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Message from the Acting Chief Commissioner

Message from the Acting Chief Commissioner

The Canadian Human Rights Commission ensures that Canadians can participate equally and fully 
in a society free from discrimination. We do this by applying the Canadian Human Rights Act 
and the Employment Equity Act, and by fostering understanding of legal protections afforded to 
individuals, as well as the obligations of federally regulated employers and service providers 
under the law.

Our strategic priorities evolve in pace with the evolving human rights environment in Canada. 
A momentous change in that environment shapes the first of our two key priorities for 2011–12: 
for the first time in history, over 700,000 Aboriginal persons living under the Indian Act will 
have full access to human rights protection in June 2011. To address this imminent change, the 
Commission is supporting First Nations as they prepare to address human rights issues within 
their own communities.

This is taking place against the backdrop of Canada’s formal endorsement of the UN Declaration 
on the Rights of Indigenous Peoples, a step that the Commission has long been vocal in advocating. 
Through this endorsement, Canada joins the international community in a demonstration of its 
dedication to improving the conditions of Indigenous peoples, at home and around the world.

Our second priority in the year ahead is to provide federally regulated organizations with the tools 
and information necessary to create a self-sustaining human rights culture. The Commission 
will develop more model policies on key human rights issues, apply a newly created framework 
for identifying and addressing systemic issues, and document alternative dispute resolution 
processes used by employers and service providers.

We are moving forward with the broader launch of the Human Rights Maturity Model, which 
has been piloted by several federally regulated employers. The Maturity Model is the first of its 
kind: a roadmap for implementing workforce practices that improve the organization’s human 
rights capacity, step by step.

The Commission’s accomplishments are the result of a diverse and talented team of professionals. It 
is a privilege to lead a team so dedicated to promoting and protecting equality rights. We share  
a collective inspiration to be the voice of those who cannot always speak for themselves and to 
create a future free from discrimination for all Canadians.

David Langtry 
Acting Chief Commissioner
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SECTION I

Overview

1.1  Summary Information

Raison d’être
The Canadian Human Rights Commission’s founding legislation inspires a vision for Canada 
in which “all individuals should have an opportunity equal with other individuals to make for 
themselves the lives that they are able and wish to have,” free from discrimination.

The Commission leads the administration of the Canadian Human Rights Act (CHRA) and ensures 
compliance with the Employment Equity Act (EEA). The CHRA prohibits discrimination on the 
grounds of race, national or ethnic origin, colour, religion, age, sex, sexual orientation, marital 
status, family status, disability, and conviction for which a pardon has been granted. The EEA 
promotes equality in the workplace for four designated groups: women, Aboriginal people, persons 
with disabilities and members of visible minorities.

Both laws apply the principles of equal opportunity and non-discrimination to federal government 
departments and agencies, Crown corporations, and federally regulated private sector organizations. 
The provinces and territories have laws similar to the CHRA that address discrimination within 
their jurisdiction.

Responsibilities
The Commission develops and disseminates regulations, policies and knowledge; initiatives to 
prevent discrimination; and dispute resolution services to help address inquiries and complaints. It 
works with employers, service providers, individuals, unions, governmental and non-governmental 
organizations, and provincial/territorial and international human rights bodies to foster understanding 
and a commitment to achieving a society that respects human rights in everyday practice.

The Commission is responsible for developing and implementing information programs to foster  
public understanding of the CHRA and of the role and activities of the Commission. The 
Commission also undertakes and sponsors research programs related to its duties and functions 
under the CHRA.

The Commission’s mandate includes receiving and processing human rights complaints. 
Throughout this process, the Commission encourages settlements by providing opportunities for 
dialogue and mediation. Under the EEA, the Commission audits federally regulated employers  
to ensure that they are providing equal opportunities for employment.
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Strategic Outcome and Program Activity Architecture
To effectively pursue its mandate, the Commission aims to achieve a single strategic outcome 
supported by its Program Activity Architecture, depicted in the following figure.Strategic Outcome

Equality, respect for human rights and protection from discrimination by fostering 
understanding of, and compliance with, the Canadian Human Rights Act 

and the Employment Equity Act by federally regulated employers and service 
providers, as well as the public they serve.

