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President’s Message 

I am pleased to present the 18th annual report to Parliament on 
employment equity in the Public Service of Canada. 

Canada’s public service is a national asset that is critical to our 
competitiveness in today’s complex global economy. It employs some 
of the most highly skilled people in the world, and I am proud of the 
strides we have made to ensure that they work in an inclusive and 
exemplary workplace that reflects Canada’s rich diversity of people and 
cultures.  

The Government is committed to ensuring that Canada’s public service 
continues to mirror the growing diversity of Canada’s population, and 

that all Canadians have an equal opportunity to work for their government based on merit, 
regardless of race or ethnicity. This commitment speaks to the strong people values of the public 
service, which include dealing with all citizens with respect, fairness and courtesy.  

This report demonstrates the progress that federal departments continue to make in reaching the 
diversity objectives of the Employment Equity Act. I invite all Canadians to read it to see the 
steps we are taking in building a world-class public service. 

Original signed by 

The Honourable Stockwell Day, P.C., M.P. 
President of the Treasury 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 2009–10 annual report on employment equity in the 
public service of Canada. 

Yours sincerely, 

Original signed by 

The Honourable Stockwell Day, P.C., M.P. 
President of the Treasury Board  
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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 2009–10 annual report on employment equity in the 
public service of Canada. 

Yours sincerely, 

Original signed by 

The Honourable Stockwell Day, P.C., M.P. 
President of the Treasury Board  
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Introduction 
I am pleased to present this report providing information on the progress of employment equity 
(EE) for the core public administration for fiscal year 2009–10 as required by the Employment 
Equity Act. The report also identifies successful strategies and measures taken by departments to 
achieve these results.  

Respect for human dignity—valuing every person and treating everyone with fairness—is 
fundamental to the public service values that underlie the way the government recruits, promotes 
and evaluates its employees. Our values also require us to make appointments based on merit; to 
open public service employment to all qualified Canadians; and to make efforts to ensure that 
processes are free of systemic barriers that could restrict opportunities for women, Aboriginal 
peoples, persons with disabilities and members of a visible minority group.  

In the study Projections of the diversity of the Canadian population published in March, 2010, 
Statistics Canada predicted that the diversity of Canada’s population would continue to increase 
significantly during the next two decades, reflecting a rich social, cultural, ethnic, and linguistic 
makeup. The study shows that by 2031, between 29 per cent and 32 per cent of our population 
could belong to a visible minority group, nearly doubling the figure reported in the 2006 Census.  

The Clerk of the Privy Council continues to communicate the need for the public service at all 
levels to reflect the diversity of the Canadian population as an ongoing priority of public service 
renewal. In the 2009–10 Public Service Renewal Action Plan, he stressed the importance of 
departmental integrated business and human resources plans, indicating that they were to include 
concrete strategies to address representation and development of EE groups at all levels. In 
addition, special attention was to be paid to ensure that recruitment reflects the diversity of 
Canada’s workforce, with overall levels of visible minority group representation among 
post-secondary recruits to exceed workforce availability (WFA). The plan required deputy heads 
to provide managers with a set of best practices and practical approaches to improve diversity. 

The government’s commitment to EE can be fully supported only when all employees “count 
themselves in,” whether they are members of a designated group or not. Self-identification under 
the Employment Equity Act is entirely voluntary. In accordance with subsection 18(4) of the Act, 
only those employees who identify themselves to their employer, or agree to be identified by 
their employer, as Aboriginal peoples, members of a visible minority group, and persons with 
disabilities can be counted as members of those designated groups for the purposes of this report. 
The information collected will then be used by the Office of the Chief Human Resources Officer 
(OCHRO) and departments to monitor progress in reaching EE goals. This report describes the 
departments’ efforts to achieve EE results in the context of public service renewal.  
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Overview of employment equity representation from April 1, 2009, 
to March 31, 2010 
In fiscal year 2009–10, three of the four EE designated groups continued to be well represented 
relative to their respective WFA: women, Aboriginal peoples and persons with disabilities. 
Representation of employees in a visible minority group increased by a percentage point of 0.9 
over last year, the largest yearly gain compared with previous years’ figures over the last ten 
years. However, the group remained under-represented relative to its WFA. 

As of March 31, 2010, women comprised 54.8 per cent of the core public administration, a 
marginal increase from the previous year at 54.7 per cent. This representation level was above 
the WFA for women (52.3 per cent). 

Aboriginal peoples made up 4.6 per cent of the core public administration, a marginal increase 
from the previous year at 4.5 per cent. This representation level was above the WFA for 
Aboriginal peoples (3.0 per cent). 

The representation of persons with disabilities was at 5.7 per cent, a slight decrease from the 
previous year at 5.9 per cent, but still above the WFA for this group (4.0 per cent). 

The representation of employees in a visible minority group remained below the WFA of 
12.4 per cent for this group. However, it experienced the largest gain of the four designated 
groups, an increase of 0.9 from 9.8 per cent in 2008–09 to 10.7 per cent in 2009–10. 

The representation of EE designated group members in the Executive category has continued to 
improve and move closer to the WFA for this category. Representation was as follows: women at 
44.1 per cent, a percentage point of 0.6 below their WFA (44.7 per cent); Aboriginal peoples at 
3.7 per cent, a percentage point of 0.6 below their WFA (4.3 per cent); and members of a visible 
minority group at 7.3 per cent, a percentage point of 0.3 below their WFA (7.6 per cent). 
Leadership development program participation for employees in a visible minority group was 
particularly high for the year 2009–10 at 28.5 per cent. If this pattern continues, full 
representation at the Executive level could be reached in the near future. Executive 
representation for persons with disabilities continues to exceed their WFA of 4.0 per cent. 
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Chapter 1: Collaborating for results 
This chapter outlines some of the initiatives undertaken by OCHRO, key stakeholders, 
bargaining agents and national EE councils. 

Joint Employment Equity Committee 
The Joint Employment Equity Committee (JEEC), a National Joint Council committee, provides 
a forum for OCHRO, the Public Service Commission of Canada (PSC) and bargaining agents to 
consult and collaborate on the development, implementation, and review of public service-wide 
policies and practices affecting EE designated groups. 

The JEEC plays a major role in analyzing and providing recommendations on employment 
systems, which includes: 

 assessing the impact of existing policies;  

 providing input for emerging policies and practices; and  

 identifying gaps in EE policies and practices. 

The JEEC met six times during 2009–10. It undertook research to determine what impacts the 
Fitness to Work Evaluation process has had on the accommodation and return to work of persons 
with Disabilities in the Federal Public Service. Recommendations from this study will be 
submitted to OCHRO for consideration during implementation of the Treasury Board of Canada 
Secretariat’s (the Secretariat’s) Disability Management Initiative (DMI). 

Employment equity councils 
The federal public service established a secretariat in 2006–07 to provide administrative support 
to the three EE councils: the National Council of Aboriginal Federal Employees (NCAFE), the 
National Council of Federal Employees with Disabilities (NCFED), and the National Council of 
Visible Minorities (NCVM).  

