services Canada (996);
HRSDC (925); and Citizenship and
Immigration Canada (CIC) (766).

Six of the large departments have
at least 10 per cent visible minority
representation in their workforce: CIC
(14.8 per cent), Health Canada
(13.3 per cent), Statistics Canada
(11.2 per cent), Environment Canada
and the Department of Justice Canada
(each with 10.1 per cent), and Natural
Resources Canada (10.0 per cent).

Geography

(Table 6)

Forty-two per cent of the federal
workforce is found in the NCR.
The proportion is similar for visible
minorities (45.4 per cent), women
(44.4 per cent), and persons with
disabilities (42 per cent). By contrast,
more than two thirds of Aboriginal
employees work outside the NCR and
4 in 10 are found west of Ontario.

Just under 4 in 10 public service
employees working outside Canada are
women, some two thirds with Foreign
Affairs Canada, followed by CIC
(17 per cent) and the Canadian
International Development Agency
(10 per cent).

British Columbia continues to have
the highest representation of visible
minorities, increasing its share to
13.1 per cent, followed by Ontario
(excluding the NCR) with
12.2 per cent.

Employment Equity in the Federal Public Service 2004–05
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Figure 16

Distribution of Federal Public Service Employees by Designated Group and
Region of Work (%)—as at March 31, 2005

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

Newfoundland and Labrador 41.3 4.5 5.4 1.0

Prince Edward Island 62.4 2.2 8.1 1.9

Nova Scotia 41.0 2.8 6.9 5.1

New Brunswick 53.3 2.9 5.4 1.5

Quebec (excl. NCR) 51.5 1.5 3.3 5.0

NCR 56.0 3.1 5.8 8.7

Ontario (excl. NCR) 56.1 4.0 7.4 12.2

Manitoba 56.0 12.1 6.9 6.4

Saskatchewan 53.6 12.9 5.7 3.6

Alberta 54.6 7.6 6.3 7.6

British Columbia 48.5 5.0 6.0 13.1

Yukon 61.9 17.8 8.5 2.8

Northwest Territories 56.1 21.4 4.5 2.9

Nunavut 54.7 27.3 2.9 4.7
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Salary

(Table 7)

More than 56 per cent of all employees
in the public service earn $50,000 or
more.The proportions have increased
for the designated groups, and are now
as follows:

- visible minorities 56.5 per cent;

- persons with disabilities 50.1 per cent;

- Aboriginal peoples 47.9 per cent; and

- women 46.4 per cent.

Hiring

(Tables 8 through 10)

The federal public service hired almost
2,100 fewer employees in 2004–05 than
during the previous year.

The hiring of designated group
members did not show any noteworthy
changes. Persons in visible minority
groups made up 9.5 per cent of new hires,
approximately half a percentage point
less than last year, as it was for women at
57.1 per cent.The proportion of



Aboriginal peoples was 4.3 per cent,
slightly less than last year. For the second
year in a row, the percentage of new
hires of persons with disabilities
remained the same, at 3.1 per cent.

Five geographic areas (compared to four
last year) show double-digit percentages
for hiring of Aboriginal peoples: Manitoba
(12.7 per cent), Alberta (10.3 per cent),
Nunavut (25.8 per cent), the Northwest
Territories (20.3 per cent), and Yukon
(20.0 per cent). With respect to visible
minorities, there are also five areas,
including the NCR and British Columbia,
down from seven a year ago.

Of the 60 external hires into the Executive
category, only four were members
of visible minority groups and 19
were women.

For the public service as a whole,
one third of employees hired were into
indeterminate positions. For each of the
minority-designated groups, there was a
slight increase in the percentage of hires
into indeterminate positions (Aboriginal
peoples from 32.0 to 34.6 per cent;
persons with disabilities from 33.7 to
37.3 per cent, and visible minorities
from 36.0 to 38.5 per cent).

Promotions

(Tables 11 through 13)

More than half of all promotions
occurred in the NCR; this was also
true for promotions of women, persons
with disabilities, and visible minorities.
The NCR share for Aboriginal peoples
was 45.6 per cent, up from 38 per cent
the previous year.

Indeterminate employees received
92 per cent of all promotions; among
the designated groups, indeterminate
employees likewise received over
90 per cent of promotions.

Slightly less than half (49.2 per cent) of all
promotions in the Public Service were
into or within the Administration and
Foreign Service category. For women, this
category accounted for 57.6 per cent, for
Aboriginal peoples 54.6 per cent, and for
persons with disabilities 52.7 per cent.
While at 44.0 per cent it was also the
leading category with respect to the
promotion of visible minorities, promotions
within or into the Scientific and Professional
or the Administrative Support categories
together surpassed the Administration
and Foreign Service category.

Separations

(Tables 14 through 16)

Together, the minority-designated groups
accounted for 17.4 per cent of separations
(the same as last year), as follows: visible
minorities 6.7 per cent, persons with
disabilities 6.6 per cent, and Aboriginal
peoples 4.1 per cent.

Women accounted for slightly more than
half (51.7 per cent) of all separations
from the federal public service.

Overall, separations from indeterminate
employment accounted for 55.7 per cent
of all separations.

Term separations exceeded
indeterminate separations for visible
minority and Aboriginal employees.
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It is becoming increasingly evident that,
when employment equity is viewed as an
“add-on” in organizations, there is limited
success in its implementation. Consequently,
it is crucial that employment equity and
diversity goals be integrated into departmental
human resources management and business
practices and that they become an integral
part of the way that organizations conduct
their business.