Human Rights 
Knowledge 

Development and 
Dissemination

Program

Discrimination 
Prevention
Program

Human Rights 
Dispute 

Resolution
Program

Internal 
Services

1.2  Planning Summary

Financial Resources
The following financial resources table provides a summary of the total planned spending  
for the Canadian Human Rights Commission for the next three fiscal years.

Financial Resources ($ thousands)

2011–12 2012–13 2013–14

23,036 23,019 22,175

Human Resources
The following human resources table provides a summary of the total planned human resources 
expected to be available to the Canadian Human Rights Commission for the next three fiscal years.

Human Resources (Full-Time Equivalents–FTEs)

2011–12 2012–13 2013–14

202 203 197
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Total Planned Spending

Strategic Outcome: Equality, respect for human rights and protection from discrimination by fostering understanding 
of, and compliance with, the Canadian Human Rights Act and the Employment Equity Act by federally regulated 
employers and service providers, as well as the public they serve.

Performance Indicator Target
Percentage of Canadians who are 
informed about and protected by the 
CHRA and the EEA

Total number of Canadians exposed to information about and protected 
by the CHRA and the EEA, based on the results achieved via program 
activities*

*	 As the Commission’s framework for knowledge transfer and dissemination will be implemented during 2011, 
the baseline for performance measurement will be established then.

Program Activity
Forecast 
Spending  
2010–11

Planned Spending
Alignment to Government  

of Canada Outcomes2011–12 2012–13 2013–14

Human Rights Knowledge 
Development and  
Dissemination Program

3,460 3,580 3,490 3,348 A diverse society that  
promotes linguistic duality  
and social inclusion

Discrimination Prevention 
Program

5,009 4,531 4,486 4,374 A diverse society that  
promotes linguistic duality  
and social inclusion

Human Rights Dispute  
Resolution Program

8,726 8,515 8,642 8,278 A diverse society that  
promotes linguistic duality  
and social inclusion

Internal Services 6,138 6,410 6,401 6,175

Total Planned Spending 23,333 23,036 23,019 22,175

1.3  Contribution of Priorities to the Commission’s Strategic Outcome

Operational 
Priorities

Type* Description

Increased capacity  
of First Nations  
to address human 
rights issues  
within their own 
communities

Previous 
commitment

In June 2008, Bill C-21 changed the CHRA by repealing section 67, which  
had previously exempted from human rights scrutiny those matters resulting 
from application of the Indian Act. The three-year transition period before 
the CHRA would apply fully to First Nations governments ends in June 2011.

In view of this legislative change and the particular impact it will have on First 
Nations and people living under the Indian Act, the Commission plans to 
continue to help strengthen the capacity of First Nations to prevent, manage 
and resolve discrimination issues within their communities, in collaboration 
with relevant stakeholders. This work is multi-pronged and includes:

1.1	 Developing policy guidance for applying the interpretive provision  
of Bill C-21 to complaints received after June 2011;

1.2	 Developing and disseminating tools to assist First Nations and Aboriginal 
communities to prevent, manage and resolve discrimination issues;

1.3	 Facilitating the development of community-based frameworks to support 
dispute resolution processes; and

1.4	 Undertaking knowledge development and dissemination work to identify  
and raise awareness of systemic issues facing First Nations and 
Aboriginal communities.

www.chrc-ccdp.gc.ca/nai_ina/default-eng.aspx

*	 These priorities are defined as previous commitments as they were originally presented in the 2009–10 RPP 
and the description has been revised this year to broaden the priority deliverables.