National Council of Aboriginal Federal Employees 
In 2009–10, NCAFE continued to work on the goals identified in its business plan, namely, 
providing strategic policy advice to senior managers on recruitment and retention of Aboriginal 
federal employees; developing and delivering toolkits; and ensuring transparent, accountable, 
results-oriented governance for the Council. NCAFE has provided consultation to senior 
managers on programs and policies affecting Aboriginal employees in the following areas: the 
appointment process (for the PSC), the Aboriginal EE Plan (at Indian and Northern Affairs 
Canada), and recruitment from Aboriginal functional communities (at Public Works and 
Government Services Canada (PWGSC)). To further its education and liaison role, the chair of 
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NCAFE’s executive committee has undertaken speaking engagements in departments and 
agencies, such as the Office of the Auditor General of Canada, National Defence, and the Privy 
Council Office (PCO). In partnership with the PSC’s Aboriginal Centre of Excellence and key 
human resources advisors from line departments, NCAFE continues to provide leadership on the 
Interdepartmental Council on Aboriginal Employment, supporting the devolution of authority for 
the recruitment and retention of Aboriginal peoples to deputy heads.  

National Council of Federal Employees with Disabilities 
During 2009–10, the NCFED continued to focus on disability management, mental health, and 
other disability-related issues. The Council met with senior officials to raise awareness of the 
challenges faced by its members and proposed solutions to some of those challenges. NCFED 
council members contributed to the work undertaken by the Secretariat on the Disability 
Management Initiative and the Policy Framework for People Management. Council members 
also participated in and were consulted on several initiatives regarding the management of 
disability issues in the federal public service, including PCO’s Public Service Renewal 
Committee, the Federal Workplace Well-being Network and PWGSC’s Custodial Parking 
Policy as it relates to the Treasury Board’s Policy on the Duty to Accommodate Persons with 
Disabilities in the Federal Public Service.  

National Council of Visible Minorities 
In 2009–10, NCVM executives held a series of conferences and training workshops for members 
in their respective regions across the country, including Halifax (Atlantic Region), Winnipeg 
(Central Region), Ottawa (National Capital Region (NCR)), Toronto (Ontario Region), Montreal 
(Quebec Region), and Vancouver and Edmonton (Western Region). These conferences and 
workshops provided members with the knowledge and tools to assist them in crafting their 
career paths. 

The main event of the year was the 7th Symposium and National General Meeting in Toronto 
organized by the National Executive to mark the 10th anniversary of the NCVM in 2009. 
Members of the planning committee and the National Elections Committee came from all six 
regions of the NCVM. It was the first time that an NCVM Symposium and National General 
Meeting was held outside the NCR. This event was attended by more than 350 participants, 
including several deputy heads and non-visible minority senior managers from various 
departments and agencies. 
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Interdepartmental Network on Employment Equity 
The Human Resources Horizontal Review (2009) and the shift to a more streamlined governance 
of human resources management have led OCHRO to rethink how best to provide services to the 
human resources community. In 2009–10, the new Interdepartmental Network on Employment 
Equity was created to replace the previous Interdepartmental Forum on Employment Equity. The 
network is based on a new model of shared departmental responsibilities rather than a centralized 
“top down” approach. The members themselves are responsible for setting the agenda, as well as 
coordinating network meetings and activities. Community volunteers rotate coordination tasks to 
organize quarterly meetings where they share information and ideas on the most effective ways 
to achieve EE objectives. For example, the Working Group on Self-Identification run by 
volunteers from the EE coordinator community continues to work on identifying and sharing 
best approaches on self-identification. OCHRO participates as an observer at network meetings. 
This new way of doing business will lead to the development of a more relevant agenda driven 
by an active and engaged community.  

Canadian Human Rights Commission 
The Canadian Human Rights Commission is responsible for ensuring compliance with the 
Employment Equity Act and conducts audits to determine whether employers meet the Act’s 
statutory requirements. The Employment Equity Audit Program aims to identify and eliminate 
barriers to employment in such areas as recruitment, selection and hiring, development and 
training, promotion, retention and termination, and accommodation. The program assists 
employers in implementing workforce practices that continuously improve EE in the workplace 
and make it second nature to the organization. By highlighting gaps and providing targeted 
advice, tools, and information to improve efficiency through compliance and progress audits 
conducted by Commission employees, the program helps employers improve their performance. 

In 2009–10, the following organizations within the core public administration were found to be 
in compliance with the Act: 

 Privy Council Office 

 Health Canada 

 Human Resources and Skills Development Canada  
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Workplace and Workforce Task Force 
In 2009, the Clerk of the Privy Council tasked Monique Collette, President of the Atlantic 
Canada Opportunities Agency, to conduct a one-person task force and speak to departments and 
agencies regarding diversity, internal communications, and official languages. Conclusions and 
lessons learned were published in the Workplace and Workforce Task Force: Compendium of 
Practical Approaches, which can be found on the Canada School of Public Service1

Mme Collette also met with federal public servants at all levels to share the initiatives mentioned 
by participants and encourage employees to continue introducing measures that support a fully 
inclusive and representative workplace. 

 website. In 
addition, a page has been created on GCPEDIA for federal employees to continue discussing 
these topics. 

The Disability Management Initiative 
In 2009, the Government of Canada launched the DMI. The project is a collaborative 
undertaking facilitated by OCHRO involving departments, agencies, key stakeholders, and the 
National Joint Council. The project aims to enable the proactive management of disability across 
the federal public service. It is to assist the public service in preventing illness and injury, and to 
accommodate employees who experience a disability resulting from illness, injury, or a medical 
condition. More specifically, OCHRO will engage the Canada School of Public Service to assess 
training and learning requirements in modern disability management practices, initiate a review 
of current disability management services offered by the public and private sectors, work with 
Human Resources and Skills Development Canada (HRSDC) to improve the visibility of the 
collection of data on occupational illness and injury, work with key OCHRO partners to ensure 
that DMI activities are aligned with key government human resources initiatives, and consult 
with the Public Service Commission on the duty to accommodate. The initiative is anticipated to 
conclude in March 2012. 

                                                 

1.  Canada School of Public Service, http://www.csps-efpc.gc.ca/pbp/pub/ww-cpa-eng.asp. 

http://www.csps-efpc.gc.ca/pbp/pub/ww-cpa-eng.asp�
http://www.csps-efpc.gc.ca/pbp/pub/ww-cpa-eng.asp�
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Chapter 2: Good Practices and Practical Approaches 
This chapter highlights successful practices and approaches adopted by various departments that 
resulted in progress toward the achievement of EE goals.  

Sound planning and concerted efforts bring results 

Department of Justice Canada 
At the Department of Justice Canada, EE is well integrated into the human resources planning 
process, and accountability for achieving progress is clear. Direct reports to the deputy minister 
are asked to establish specific goals and strategies for the recruitment, promotion, and retention 
of EE designated groups in their respective areas of responsibility. These objectives are 
subsequently included as part of their performance management agreements. Progress is 
measured against goals, and managers are expected to implement special measures if goals are 
not realized. Bilateral discussions are held between direct reports and associate deputy ministers 
on EE performance matters.  

To support the planning process, direct reports and their human resources advisors are regularly 
provided with timely workforce analysis to ensure they are aware of any shortfalls and gaps, and 
can put strategies in place to address them. Also, the department invested in a strong 
self-identification process (campaigns, follow-ups, etc.) to maintain a high self-identification 
return rate (87.3 per cent), thereby ensuring data quality.  