With deputy ministers receiving new
delegations and increased flexibilities to
manage their organizations, it will be
important to clearly communicate expectations
and ensure that organizational performance
is appropriately assessed.There must continue
to be strong statements of commitment
to organizational goals that include
improvements in diversity performance.
As we have noted before, consequences
for not meeting expectations constitute a
very strong accountability mechanism that
will need to be exercised judiciously.

During the past year, departments continued
to work independently, in partnership
with each other and with central agencies,
to address their obligations under the
Employment Equity Act. In addition, many
departments and agencies were engaged
in developing initiatives to support the
attainment of corporate priorities such
as Embracing Change. Several, such as
Canadian Heritage, the Department of
Justice Canada, PSHRMAC, the Canada
School of Public Service, and the Public
Service Commission of Canada, made
generous contributions of both financial
and human resources to support designated
group organizations and networks.

Almost all departments continued to
participate in government-wide initiatives
and conferences, thus increasing their own
knowledge and expertise, while contributing
to an increased capacity in the federal public
service as a whole.This is important if
departments are to make the difference and
to stimulate the success that is sought.

To meet our objectives regarding diversity
and employment equity in the federal public
service, action is required in several areas.

First, we need to integrate employment
equity and diversity into human resources
planning and business planning activities.
This will place diversity at the core of
departmental operations.We will strengthen
the policy framework by means of the
Policy on Diversity that will be supported
by directives on employment equity and
the duty to accommodate, particularly
employees with disabilities. In addition to
respecting our legislative obligations, these
policy instruments will further support
excellence in managing our most valued
asset—our employees.

While there may be a general understanding
of diversity goals, there is also growing
evidence of the need to revitalize and
enhance communication strategies and
develop appropriate messages.We will
strengthen our messages to improve
understanding of why diversity is so crucial
to serving Canadians with excellence.

Second, we will reinvigorate recruitment
and career development programs, recognizing
the need to be more competitive in the
search for talent among Canadians.The new
provisions of the Public Service Modernization

Conclusion
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Act and the Public Service Employment Act
provide more flexible mechanisms for
managers in all departments and agencies,
which will facilitate these goals.

Third, we will continue to strengthen
accountability of departments and deputy
heads by setting clear expectations,
developing a more rigorous approach to
monitoring results, assessing performance
under the Management Accountability
Framework, and reporting on results rather
than simply processes or activities.

Fourth, we are strengthening partnerships
with key communities, including
bargaining agents and designated group
organizations. They make an important
contribution to our goal of establishing
an inclusive institution.

To be relevant and effective in the modern
Canada, the public service needs to be
diverse, dynamic, committed, and well
managed.This in turn will contribute
to the development and delivery of
well-managed programs and services
to Canadians.

Employment Equity in the Federal Public Service 2004–05
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Technical Notes

The tables in this report provide statistics
on the designated groups in the public
service as at March 31, 2005.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.

Public Service 

The Treasury Board is the employer
for the public service as set out in the
Financial Administration Act, schedules I and IV.
Appointments are made according to a
redefined concept of merit under the Public
Service Employment Act, which is administered
by the Public Service Commission of
Canada. The total number of employees in
the public service as at March 31, 2005,
was 171,125.

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. 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.

Statistics in this document also exclude
Governor in Council appointees, ministerial
staff, federal judges, and deputy ministers,
who are also on the public service payroll.
As required under the Employment Equity
Act, this annual report to Parliament
presents information for the fiscal year
beginning April 1, 2004, and ending
March 31, 2005.

Employees are classified according to the following categories:

Indeterminate, terms of three months or more, and seasonal 165,856

Terms of less than three months 621

Casual employees  4,648

Total 171,125

Appendix: Statistical Tables
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Federal Departments and Agencies

The Employment Equity Act prescribes that
this report cover the portions of the public
service of Canada set out in schedules I
and IV of the Financial Adminstration Act
(FAA). The core public administration of the
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 organizations
covered by FAA, schedules I and IV. These
organizations vary in size from large
departments with more than 3,000 employees
to small institutions with fewer than
100 employees. Some departments have
employees in all provinces and territories,
while others are located only in the
NCR. The population for some small
organizations is included with the larger
institution that handles their payroll and
administrative matters.

Term Employees

Both the Public Service Labour Relations
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.”

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.

Data on Persons in
the Designated Groups

To assure consistency of the data presented
in this report, PSHRMAC uses the
Incumbent File, which contains information
on all employees for whom the Treasury
Board is the employer in accordance with
FAA, schedules I and IV. Self-identification
data 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.

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

The completeness and accuracy of employment
equity data for the 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, terms of three
months or more, or seasonal).“Hiring”
measures the flow of employees into the
public service and 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 public service payroll and may
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include more than one action for term
employees. Separations include people who
retired or resigned or whose specified
employment period (term) ended.

“Indeterminate employees” refers to
people appointed to the 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 public service purposes,
workforce availability is based only on
Canadian citizens in those occupations
in the Canadian workforce corresponding
to the occupations in the public service.
Estimates for women,Aboriginal peoples,
and visible minorities derive from statistics
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
are consistent with the concept of merit
and help ensure that the public service
workforce is qualified and representative,
reflecting the diversity of Canadian society.
Benchmarks were established within the
context of the Embracing Change Action Plan
put in place to increase the participation of
visible minorities in the public service.
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