(continued on page 6)
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1.3  Contribution of Priorities to the Commission’s Strategic Outcome (from page 5)

Operational 
Priorities

Type* Description

Federally regulated 
organizations  
demonstrate progress 
toward developing a  
self-sustaining human 
rights culture

Previous 
commitment

Everyone has a role in respecting and promoting human rights. Employers, 
non-governmental organizations and communities are key actors in supporting 
the development of a human rights culture within Canada. The Commission  
and its partners throughout the country work collectively to foster understanding 
and a commitment to achieving a society in which human rights are respected 
in everyday practice.

To help organizations move toward a self-sustaining human rights culture, 
the Commission plans to:

2.1	 Launch officially the Human Rights Maturity Model for use by federally 
regulated organizations;

2.2	 Develop and disseminate tools to assist employers and service providers 
in developing a human rights culture; and

2.3	 Identify and advance a systemic issue relevant to federally regulated 
employers and service providers.

www.chrc-ccdp.gc.ca/hrmm_mmdp/default-eng.aspx

*	 These priorities are defined as previous commitments as they were originally presented in the 2009–10 RPP 
and the description has been revised this year to broaden the priority deliverables.

1.4  Risk Analysis

The Commission operates within a statutory mandate. Parliament has entrusted the Commission 
with implementing the CHRA and ensuring compliance with the EEA. A range of factors may 
influence the Commission’s ability to achieve the expected results described in this report. Further 
to a review and evaluation of these factors, the following two risks were identified as having the 
most potential to impact the Commission’s ability to achieve expected results in the short-term.

1)	The risk that we will not be able to meet increasing service demands and complaint volumes.

•	 As the number of Canadians that are exposed to information about and protection provided  
by the CHRA and the EEA increases, the Commission has experienced a comparable 
increase in service demands for awareness, consultation and dialogue sessions on human 
rights, employment equity and dispute resolution services. The success of and interest in 
the Commission’s awareness and outreach efforts may not allow us to satisfy these requests 
and thereby meet the expectations of Canadians, within existing resources. In response, the 
Commission’s efforts to raise awareness and understanding of the Acts will focus on developing 
and delivering more supportive tools and model policies.
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•	 Due in part to the Commission’s awareness activities, the intake of complaints has increased 
by approximately 30% over the past three years. It is anticipated that this increase will continue 
as the full repeal of section 67 of the CHRA takes effect in June of 2011. For the first time, 
members from First Nation communities will be able to file complaints on actions resulting 
from the administration of the Indian Act. The Commission received temporary funding 
to prepare for this legislated change. As the temporary funding sunsets in 2013–14, the trend 
of increasing workload volumes will place additional pressure on current resources and may 
impact the Commission’s ability to deal with complaints in a timely manner. Canadians may 
perceive that the Commission is unable to maintain existing program delivery standards. 
In response, the Commission will focus on increasing the capacity of federally regulated 
employers to resolve discrimination issues within their communities and organizations based  
on internal conflict resolution processes.

2) The risk that our role and mandate is not being clearly understood by all Canadians.

	 Many factors currently affect the modern human rights environment, including Canada’s 
enviable human rights record in comparison to many other countries and the increasing  
complexity of human rights law and discrimination cases. These factors may result in a 
misperception of domestic human rights and discrimination issues. Misperceptions, in turn, 
may have the effect of reducing public support for the need to continue our role towards 
establishing a diverse Canadian society that promotes equality and workplaces that comply  
with human rights legislation. In response, the Commission is recalibrating its communication 
activities to focus on our mandate and the continuing need to foster respect for human rights 
and to promote a society where human rights are understood and individuals are protected 
from discrimination.
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Estimates by Vote
Estimates by Vote are presented in the 2011–12 Main Estimates, which are available at:  
www.tbs-sct.gc.ca/est-pre/20112012/me-bpd/info/info-eng.asp.

1.5  Expenditure Profile

The figure below illustrates the Commission’s spending trend from 2006–07 to 2013–14. During 
the past four (4) years, actual spending has fluctuated primarily due to:

 •	 funding received for the development of a new Complaints Management System and 
Employment Equity Audit Tracking System that ended in March 2008;

•	 funding received for the repeal of the section 67 of the Canadian Human Rights Act that will 
end in March 2014; and

•	 increased spending as a result of collective bargaining agreements and executive salary 
increases.