In 2009–10, the Department of Justice Canada was rated the top department in the EE area out of 
a total of 49 departments as part of Management Accountability Framework assessment, Round 
VII. As well, the Senate’s Standing Committee on Human Rights in its second report recognized 
the numerous positive steps that the department has undertaken to increase EE representation and 
expressed that it would like to see similar initiatives undertaken by other departments.   

Public Works and Government Services Canada 
Planning is the first step to ensure a high-performing workforce; however, investing in resources 
to implement plans is the only way to realize success. In 2009 at PWGSC, the deputy minister 
approved a staffing and recruitment plan to increase the representation of members of a visible 
minority group and Aboriginal peoples in the department. Concrete recruitment goals were set: 
20 per cent of all post-secondary hires and 15 per cent of mid-career hires were to be members of 
these designated groups. The recruitment strategy was to be supported by available staffing 
flexibilities and related recruitment activities.  
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PWGSC maximized the use of pools to increase appointments of members of a visible minority 
group and Aboriginal peoples, included organizational needs in all job posters for the various 
regions, and required the use of representative selection boards for staffing processes involving 
members of a visible minority group. Tools such as “In the Know” (an information tool posted 
on the website to assist in resumé preparation) were encouraged, as was the involvement of 
employee networks in promoting PWGSC as an employer of choice. Workshops were also 
provided to all human resources advisors to help managers define their staffing strategies.  

Measurable progress was achieved: 16 per cent of post-secondary recruits and 14 per cent of 
mid-career hires were members of a visible minority group. In addition, collaboration between 
departments and the use of staffing flexibilities resulted in the hiring of three members of a 
visible minority group from an interdepartmental executive pool and the offer of term 
appointments to Aboriginal peoples from a pool at Indian and Northern Affairs Canada. 

Human Resources and Skills Development Canada 
At HRSDC, recruitment goals are established specifically for those occupational categories and 
groups where under-representation within the four EE designated groups has been identified; 
these goals are then shared with senior management, human resources planners, and human 
resources advisors on a quarterly basis. Managers are reminded regularly to ensure that their EE 
recruitment and development goals and initiatives are addressed in their human resources 
activities and are based on the analysis provided by their regional diversity consultants. EE and 
official languages components are integrated within HRSDC’s Professional Development 
Programs Framework to ensure that these aspects are considered when departmental 
development programs are created.  

Department of Finance Canada 
The Employment Equity Committee at the Department of Finance Canada established a 
three-year EE plan integrated with the human resources plan to set EE goals. This was 
complemented by a new self-identification form and a follow-up program to encourage 
employees to self-identify. The department has been able to maintain a self-identification return 
rate of above 88 per cent.  

To increase job applications from EE designated groups, the department developed marketing 
materials (“A Career that Counts”) to promote career possibilities at the department and sent 
packages to community associations representing persons with disabilities and Aboriginal 
students. According to current data, the department reported a 14-per-cent representation rate for 
members of a visible minority group, 2 per cent above their WFA. 
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Statistics Canada 
At Statistics Canada, a multi-year action plan provided focus for the department and was 
supplemented by extensive workforce and demographic analysis to determine drop-off rates on 
collective staffing processes. Additional information, such as analysis of EE designated group 
representation in hiring, promotions, retention, and learning and development opportunities, was 
also made available to managers for planning purposes. In 2009–10, the department achieved a 
recruitment rate of 33.3 per cent for members of a visible minority group and was chosen as one 
of Canada’s Best Diversity Employers of 2010 by Canada’s Top 100 Employers. 

Industry Canada 
Industry Canada developed and promoted an integrated human resources planning template that 
included EE components. EE data are sent to assistant deputy ministers and human resources 
managers on a quarterly basis to keep them informed of their sector’s progress and/or gaps. Data 
interpretation services are also provided on an ongoing basis. 

Creating concrete initiatives is critical to achieving employment 
equity goals 
Department of Justice Canada 
A representative workforce is a priority at the Department of Justice Canada; the department has 
made a concerted effort to recruit members of EE designated groups above their respective 
WFA. Given that the Law Group (LA) is the largest occupational group at the department, 
special attention was given to establishing promotion goals by level for that group. This was 
complemented by 10 outreach initiatives geared toward the legal community. Progress on these 
goals is monitored and reported to senior management on a quarterly basis.  

Managers continue to use the flexibilities accorded by the Public Service Employment Act; details 
are provided in the department’s EE toolkit for managers, which is designed to provide practical 
information on the recruitment, retention, and development of designated group members. 
Diversity training is mandatory; departmental managers are required to take the bias-free selection 
course “Finding the Right Fit” provided through Campusdirect. They are also encouraged to 
ensure that assessment boards are representative and that all board members are trained in bias-free 
selection. In addition, managers and human resources advisors are provided with tools to ensure 
that candidates are accommodated at all phases of the staffing process.  

For 2009–10, the department achieved recruitment rates for the LA-01 level for all EE 
designated groups well beyond their respective WFA: women at 67 per cent, Aboriginal peoples 
at 4.8 per cent, persons with disabilities at 4.8 per cent, and members of a visible minority group 
at 21 per cent. The department continues to make excellent progress on the representation of 
designated members in this occupational group.  
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Health Canada 
Health Canada launched the pilot Persons with Disabilities Opportunity Program (PWDOP) in 
October 2009. The main goal of the program is to provide opportunities for persons with 
disabilities to showcase their education, skills, and experience and for the department to 
maximize its talent pool. The Assistant Deputy Minister Champion and the Chair of the Persons 
with Disabilities Network were both instrumental in launching this program last fall.  

To date, 53 assignments have been identified across the department, 38 participants have 
registered, and 11 matches have been made. These assignments are aimed at providing career 
opportunities for staff to acquire new skills, enhance their work experience, expand their 
professional network, and prepare for future vacancies. A formal evaluation will be conducted in 
the upcoming months to obtain feedback and enhance the program through lessons learned. 

Public Safety Canada 
Public Safety Canada visited several universities and participated in career fairs as part of the 
Post-Secondary Recruitment Program. Representatives promoted the department’s EE program 
and encouraged designated groups to apply. In total, 13.3 per cent of post-secondary recruits 
were members of the four designated groups, 1.3 percentage points above the department’s goal 
of 12 per cent.  

Environment Canada 
In 2009, Environment Canada created the Employment Equity Express Lane Recruitment 
initiative to accelerate staffing services for managers wishing to hire EE designated group 
members into entry-level positions where under-representation exists. An inventory of 
candidates who are members of a visible minority group was established for the Scientific and 
Professional and Technical categories, and a national pool of candidates of members of a visible 
minority group was started for the Administrative Support category. Interdepartmental 
inventories of designated group candidates in the Physical Sciences and Engineering and 
Scientific Support groups are made available through the Express Lane. A list of candidates can 
be provided to interested managers within 48 hours of a request being made.  

Public Works and Government Services 
PWGSC offered information sessions on how to apply for staffing processes to EE designated 
group employees in the NCR. Between December 2009 and March 2010, a total of nine sessions 
were given. 
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Canadian Environmental Assessment Agency 
The Canadian Environmental Assessment Agency uses the Federal Student Work Experience 
Program as a recruitment tool to bring in students from the designated groups and has been using 
the bridging mechanism to close EE gaps. 

Employee development and learning 

Health Canada 
As part of Health Canada’s continued efforts to acquire top talent and achieve diversity within its 
leadership cadre, the Assistant Deputy Minister, Corporate Services Branch, conducts interview 
coaching workshops for aspiring leaders from the designated groups to prepare them for upward 
movement into executive level positions. These workshops are intended to provide participants 
with key information, tools, techniques, and practical simulations to improve their performance 
in executive selection interviews.  

The sessions include a mock interview by an assessment board comprised of the Assistant 
Deputy Minister, Corporate Services, a visiting assistant deputy minister, and the Director 
General, Human Resources Services. Participants engage in a role play exercise that simulates an 
executive interview process. They are invited to answer sample interview questions and receive 
valuable, constructive guidance and feedback on best practices and interview skills.  

This is a unique learning and development opportunity hosted by two experienced, knowledgeable 
assistant deputy ministers and supported by the Executive Group Services Division of the Human 
Resources Services Directorate at Health Canada. 

Atlantic Canada Opportunities Agency 
Learning and development continue to be a strong focus at the Atlantic Canada Opportunities 
Agency. The Nova Scotia regional office implemented a career development initiative for 
members of EE designated groups. The strategy takes into consideration the individual needs of 
each group, and a range of services is offered, including coaching, mentoring, access to 
assessment tools, and French language training.  

In February 2010, the agency launched “Most Wanted,” an anti-harassment campaign that 
mimics the popular Hasbro board game Clue. Approximately 70 employees took up the 
challenge to solve the mystery of “who done it and where.” Employee participation and friendly 
rivalry have allowed everyone to learn a little more about the issues of harassment, and how to 
prevent it, in a fun and open environment. A diversity resource library was also developed by 
the agency. 
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Enabling infrastructure 

Industry Canada 
At Industry Canada, EE and diversity information is available on the department’s Wiki to allow 
wide-spread communication and the exchange of opinions.  

Human Resources and Skills Development Canada 
HRSDC established the new Duty to Accommodate Centre of Expertise to provide human 
resources staff, managers, and key stakeholders with expert advice, guidance, tools, training, and 
best practices in order to meet employee workplace accommodation requests. 

In 2009–10, HRSDC supported the Task Team on Accessibility and the working group Creating 
a Healthy and Enabling Workplace. It continues to provide financial support to the three national 
EE councils. 

Correctional Service Canada 
In June 2009, Correctional Service Canada launched a new management information system 
called “the Cube” to provide managers with easily accessible, comprehensive EE data and trend 
analysis. Managers are able to compare EE results with that of the general population according 
to location, gender, classification, group level, age, etc. This tool was designed to provide not 
only current information but also trend and progress information. The Cube was created taking 
advantage of existing departmental technology with no additional effort required to populate 
the system.  

Statistics Canada 
Obtaining a good return rate on self-identification is one way to ensure accurate and valid data. 
Statistics Canada created a self-serve portal through which employees can access and update 
their self-identification data. This has reduced the non-response rate from 13.9 per cent to 
6.9 per cent. 

Western Economic Diversification Canada 
Western Economic Diversification Canada regularly tracks, monitors, and reports EE results to 
align goals and identify areas of concern. Key EE data are reported to the deputy minister, senior 
management, and human resources advisors. The department has met or exceeded recruitment 
goals for new professionals for the past three years. 
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Beyond the numbers: Building a positive workplace culture and 
strong leadership to enable employment equity goals 

Health Canada 
Health Canada, which was recognized as one of Canada’s Best Diversity Employers for 2010 by 
Canada’s Top 100 Employers, has a well-established infrastructure for EE and diversity. 
Leadership at the deputy levels is sustained and engaged, and the six assistant deputy minister 
champions for the employee-driven networks include the Aboriginal Employees Network, the 
Persons with Disabilities Network, and the Visible Minorities Network. Branch and regional EE 
champions and coordinators work in close cooperation to promote diversity, influence the 
business agenda to integrate diversity into the department’s daily program and policy activities, 
and enhance corporate culture change. Employee-driven networks composed of volunteers at all 
levels across the department are key stakeholders in the diversity management and accountability 
framework and play a critical role in promoting an inclusive workplace. This collective 
leadership is an important component in the successful transformation of workplace culture. 

Public Works and Government Services Canada 
In 2009–10, PWGSC put in place a new governance structure to revitalize its diversity networks 
by creating the Joint Committee on Employment Equity and Diversity, which comprises the 
chairs of the diversity networks, the youth network, and the managers’ network. This new 
committee is co-chaired by management and the bargaining agents. 

Department of Justice Canada 
The Department of Justice Canada focuses on managers to create a welcoming and inclusive 
culture since they embody and translate the organization’s culture to employees. In 2009–10, the 
department launched a mandatory two-day workshop to raise awareness about diversity. The 
main objectives of the sessions were to provide an overall understanding of the major concepts 
of diversity from a personal, interpersonal, and organizational perspective and give an 
appreciation of what diversity leadership means. A total of 16 workshops were given; over 
360 managers completed the sessions with an overall satisfaction rate of 78 per cent. Creating a 
positive, welcoming culture requires engagement at all levels. The department is in planning to 
pilot diversity forums for employees in the next year. 
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Human Resources and Skills Development Canada 
The Deputy Minister of Human Resources and Skills Development Canada appointed an 
Assistant Deputy Minister Champion for Diversity with a mandate to promote programs, 
initiatives, and special events and to endorse messages that raise awareness of the issues. 
Learning about EE is a priority at HRSDC as part of its strategy to create an inclusive culture.  

The Human Resources branch developed a conceptual paper “Openness to Others: Creating a 
Culture of Inclusion” to examine the meaning and purpose of diversity and inclusiveness, as well 
as the business reasons for investing in a diverse and inclusive workplace. The document has 
been used as the basis for messaging and EE planning purposes. The human resources teams 
work in collaboration to organize events during Aboriginal Awareness week, for example, and to 
raise awareness of other EE issues. Events are promoted through weekly all-staff electronic 
bulletin articles and messages to all staff from the champion.  
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Chapter 3: What the Numbers Show 
This chapter presents highlights of EE performance by designated groups in the core public 
administration for the 2009–10 fiscal year. 

Definitions of the terminology used throughout this report are found in Appendix 1. 

Women 

Representation 
 The overall representation of women increased marginally to 54.8 per cent in 2009–10, up 

from 54.7 per cent in 2008–09 and above their WFA of 52.3 per cent. 

Occupational category 
 At 44.1 per cent, the representation of women in the Executive category increased again 

in 2009–10, up from 43.0 per cent in 2008–09. However, this remains below their WFA of 
44.7 per cent for the Executive category. 

 Of all employees in the core public administration, the representation of women by 
occupational category was highest in the Administrative Support (80.1 per cent) and 
Administrative and Foreign Service (63.8 per cent) categories.  