Spending Trend
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The CHRC Strategic Outcome and Program Activities are aligned 
with the Social Affairs Government of Canada outcome area

Equality, respect for human rights and protection from discrimination by fostering 
understanding of, and compliance with, the Canadian Human Rights Act 

and the Employment Equity Act by federally regulated employers and service 
providers, as well as the public they serve.

A diverse society that promotes linguistic duality and social inclusions
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SECTION II

Analysis of Program Activities

2.1  Strategic Outcome

The Commission works toward equality, respect for human rights and protection from  
discrimination by fostering understanding of, and compliance with, the CHRA and the EEA  
by federally regulated employers and service providers, as well as the public they serve.  
All Canadians benefit when organizations are sensitive to human rights, respectful of differing 
needs, and are responsive to misunderstandings before they develop into discrimination 
complaints.

This section outlines the expected results of the program activities that contribute to the realization 
of the strategic outcome of the Commission and that of the Government of Canada.
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2.2  Program Activities

2.2.1  Human Rights Knowledge Development  
	 and Dissemination Program
Program Activity Summary

This program helps foster both an understanding of and compliance with the CHRA and the EEA. 
Knowledge development also ensures that programs, interventions and decisions are grounded in 
evidence and best practices. Knowledge products include research, policies, regulatory instruments 
and special reports. Information and/or advice are provided to the Commission itself, Parliament, 
federal departments and agencies, Crown corporations, federally regulated private sector  
organizations, and the public. Partnerships with other human rights commissions as well as 
governmental, non-governmental, research and international organizations are formed and 
maintained to leverage knowledge development and dissemination activities in areas of common 
interest.

Program Activity – Human Rights Knowledge Development and Dissemination Program
Human Resources (FTEs) and Planned Spending ($ thousands)

2011–12 2012–13 2013–14

FTEs Planned Spending FTEs Planned Spending FTEs Planned Spending

27 3,580 27 3,490 25  3,348

Expected Results Performance Indicators Targets

Increased number of Canadians 
who are informed about human rights 
issues

Number of employers, service  
providers and other organizations 
that pick up and further disseminate 
Commission products

20% of Canadians working for the 
targeted audience of Commission 
products are made aware of their 
human rights

Number of products completed  
and disseminated

Three (3) products completed

Four (4) products disseminated

Number of visits to the Commission’s 
website and subscribers for  
information updates

Over 1.5 million visits

Over 2,250 subscribers

www.chrc-ccdp.ca/knowledge_connaissances/default-en.asp

Planning Highlights

Multiple initiatives under the Human Rights Knowledge Development and Dissemination 
Program will contribute to the 2011–12 priority of increased capacity of First Nations to 
address human rights issues within their own communities. The program will collaboratively 
develop and disseminate additional tools to further promote understanding of the Canadian 
Human Rights Act within First Nations. It will also help strengthen the capacity to resolve 
discrimination issues using community-based (internal) conflict resolution processes. The 
Commission will continue to engage with Aboriginal stakeholders on human rights issues, and 
identify and advance understanding and resolution of systemic discrimination issues that affect 

The CHRC Strategic Outcome and Program Activities are aligned 
with the Social Affairs Government of Canada outcome area

Equality, respect for human rights and protection from discrimination by fostering 
understanding of, and compliance with, the Canadian Human Rights Act 

and the Employment Equity Act by federally regulated employers and service 
providers, as well as the public they serve.

A diverse society that promotes linguistic duality and social inclusions
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Aboriginal and First Nations communities. The Commission will also continue to improve its own 
capacity to serve First Nations and Aboriginal communities in a culturally relevant manner. This 
includes increasing the Commission’s understanding of how to give due regard to First Nations’ 
legal traditions and customary law, and the balancing of collective and individual rights.