 The lowest representation of women was in the Technical category (24.7 per cent); 
additionally, this represented a 7.7 percentage point decrease from last year. 

 Of all women employees in the core public administration, 52.1 per cent worked in the 
Administrative and Foreign Service category (44.8 per cent of all employees worked in this 
occupational category). 

Age 
The distribution of women by age was as follows: 

 24.5 per cent were younger than 35 (23.3 per cent of all employees were under the age of 35); 

 43.9 per cent were between the ages of 35 and 49 (43.2 per cent of all employees were within 
this age bracket); 

 31.6 per cent were over the age of 50 (33.5 per cent of all employees were over the age of 50); 
and 

 14.3 per cent were over the age of 55 (16.3 per cent of all employees were over the age of 55). 
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Distribution among departments and agencies 
 The Parole Board of Canada employed the highest proportion of women at 80.0 per cent.  

 Of large departments and agencies, the Royal Canadian Mounted Police (civilian staff) 
employed the highest proportion of women (79.4 per cent), followed by Veterans Affairs 
Canada (72.6 per cent) and HRSDC (69.9 per cent). 

Tenure 
 The percentage of women occupying an indeterminate position remained at 54.6 per cent 

in 2009–10.  

 Of all women employed in the core public administration, 92.8 per cent had indeterminate 
status (93.1 per cent of all employees had this status). 

Geography 
 44.7 per cent of women in the core public administration worked in the National Capital 

Region (NCR) (43.0 per cent of all employees worked in this region).  

 Of the total number of employees working outside of Canada, 42.1 per cent were women, an 
increase from 40.1 per cent in 2008–09. 

Salary 
The percentage of women at or below the salary level identified was as follows: 

 44.5 per cent earned less than $55,000 annually (the percentage for all employees was 
35.8 per cent); 

 68.3 per cent earned less than $70,000 annually (the percentage for all employees was 
61.7 per cent); and 

 92.3 per cent earned less than $95,000 annually (the percentage for all employees was 
89.7 per cent). 

Hiring 
 Women represented 55.5 per cent of all hires into the core public administration, a decrease of 

1.6 percentage points from last year. 

 Of all women recruited in 2009–10, 49.9 per cent were hired into indeterminate positions. 
This was down from last year’s 55.4 per cent. 

 At 41.7 per cent and 31.4 per cent respectively, the Administrative and Foreign Service and 
Administrative Support categories continued to be the main points of entry for women.  
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Promotions 
 Women obtained 59.4 per cent of all promotions in the core public administration in 2009–10, 

a decrease of 2.5 percentage points from 2008–09. 

Separations 
 Women accounted for 53.4 per cent of all separations from the core public administration, an 

increase of 1 percentage point from 2008–09. 
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Figure 1. Representation of Women, 2000–10 

Figure 2. Distribution of Women by Occupational Category, 2009–10 
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Aboriginal peoples 

Representation 
 The overall representation of Aboriginal peoples within the core public administration 

increased marginally to 4.6 per cent in 2009–10, up from 4.5 per cent last year and above their 
WFA of 3.0 per cent. 

Gender 
 Female Aboriginal employees made up 61.5 per cent of Aboriginal employees. 

Occupational category 
 The representation of Aboriginal employees in the Executive category increased to 

3.7 per cent in 2009–10, up from 3.6 per cent last year. However, this representation of 
Aboriginal employees in the Executive category was below their WFA of 4.3 per cent. 

 Of all employees in the core public administration, the representation of Aboriginal 
employees by occupational category was highest in the Administration Support (5.3 per cent) 
and Operational (5.2 per cent) categories. 

 The lowest representation of Aboriginal employees was in the Technical category 
(3.7 per cent). 

 Of all Aboriginal employees in the core public administration, 48.8 per cent worked in the 
Administrative and Foreign Service category (44.8 per cent of all employees worked in this 
occupational category). 

Age 
The distribution of Aboriginal employees by age was as follows: 

 20.0 per cent of Aboriginal employees were younger than 35 (23.3 per cent of all employees 
were under the age of 35); 

 50.1 per cent were between the ages of 35 and 49 (43.2 per cent of all employees were within 
this age bracket); 

 30.0 per cent were over the age of 50 (33.5 per cent of all employees were over the age of 50); 
and 

 14.4 per cent were over the age of 55 (16.3 per cent of all employees were over the age of 55). 
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Distribution among departments and agencies 
 Indian and Northern Affairs Canada employed the highest proportion of Aboriginal peoples at 

29.1 per cent.  

 50.5 per cent of all Aboriginal employees worked in four departments: Indian and Northern 
Affairs Canada, Correctional Service Canada, HRSDC, and National Defence. These four 
departments represented 36.0 per cent of the total core public administration population. 

Tenure 
 The percentage of Aboriginal employees occupying an indeterminate position went from 

4.6 per cent in 2008–09 to 4.7 per cent in 2009–10. 

 Of all Aboriginal employees in the core public administration, 94.7 per cent had indeterminate 
status (93.1 per cent of all employees had this status). 

Geography 
 33.8 per cent of Aboriginal peoples employed in the core public administration worked in the 

NCR (43.0 per cent of all employees worked in this region).  

Salary 
The percentage of Aboriginal employees at or below the salary level identified was as follows: 

 39.7 per cent earned less than $55,000 annually (the percentage for all employees was 
35.8 per cent); 

 66.6 per cent earned less than $70,000 annually (the percentage for all employees was 
61.7 per cent); and 

 92.9 per cent earned less than $95,000 annually (the percentage for all employees was 
89.7 per cent). 

Hiring 
 Aboriginal peoples represented 2.9 per cent of all hires into the core public administration, a 

decrease of a 0.4 percentage point from last year. 

 Of all Aboriginal peoples recruited in 2009–10, 53.8 per cent were hired into indeterminate 
positions. This was a decrease of 4.2 percentage points from 2008–09.  

 At 33.8 per cent and 29.1 per cent respectively, the Administrative and Foreign Service 
and Administrative Support categories continued to be the main points of entry for 
Aboriginal peoples. 
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Promotions 
Aboriginal employees received 4.6 per cent of all promotions in the core public administration 
in 2009–10, an increase from 4.2 per cent in 2008–09. 

Separations 
 The rate of separation for Aboriginal employees increased to 4.4 per cent in 2009–10 from 

3.9 per cent in 2008–09. 
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Figure 3. Representation of Aboriginal Peoples, 2000–10 

Figure 4. Distribution of Aboriginal Peoples by Occupational Category, 2009–10 
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Persons with disabilities 

Representation 
 The overall representation of persons with disabilities decreased to 5.7 per cent in 2009–10 

from 5.9 per cent last year, but remained above their WFA of 4.0 per cent.  

Gender 
 Of all employees with disabilities employed in the core public administration, 51.6 per cent 

were women.  

Occupational category 
 The representation of employees with disabilities in the Executive category decreased to 

5.7 per cent in 2009–10 from 6.2 per cent in 2008–09. This was above their WFA of 
4.0 per cent for the Executive category. 

 Of all employees in the core public administration, the representation of employees with 
disabilities by occupational category was highest in the Administration Support (7.6 per cent) 
and Administrative and Foreign Service (6.1 per cent) categories.  