The Human Rights Knowledge Development and Dissemination Program will contribute to  
the 2011–12 priority of federally regulated organizations demonstrating progress toward developing 
a self-sustaining human rights culture in three main ways: engaging stakeholders strategically; 
developing relevant tools; and improving knowledge dissemination and information exchange.

The Commission will complete research and consultations on the topical issues of family status 
and religious accommodation to help develop related policies or guides. It will continue to develop 
model employer policies.

To ensure the widest reach and take-up, the Commission will further improve the dissemination  
of its policies and tools, as well as key jurisprudence and information about international 
human rights standards, to employers, service providers and others. The Commission will 
disseminate the Framework for Documenting Equality Rights, an innovative new tool for 
developing a comprehensive picture of equality in Canada, and it will complete the framework’s 
first national report.

Benefits for Canadians

By consulting with stakeholders, gathering data, partnering with experts and synthesizing 
commentary from international bodies, the Commission ensures that relevant, accurate, and timely 
information and evidence fully illuminate the human rights situation in Canada, including in 
Aboriginal and First Nations communities.

The combination of the Commission’s analysis of current domestic and international issues with 
a human rights lens and its development of tools for a variety of human rights issues in plain 
language raises awareness and translates complex legal and social issues into more accessible 
and understandable formats.

The Commission also provides employers and service providers with additional tools, such as 
model policies, to strengthen their capacity to both consider human rights impacts and offer 
improved protections in areas under their authority. The Commission’s planned activities will 
help keep workplaces, governmental and non-governmental organizations, and other decision 
makers informed of the human rights aspects of a wide range of issues.

These activities benefit Canadians because they will be more likely to work in places that better 
understand the human rights impacts of decisions, and will therefore be more likely to provide 
human rights protections. Canadians will also be more likely to receive programs and services 
that are relevant to their daily lives and that respect their diversity.

Canadians will also benefit from improved human rights information dissemination, as they will 
have an increased understanding of human rights and responsibilities, will be better equipped 
to identify human rights issues in their own organizations and communities, and will be better 
prepared to participate in resolving concerns where they arise.
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2.2.2  Discrimination Prevention Program
Program Activity Summary

This program helps foster and sustain a human rights culture in federally regulated organizations 
by promoting continuous improvement of an organization’s human rights competencies. Prevention 
initiatives, employment equity audits, learning programs and events are among the program’s 
tools to promote discrimination prevention and achieve employment equity objectives. Stakeholder 
engagement involves federal departments and agencies, Crown corporations, private sector 
organizations, provincial and territorial government bodies, international agencies, unions and 
other non-governmental organizations.

Program Activity – Discrimination Prevention Program
Human Resources (FTEs) and Planned Spending ($ thousands)

2011–12 2012–13 2013–14

FTEs Planned Spending FTEs Planned Spending FTEs Planned Spending

41 4,531 42 4,486 41 4,374 

Expected Results Performance Indicators Targets

Canadians work in and receive  
services from federally regulated  
organizations that embrace a  
human rights culture

Number of employees and number  
of clients of federally regulated  
organizations that have progressed 
in the Commission’s Human Rights 
Maturity Model (HRMM)

75% of organizations implementing 
the Commission’s HRMM have  
demonstrated progress*

Number of organizations that have 
been reviewed for appropriate and 
effective internal conflict resolution 
processes and deemed appropriate  
by the Commission for referral under 
sections 41(1)(a) and (b) of the CHRA

100% of organizations that have  
had a complaint filed against them  
for the first time

Number of employers, service  
providers and other organizations  
that have implemented human  
rights policies

20% of organizations implementing 
the Commission’s HRMM have 
human rights policies in place

Number of human rights international 
standards and obligations that are 
implemented in Canada

One (1)

Designated employment equity 
groups are appropriately represented 
in federally regulated organizations

Percentage-point gap between  
representation and availability 
in designated employment equity 
groups

0.2 percentage-point gap  
reduction within five (5) years 
(4.2 percentage-point gap in 2008)

40 audit reports

www.chrc-ccdp.ca/preventing_discrimination/default-en.asp

*	 The employee and client base will be calculated for the specific organizations that demonstrate progress,  
and these numbers will be used to measure performance against the target.