 The lowest representation of employees with disabilities was in the Scientific and 
Professional category (4.4 per cent). 

 Of all employees with disabilities in the core public administration, 48.0 per cent worked in 
the Administrative and Foreign Service category (44.8 per cent of all employees worked in 
this occupational category). 

Age 
The distribution of employees with disabilities by age was as follows: 

 9.3 per cent were younger than 35 (23.3 per cent of all employees were under the age of 35); 

 39.2 per cent were between the ages of 35 and 49 (43.2 per cent of all employees were within 
this age bracket); 

 51.4 per cent were over the age of 50 (33.5 per cent of all employees were over the age of 50); 
and 

 27.4 per cent were over the age of 55 (16.3 per cent of all employees were over the age of 55). 

Distribution among departments and agencies 
 Of large departments and agencies, Veterans Affairs Canada employed the highest proportion 

of persons with disabilities (8.9 per cent), followed by the Secretariat (7.9 per cent) and the 
Department of Justice Canada (7.4 per cent). 
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Tenure 
 The percentage of employees with disabilities occupying an indeterminate position went from 

6.0 per cent in 2008–09 to 5.9 per cent in 2009–10. 

 Of all employees with disabilities working in the core public administration, 96.2 per cent had 
indeterminate status (93.1 per cent of all employees had this status). 

Geography 
 43.5 per cent of employees with disabilities in the core public administration worked in the 

NCR (43.0 per cent of all employees worked in this region). 

Salary 
The percentage of employees with disabilities at or below the salary level identified was 
as follows: 

 40.0 per cent earned less than $55,000 annually (the percentage for all employees was 
35.8 per cent); 

 63.3 per cent earned less than $70,000 annually (the percentage for all employees was 
61.7 per cent); and 

 89.3 per cent earned less than $95,000 annually (the percentage for all employees was 
89.7 per cent). 

Hiring 
 At 2.5 per cent, the recruitment of persons with disabilities into the core public administration 

continued to be lower than their WFA (4.0 per cent). 

 Of all persons with disabilities recruited into the core public administration in 2009–10, 
43.9 per cent were hired into indeterminate positions. This was down from the last year’s 
50.0 per cent.  

 At 46.5 per cent and 26.3 per cent respectively, the Administrative and Foreign Service 
and Administrative Support categories continued to be the main points of entry for persons 
with disabilities.  

Promotions 
 As in 2008–09, employees with disabilities received 5.0 per cent of all promotions in the core 

public administration. 

Separations 
 Employees with disabilities accounted for 7.9 per cent of all separations from the core public 

administration in 2009–10, an increase from 7.7 per cent a year ago. 
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Figure 5. Representation of Persons with Disabilities, 2000–10 

Figure 6. Distribution of Persons with Disabilities by Occupational Category, 2009–10 
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Members of a visible minority group 

Representation 
 Members of a visible minority group comprised 10.7 per cent of the core public 

administration’s workforce, up from 9.8 per cent in the previous year but still below their 
WFA of 12.4 per cent.  

Gender 
 Of all visible minority group employees working in the core public administration, 

55.3 per cent were women. 

Occupational category 
 The representation of visible minority employees in the Executive category increased to 

7.3 per cent, up from 6.9 per cent in 2008–09. However, this was below their WFA of 
7.6 per cent for the Executive category. 

 Of all employees in the core public administration, the representation of visible minority 
employees by occupational category was highest in the Scientific and Professional 
(15.0 per cent) and Administrative Support (11.6 per cent) categories. 

 The lowest representations of visible minority employees were in the Technical (6.4 per cent) 
and Operational (6.4 per cent) categories. 

 Of all visible minority employees in the core public administration, 46.6 per cent worked in 
the Administrative and Foreign Service category (44.8 per cent of all employees worked in 
this occupational category). 

Age 
The distribution of visible minority group employees by age was as follows: 

 30.5 per cent were younger than 35 (23.3 per cent of all employees were under the age of 35); 

 45.0 per cent were between the ages of 35 and 49 (43.2 per cent of all employees were within 
this age bracket); 

 24.6 per cent were over the age of 50 (33.5 per cent of all employees were over the age of 50); 
and 

 13.7 per cent were over the age of 55 (16.3 per cent of all employees were over the age of 55). 
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Distribution among departments and agencies 
 Of large departments and agencies, Citizenship and Immigration Canada (17.6 per cent) and 

Health Canada (17.3 per cent) had the highest representation rates for members of a visible 
minority group.  

Tenure 
 The percentage of visible minority group employees occupying an indeterminate position 

went from 9.8 per cent in 2008–09 to 10.6 per cent in 2009–10. 
 Of the members of a visible minority group employed in the core public administration, 

92.9 per cent had indeterminate status (93.1 per cent of all employees had this status). 

Geography 
 48.0 per cent of the members of a visible minority group employed in the core public 

administration worked in the NCR (43.0 per cent of all employees in the core public 
administration worked in this region). 

 The majority of visible minority group employees worked in three regions: the NCR, Ontario 
(excluding the NCR), and British Columbia. 

Salary 
The percentage of visible minority group employees at or below the salary level identified was 
as follows: 

 35.9 per cent earned less than $55,000 annually (the percentage for all employees was 
35.8 per cent); 

 61.1 per cent earned less than $70,000 annually (the percentage for all employees was 
61.7 per cent); and 

 91.4 per cent earned less than $95,000 annually (the percentage for all employees was 
89.7 per cent). 

Hiring 
 Of all new hires into the core public administration in 2009–10, 11.3 per cent were members 

of a visible minority group, an increase of 1.2 percentage points from last year. 
 Of the members of a visible minority group hired into the core public administration in  

2009–10, 56.3 per cent were hired into indeterminate positions. This was down from the last 
year’s 60.9 per cent.  

 At 42.9 per cent and 24.0 per cent respectively, the Administrative and Foreign Service and 
Administrative Support categories continued to be the main points of entry for members of a 
visible minority group. 
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Promotions 
 Members of a visible minority group received 12.1 per cent of all promotions in the core 

public administration in 2009–10, an increase from last year’s 11.7 per cent. 

Separations 
 Members of a visible minority group accounted for 6.4 per cent of all separations from the 

core public administration in 2009–10, a decrease from last year’s 6.6 per cent. 



 

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

Figure 7. Representation of Members of a Visible Minority Group, 2000–10 

Figure 8. Distribution of Members of a Visible Minority Group by Occupational Category, 2009–10 
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Comparisons and highlights among the designated groups  
Representation 
 Three of the four designated groups remained well represented relative to their respective  

WFA. Women accounted for 54.8 per cent of employees in the core public administration, 
Aboriginal peoples 4.6 per cent, and persons with disabilities 5.7 per cent, relative to their 
WFA of 52.3 per cent, 3.0 per cent and 4.0 per cent respectively. Additionally, these 
designated groups have consistently exceeded their respective WFA over the last ten years. 

 The representation of members of a visible minority group in the core public administration 
was 10.7 per cent in 2009–10. The representation for this group has been increasing steadily 
over the last ten years; however, it remained below their WFA of 12.4 per cent.   

Gender 
 In 2009–10, the number of women in the core public administration increased by 3,781. 

Women represented 54.8 per cent of the core public administration’s workforce.  
 The representation of women in the Executive category was at 44.1 per cent and has been 

steadily increasing; however, it is slightly below their WFA of 44.7 per cent.  
 At 80.1 per cent, women still made up a disproportionate share of the employees in the 

Administrative Support category. 

Occupational category 
 The representation of women, Aboriginal peoples, and members of a visible minority group 

increased in the Executive category: women increased to 44.1 per cent, up from 43.0 per cent 
last year; Aboriginal peoples increased to 3.7 per cent, up from 3.6 per cent last year; and 
members of a visible minority group increased to 7.3 per cent, up from 6.9 per cent last year. 
However, representation remained below the WFA in each category. 

 Of all occupational categories, the largest number of employees worked in the Administrative 
and Foreign Service category (44.8 per cent of the core public administration’s total 
workforce). Percentages of members from the designated groups working in this occupational 
category were as follows: 
− Women—63.8 per cent (up from 62.5 per cent the previous year); 
− Aboriginal peoples—5.0 per cent (up from 4.8 per cent the previous year); 
− Persons with disabilities—6.1 per cent (down from 6.2 per cent the previous year); and 
− Members of a visible minority group—11.1 per cent (up from 10.0 per cent the 

previous year). 

 As in previous years, the representation of members of a visible minority group was highest 
in the Scientific and Professional category (15.0 per cent, up from 14.2 per cent the 
previous year).  
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Age 
 Persons with disabilities continued to have the highest proportion of employees over the age 

of 45, at 70.5 per cent. The other three groups showed much lower proportions of employees 
over the age of 45 (48.5 per cent for women, 47.4 per cent for Aboriginal peoples and 
38.7 per cent for members of a visible minority group). 

 Members of a visible minority group had the highest proportion of employees younger than 
35 years of age (30.5 per cent). The other three groups showed lower proportions of employees 
younger than 35 years of age (24.5 per cent for women, 20.0 per cent for Aboriginal peoples, 
and 9.3 per cent for persons with disabilities). 

Distribution among departments and agencies 
 HRSDC continued to employ the highest number of women (17,077 or 15.4 per cent) in the 

core public administration. 
 Of all Aboriginal employees, 50.5 per cent worked in four departments: Indian and 

Northern Affairs Canada, Correctional Service Canada, HRSDC and National Defence. 
Combined, these four departments represented 36.0 per cent of the core public 
administration’s total population. 

 Of all persons with disabilities, 29.9 per cent worked in two departments: National Defence 
(1,783) and HRSDC (1,696). This was consistent with their representation in 2008–09. 

 Of all members in a visible minority group in the core public administration, 36.3 per cent 
worked in four departments: HRSDC (2,801), Health Canada (1,713), National Defence 
(1,669), and Canada Border Services Agency (1,647). 

 Of the 26 departments with more than 1,000 employees, the following nine had a percentage 
of members of a visible minority group at or above their WFA of 12.4 per cent: 
− Citizenship and Immigration Canada (17.6 per cent); 
− Health Canada (17.3 per cent); 
− Statistics Canada (16.8 per cent); 
− Passport Canada (16.1 per cent); 
− Department of Justice Canada (15.1 per cent); 
− Industry Canada (13.7 per cent); 
− Treasury Board of Canada Secretariat (13.7 per cent); 
− Environment Canada (13.6 per cent); and 
− Public Health Agency of Canada (12.8 per cent). 



Employment 
Equity  

32  

Tenure 
 As in previous years, the majority of the core public administration’s workforce is made up of 

indeterminate employees (93.1 per cent). The proportion of indeterminate employees among 
EE designated groups remained comparable to the average of all employees in the core public 
administration’s workforce. 

− Women—92.8 per cent (slightly down from 92.9 per cent the previous year); 

− Aboriginal peoples—94.7 per cent (up from 93.5 per cent the previous year); 

− Persons with disabilities—96.2 per cent (up from 95.9 per cent the previous year); and 

− Members of a visible minority group—92.9 per cent (down from 93.1 per cent the 
previous year). 

Geography 
 Of the core public administration’s total workforce, 43.0 per cent worked in the NCR. Of the 

total workforce, the proportion of members of the designated groups working in the NCR was 
as follows:  

− Members of a visible minority group—48.0 per cent;  

− Women—44.7 per cent;  

− Persons with disabilities—43.5 per cent; and 

− Aboriginal peoples—33.8 per cent.  

 British Columbia continued to have the highest representation of members of a visible 
minority group at 16.8 per cent in 2009–10, followed by Ontario (excluding the NCR) at 
13.9 per cent. This is consistent with previous years. 

 Prince Edward Island had the highest representation of women and persons with disabilities at 
63.4 per cent and 8.6 per cent respectively. This was consistent with previous years.  

Salary 
 Approximately 80.9 per cent of all employees in the core public administration earned 

$50,000 or more in 2009–10. The proportions increased for the designated groups in 2009–10 
and were as follows: 

− Women—76.6 per cent; 

− Aboriginal peoples—79.0 per cent; 

− Persons with disabilities—78.7 per cent; and 

− Members of a visible minority group—80.5 per cent. 
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Hiring 
 In 2009–10, 20,082 employees joined the core public administration. All designated groups 

showed a year-over-year decrease from 2008–09 to 2009–10 in their percentage of new 
indeterminate employees hired: women—from 55.4 per cent to 49.9 per cent; Aboriginal 
peoples—from 58.0 per cent to 53.8 per cent; persons with disabilities—from 50.0 per cent to 
43.9 per cent; and members of a visible minority group—from 60.9 per cent to 56.3 per cent.  

 The hiring of members of a visible minority group increased to 11.3 per cent in 2009–10, up 
from 10.1 per cent in 2008–09. However, hiring from the other three designated groups 
decreased: women decreased to 55.5 per cent (down from 57.1 per cent), Aboriginal peoples 
decreased to 2.9 per cent (down from 3.3 per cent) and persons with disabilities decreased 
slightly to 2.5 per cent (down from 2.6 per cent). 

 There were 574 Aboriginal employees hired in 2009–10; 31.0 per cent of the hiring occurred 
in the NCR, followed by 14.6 per cent in British Columbia, and 12.9 per cent in Manitoba. 

 The percentage of members of a visible minority group hired into the Executive category 
increased to 9.7 per cent (up from 8.8 per cent), which is well above their WFA of 7.6 per cent. 

Promotions 
 56.6 per cent of all promotions in the core public administration occurred in the NCR. This 

rate represents a significant increase from last year’s promotions rate of 24.2 per cent. The 
following provides the distribution, by designated group, of the 14,381 promotions awarded in 
the NCR: 

− Women—61.8 per cent; 

− Aboriginal peoples—3.8 per cent; 

− Persons with disabilities—5.0 per cent; and 

− Members of a visible minority group—13.1 per cent. 

 As women constituted the majority of employees in the Administrative and Foreign Service 
category, the majority of promotions they received in 2009–10 were in this occupational 
category. They received 67.3 per cent of promotions, a decrease of 2.4 percentage points from 
the previous year.  