The CHRC Strategic Outcome and Program Activities are aligned 
with the Social Affairs Government of Canada outcome area

Equality, respect for human rights and protection from discrimination by fostering 
understanding of, and compliance with, the Canadian Human Rights Act 

and the Employment Equity Act by federally regulated employers and service 
providers, as well as the public they serve.

A diverse society that promotes linguistic duality and social inclusions
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Planning Highlights

The Discrimination Prevention Program contributes to the Commission’s strategic outcome by 
helping federally regulated employers implement workforce practices that continuously improve 
their organizations’ human rights competencies. The program integrates multiple processes to:

•	 encourage recruitment, retention and representation that reflects Canada’s diversity;

•	 foster efficient, collaborative and innovative workplaces; and

•	 empower and support employees and managers in making a difference in their workplaces.

To this end, the Commission has improved its employment equity audit program to put a greater 
emphasis on employers that are less successful in achieving equality in the workplace. In doing so, 
the Commission’s employment equity program is fostering greater efficiencies and a stronger  
positive impact for designated groups. Furthermore, employment equity status reports are now being 
issued to more successful employers to acknowledge their success while identifying challenges. 
These changes have allowed the program to significantly increase its reach with employers.

In all cases, the Commission’s new business approach takes into account the employer’s 
environmental context, provides an incentive to move beyond basic employment equity legislative 
requirements, and encourages the continuous improvement of employment equity in the workplace. 
Moreover, the employment equity reports and status reports also serve as communication tools 
between the Commission and employers. Employers are encouraged to take into account the 
ongoing growth in labour market availability of designated groups. This innovative and proactive 
step helps to persuade employers to do more than what is required by the legislation and thus 
ensure better representation of all designated groups.

In its continuing efforts to nurture self-sustaining human rights cultures in federally regulated 
workplaces, the Commission will officially launch its Human Rights Maturity Model (HRMM) 
in 2011–12, following a pilot test. The HRMM is intended to serve as a roadmap and performance 
measurement framework for employers and service providers, bargaining agents and employees.

Overall, the Discrimination Prevention Program will support the 2011–12 priority to give federally 
regulated organizations the tools and information necessary to create a self-sustaining human 
rights culture by strengthening the communication element of the employment equity approach, 
and by launching and promoting the HRMM.

The program will also contribute to the second priority by continuing its efforts to help strengthen 
capacity through the development of tools to help First Nations and Aboriginal communities 
prevent, manage and resolve discrimination issues.

Benefits for Canadians

The HRMM is a concrete invitation to employers to improve their human rights capacity, boosting  
the Commission’s ongoing role of resolving disputes and conducting employment equity 
audits. This new tool, developed in partnership with employers, relies on the latter’s engagement 
and innovation to create better workplaces for Canadians. This model also conveys to organizations 
the importance of employment equity in becoming an employer of choice.
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By creating synergy between an organization’s multiple human rights-related processes and the 
HRMM, the Commission provides a model for implementing workforce practices that continuously 
improve an organization’s human rights culture.

Organizations are involved in defining what support they need to better integrate respect for human 
rights in their workplaces. The immediate outcome of this stakeholder engagement is raising  
awareness of the HRMM, its benefits for the organization and its usefulness as a tool to enhance 
organizational human rights. This is followed by strengthened skills, capacities, practices and  
systems with respect to human rights. The ultimate benefit for Canadians is an integrated approach  
to human rights issues and self-sustaining human rights cultures that are fostered in federally 
regulated organizations.