 Across the entire core public administration, indeterminate employees received 95.2 per cent 
of all promotions. Indeterminate employees who were members of designated groups received 
similar rates of promotion: women at 96.2 per cent, Aboriginal peoples at 94.6 per cent, 
persons with disabilities at 96.8 per cent and members of a visible minority group at 
96.3 per cent. These are consistent with last year. 
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Separations 
 Members of a visible minority group accounted for 6.4 per cent of separations of all 

employees in the core public administration, down from 6.6 per cent in 2008–09.  

 Women accounted for 53.4 per cent of separations of all employees in the core public 
administration, up from 52.4 per cent in 2008–09. 
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Conclusion  
In fiscal year 2009–10, three of the four EE designated groups continued to be well represented 
relative to their respective WFA: women, Aboriginal peoples, and persons with disabilities. The 
overall representation rate for members of a visible minority group remained below their WFA. 
However, the core public administration did achieve considerable progress for this designated 
group in 2009–10; the overall representation of employees in a visible minority group increased 
by a percentage point of 0.9 over last year. Departmental plans and strategies have recognized 
the need to increase representation for this group, but in order to close this gap, more effort will 
be needed in the next few years to recruit over the WFA.  

Three of the four designated groups remained below their respective WFA for the Executive 
category: women, Aboriginal peoples, and members of a visible minority group. High 
participation in leadership development programs among women and members of a visible 
minority group is a positive sign that departments recognize this gap and are making efforts to 
address the under-representation of these groups in this category.  

In the 2010–11 Public Service Renewal Action Plan, the Clerk of the Privy Council continues to 
hold executives and managers responsible for creating an inclusive and welcoming workplace, 
and highlights the need to consider the diversity of Canada’s population when managing 
departmental human resources. Deputy heads are directed to draw on and implement practices 
from the Workplace and Workforce Task Force led by Monique Collette through recruitment 
initiatives that are aligned to business needs in order to develop a diverse and representative 
public service workforce. 

The Public Service Modernization Act and the recent shift toward more streamlined central 
agency roles have transferred more responsibility and flexibility to deputy heads in managing 
their organizations and tailoring them to their business needs and environment. There is an 
opportunity today to work differently and more collaboratively on EE issues. The new 
Interdepartmental Network on Employment Equity is a great example of organizations using 
collective knowledge and resources to work differently and share the responsibility of finding 
better solutions for common issues. The Working Group on Self-Identification is another 
example of successful collaboration driven by an engaged community of practitioners. 
Departments and agencies are encouraged to continually look for better ways to work together 
and create a representative and inclusive workplace.  
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Appendix 1 

Technical notes 
The tables in this report provide statistics and summary data on EE designated groups—women, 
Aboriginal peoples, persons with disabilities, and members of a visible minority group—in the 
core public administration as of March 31, 2010. There are also tables on hiring, promotions, and 
separations of persons in these groups. 

Public service 
Treasury Board is the employer of the core public administration, as set out in schedules I and IV 
of the Financial Administration Act (FAA). Appointments are made according to merit as 
defined in the Public Service Employment Act, which is administered by the Public Service 
Commission of Canada. The total number of employees in the core public administration as of 
March 31, 2010, was 202,386.  

Report coverage 
This report includes information on indeterminate employees, term employees of three months or 
more, and seasonal employees with the exception of those who are on leave without pay at the 
end of March each fiscal year. No information is reported on students or casual workers except 
in the case of hiring if their employment status changed (to indeterminate, terms of three months 
or more, or seasonal) before the end of the fiscal year. Employees on leave without pay, 
including those on educational leave or care and nurturing leave, are not included in these tables. 

Statistics in this document also exclude Governor-in-Council appointees, ministerial staff, federal 
judges, and deputy ministers. As required under the Employment Equity Act, annual reports to 
Parliament present information for the fiscal year beginning April 1 and ending March 31.  

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 FAA. Some 77 departments, agencies, and 
commissions comprise the core public administration, for which Treasury Board is the employer 
(see Table 5). The statistics in this report include only employees working for these organizations.  
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Organizations in the core public administration vary in size, ranging from large departments with 
more than 1,000 employees to small institutions with fewer than 100 employees. They also vary 
geographically with some organizations present in all provinces and territories and others located 
only in the NCR. Information for some of the smaller organizations is included with the larger 
institution that has responsibility for their corporate and administrative matters. For example, the 
data for Fisheries and Oceans Canada include data for the Canadian Coast Guard. 

The statistics of separate employers covered under schedule V of the FAA are not included in 
this report. Under the Employment Equity Act, separate employers that have more than 
100 employees (such as the Canada Revenue Agency and the Canadian Food Inspection Agency) 
are required to provide their reports to OCHRO only for the purposes of tabling in Parliament at 
the same time as this report. To view their EE reports, readers should visit individual 
departmental websites or contact these organizations directly. 

Reports on EE in the Canadian Forces and for the Royal Canadian Mounted Police are prepared 
by these organizations and are tabled in Parliament at the same time as the separate 
employers’ reports. 

Data on persons in the designated groups 
To assure the consistency of the data presented in this report, OCHRO uses the Incumbent File, 
which contains information on all employees for whom Treasury Board is the employer, in 
accordance with schedules I and IV of the FAA.  

All tabulations, other than those for women, contain data obtained through self-identification. 
Self-identification data, provided voluntarily by employees, are maintained separately and 
confidentially in the Employment Equity Data Bank (EEDB) by OCHRO. Information 
derived from these two sources does not always harmonize exactly with information from 
departmental sources, which is why a reconciliation process is carried out each year by OCHRO 
and departments.  

The completeness and accuracy of EE data for the core public administration depends on the 
willingness of employees to self-identify and on the opportunities departments provide for them 
to do so. Employees, including those engaged as students or casual workers, are given an 
opportunity to provide this information when they are hired and during departmental 
self-identification surveys or other campaigns. Furthermore, they may complete a 
self-identification form at any time (available from their departmental EE coordinator). 
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Terminology 
“Casual workers” refers to people hired for a specified period of no more than 90 days by any 
one department or agency during the calendar year. Casual workers are not included in the 
representation figures. 

“Hiring” refers to the number of persons added to the employee population in the past fiscal year. 
This includes indeterminate and seasonal employees (with the exception of seasonal employees 
who are on leave without pay at the end of March), term employees of three months or more, and 
students and casual workers 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. 

“Indeterminate employees” refers to people appointed to the public service for an 
unspecified duration. 

“Large department” refers to a department in which there are 1,000 employees or more.  

“Medium department” refers to a department in which there are 100 to 999 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. 

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

“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 include more than one 
action for term employees. Separations include employees who retired or resigned, or employees 
whose specified employment period (term) ended. 

“Small department” refers to a department in which there are fewer than 100 employees. 

“Workforce Availability” (WFA) refers to the distribution of people in the designated groups as 
a percentage of the total Canadian workforce. For federal public service purposes, WFA is based 
on Canadian citizens in those occupations in the Canadian workforce corresponding to the 
occupations in the public service and is derived from Census statistics. Estimates for persons 
with disabilities are derived from data, also collected by Statistics Canada, in the 2006 
Participation and Activity Limitation Survey (PALS). 
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Appendix 2: Statistical Tables 2009–10 
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