2.2.3  Human Rights Dispute Resolution Program
Program Activity Summary

This program addresses discrimination by dealing with individual and systemic complaints and 
issues brought by individuals or groups of individuals against federally regulated employers and 
service providers. The Commission exercises its discretion in choosing the most appropriate 
dispute resolution method including investigation, mediation and conciliation. The Commission 
also serves as a screening body in determining whether further inquiry is warranted, participates 
in all pre-tribunal mediations and represents the public interest in appearing before the Canadian 
Human Rights Tribunal.

Program Activity – Human Rights Dispute Resolution Program
Human Resources (FTEs) and Planned Spending ($ thousands)

2011–12 2012–13 2013–14

FTEs Planned Spending FTEs Planned Spending FTEs Planned Spending

75 8,515 75 8,642 73 8,278 

Expected Results Performance Indicators Targets

Canadians are protected from  
individual and systemic human 
rights discrimination

Number of systemic issues (received 
or addressed)

Two (2) systemic issues

Number of potential and  
accepted complaints resolved (settled)
by the Commission

35% resolved

Number of complaints that were 
referred to the Tribunal by the 
Commission that lead to a remedy

20 complaints

Complaints are dealt with where 
they originate

Percentage of individual complaints 
that were referred to another process 
and were dealt with

70% of all complaints referred

Complaints processed (and brought 
to an end)

Number of potential and accepted 
complaints processed

1:1 ratio

www.chrc-ccdp.ca/disputeresolution_reglementdifferends/default-en.asp

The CHRC Strategic Outcome and Program Activities are aligned 
with the Social Affairs Government of Canada outcome area

Equality, respect for human rights and protection from discrimination by fostering 
understanding of, and compliance with, the Canadian Human Rights Act 

and the Employment Equity Act by federally regulated employers and service 
providers, as well as the public they serve.

A diverse society that promotes linguistic duality and social inclusions
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Planning Highlights

This program activity contributes to the achievement of the Commission’s strategic outcome by 
providing dispute resolution services in cases of alleged discrimination by federally regulated 
employers, unions and service providers. The Human Rights Dispute Resolution Program will 
contribute to the achievement of the Commission’s strategic outcome by implementing systems 
and tools that are integrated with a Commission-wide framework. This program will also report on 
trends in the complaints stream, contributing to the Commission’s focus on raising awareness 
and developing tools to address systemic issues.

As of June 2011, the Commission will be able to accept complaints against First Nations 
governments that were previously barred by section 67. The program’s priority will be to provide 
an effective process for the treatment of such complaints. The Commission will make available its 
network of Aboriginal mediators to help First Nations communities resolve human rights disputes 
within their own communities. In appropriate cases, the Commission will encourage parties to 
avail themselves of internal redress mechanisms before the Commission deals with the complaint.

Benefits for Canadians

The parties to all cases, resolved or unresolved, benefit from fair, expeditious and accessible 
human rights processes, and gain an increased understanding of the CHRA.

For dispute resolution services to be meaningful, the parties to disputes need to understand the 
Commission’s processes. Their satisfaction with the services they receive is an important indicator  
of the Commission’s success. The Commission emphasizes the importance of dealing with 
complaints and finding solutions through dialogue by encouraging non-adversarial methods of 
dispute resolution.

Through exposure to the dispute resolution process, parties should have a better understanding of  
their rights and responsibilities under the CHRA. The ultimate benefit to Canadians is protection 
from discrimination and increased compliance with the CHRA by federally regulated employers.

By participating in precedent-setting human rights cases, the Commission contributes to the 
clarification and development of Canadian human rights law overall, which increases protection 
for all Canadians and affirms the fundamental value of supporting diversity.
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2.2.4  Internal Services
Program Activity Summary

Internal Services are groups of related activities and resources that are administered to support 
the needs of programs and other corporate obligations of an organisation. These groups are: 
Management and Oversight Services; Communications Services; Corporate Legal Services; Human 
Resources Management Services; Financial Management Services; Information Management 
Services; Information Technology Services; Real Property Services; Materiel Services; Acquisition 
Services; and Travel and Other Administrative Services. Internal Services include only those 
activities and resources that apply across the organization and not to those provided specifically 
to a program.

Program Activity – Internal Services
Human Resources (FTEs) and Planned Spending ($ thousands)

2011–12 2012–13 2013–14

FTEs Planned Spending FTEs Planned Spending FTEs Planned Spending

59 6,410 59 6,401 58 6,175 

Planning Highlights

The Commission’s Internal Services will lead the process to adopt one methodology to be used  
across the Commission for assessing the impact and likelihood of risks. Once implemented, the 
Commission will be in a strong position to establish a consistent approach to risk management 
planning throughout the organization. The Corporate Management Branch will pilot the chosen 
methodology on several Internal Services processes (such as aging information technology, 
security assessments and high-risk expenditures) and adapt the process to the Commission’s 
program activity requirements.

Once this single risk methodology is approved, program risks will be evaluated during the 
development process of the Commission’s Integrated Business and Human Resources Plan  
for 2011–12. Planning meetings will be specifically scheduled with Finance and Program Activity  
Directors to establish stronger linkages between financial and non-financial performance 
information.

Benefits for Canadians

Internal Services will continue to explore and implement corporate, technological and administrative 
best practices to ensure and support efficient and effective program activities to deliver human 
rights information and discrimination protection services to Canadians.

The CHRC Strategic Outcome and Program Activities are aligned 
with the Social Affairs Government of Canada outcome area

Equality, respect for human rights and protection from discrimination by fostering 
understanding of, and compliance with, the Canadian Human Rights Act 

and the Employment Equity Act by federally regulated employers and service 
providers, as well as the public they serve.

A diverse society that promotes linguistic duality and social inclusions
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Section  III

SECTION III

Supplementary Information

3.1  Financial Highlights

The financial highlights presented in this RPP are intended to serve as a general overview of the 
Commission’s financial position and operations. These financial highlights are prepared on an 
accrual basis to strengthen accountability and improve transparency and financial management. 
The Commission’s future-oriented financial statements can be found at: www.chrc-ccdp.gc.ca/
publications/rpp_rpp/fs_1112_ef-eng.asp.

Future-Oriented Condensed Statement of Operations
For the Year (Ended March 31)

($ thousands)

Future-Oriented 
2011–12

Total Expenses 27,953

Total Revenues —

Net Cost of Operations 27,953

The Commission is projecting $27.9 million in expenses based on 2011–12 Main Estimates, 
Supplementary Estimates and amounts to be allocated at year-end from Treasury Board central 
votes. The majority of the funds, $10.4 million or 37%, will be spent in the Human Rights 
Dispute Resolution Program. The balance will be spent in the Discrimination Prevention Program 
($5.6 million or 20%), the Human Rights Knowledge Development Program ($4.2 million  
or 15%) and Internal services ($7.7 million or 28%).
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Future-Oriented Condensed Statement of Financial Position
For the Year (Ended March 31)

($ thousands)

Future-Oriented 
2011–12

Total Assets 2,967

Total Liabilities 6,540

Total Equity (3,573)

Total Liabilities and Equity of Canada 2,967

Total assets are anticipated to be $2.9 million at the end of 2011–12. The breakdown of assets  
is as follows: Due from Consolidated Revenue Fund ($2.0 million), Accounts receivables and 
Advances ($0.1 million) and Tangible Capital Assets ($0.8 million).

Total liabilities are anticipated to be $6.5 million for 2011–12. The breakdown of liabilities is as 
follows: Accounts Payable ($2.0 million), Vacation Pay and Compensatory Leave ($0.9 million) 
and Employee Severance Benefits ($3.6 million).

3.2  Supplementary Information Tables

The following tables can be found on the Treasury Board of Canada Secretariat’s website at 
www.tbs-sct.gc.ca/rpp/2011-2012/info/info-eng.asp:

•	 Green Procurement

•	 Upcoming Internal Audits and Evaluations over the next three fiscal years


