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A. OVERVIEW

Statistics Cenada’s strategy in achieving Employmaent Equity involves incorporating equity principles into day-to-day operatione,
creating an environment that is conducive to employment and carssr opportunitiss for all employees, including thoee from the
dasignated groups.

A unique committea structure employsd at Statistice Canads, encourages ths commitment and involvement of managsment
in human resources injtiatives and ensures that Employment Equity is integreted with othsr Human Resources programe.,

Priorities; Statistics Cenada’s prioritias in Employmsnt Equity are:
® Managing Diversity - Diversity Awareness

Diversity awaraness sensitization is being preaentad to every Statistice Cenads employae, and supervisors and managars
are racaiving training in Msnaging Diversity. The initiative has baan msda possible by funding through the Spacial Measures
Innovetion Fund. Since the onset of the project in 1994-95, 191 participents have attendad ths 1/2 dsy Working in 8
Divarsa Workforce session, and 274 participante have attendad the ‘Managing in a Divarse Workforce’ session intendsd
for mansgers and suparvisors. In 1996-96 Stetistice Canada aime to continua this sansitization and prasent these sessione
to avary amployaa.

As a sacond phasa of the Diversity Awarenass, priority is being given to ansuring tha impact of this initiative for the longsr
tarm, by focuesing afforts on rainforcing refarence matetial, davaloping modules for inclugion in on-going courses, such as
tha Supsrvisors and Managere Courses and providing briefing matarial for Selaction Board Members end for trainers,

® Strategies for Improving Aboriginal Recruitment, Retantion and Advencement

Asacond project funded under tha Spscial Measures Innovation Fund (SMIF), " Tha Davelopment of Strategias for Improving
Abariginal Rscruitment, Retention and Advancement” is of equally high priority to our Employment Equity efforts, This
projact ie designad to eesist managera involved in recruitment through msking studante aware of career opportunitias et
Stetistics Canada and sansitizing manegats to eboriginal iseuas.

In the first yaar of the project, significant progress was made in daveloping outreach initietives to mske Aboriginal students
aware of cerear opportunitias at Statistice Caneda, and in networking with Aberiginal communities end aducational
inatitutions. A Taachsre Kit for informing students end teachers of the eveilability of data on Aborigine! peopla wes
davaloped, and recruitment tasme wera sensitizad to Aboriginal issuas, whila edminietretiva msesuras ware put in place
to have Statietice Censda act as focal invsntory for epplications from Aboriginel etudents.

In the coming year the project will develop & Caraer Informstion Kit offaring information about fielde of work et Statistics
Csaneda and treining and exparisnce raquired to work in these occupations. The SMIF project will furthsr be involvsd in
eeansitization seagions and devaloping modules for inclusion in on-going Statistics Cenada coursss. !n addition the project
will continua initietives in meking Aboriginal organizations mora ewere of Statistics Canada’s series and date and
opportunitias for career amploymant in Statistics Canada through networking and partnershipe with Aboriginal communities
and educational institutions.
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® Accommodating Requirements and Promoting Career Development of Employees with Disabilities

A third project funded undsr the Spscial Msasures Innovation Fund {SMIF}, "Making the Corporate Assignment Program
Work for Employees with Disabilitias™ is a high priority undsrtaking to promots the career development of empioyaes with
disabilities through retraining and redeployment through the Corporate Assignments Division. Having produced an Employee
Referance Guide and aesisted employees with disabilities in securing CAD assignments, the focus in the coming yaar will
be to davslop the infrestructurs while furtharing initiatives to market employaes, dseign rehebilitetion plans, identify training
end development plans and provide csreer development information and reference sources for tha employees, while
simultanaously sensitizing management end employees to the issues facing employeas with disabilities.

® Ownership and Accountability

Taking ownership of Employment Equity issuas ie essential to Statistics Cansda‘’s goal of equitable smployment
opportunitias for all employeas. Sanior Managars will essistin facilitating 1/2 day Diversity Awarsnasa sessions within their
own divigione, Annual vigits will continue to be made to aech director to discuss and identify Employmsnt Equity issues,
initiativas and strategias. Directors, when prspsting Divisional Program Reports, will be required to prasent employment
aquity initiativas undertakan within their division. Sanior management will be briefad on Statistics Cenada’s representetion
in the designatsd groups, and will be informed about prograss in achieving Employment Equity Tergate.

Achievements:

Ststistics Canada’s major Employment Equity achiavements for 1994-95 lie in the progreas achigved within ths three SMIF
projects. Initietives hava baen undartsken in sensitizing employses end managars to maneging and working in e diversa
workforce, afforts hava been meda in the recruitment and ratention of Aboriginal peoples, and steps heva baen undertsken
to promote the caraar devalopment of employsea with disabilities,

Beyond tha achievements of tha SMIF projects, the Agency’a mova to ganeric competitions, at ths MA-4, MA-6, MA-7 and
ES-7/51-8 |Aseistant Diractor) lavels and ES-6 and S1-7 {Chisf) levels ss welt es CS-2, C5-3, CS-4 and PE-4 and PE-5 is & major
resoutcing accomplishmant in increesing promotional and developmental opportunitias.

A significent accomplishment is tha racant opening of the Employee Rasource Cantra. Loceted in a sunny wing of the
Statistice Canada Library, the Employee Raaourca Centra, containe a multitude of resourca information for all amploysee, end
offers a comfortable location to natwork, obtein information on sarvices, career devstopmsnt and employmsnt opportunities
or hold mestings.

A veat ersay of othar achievaments have elso been underteken by our menegers end amployess who hsve taken ownership
of Employment Equity issuas with tha end goal of equiteble smploymant opportunities for all employses. Our unique
committaa structure, strangthsned by the commitment end vision of the many mambera of sub-committaas, and workgroups
is helping to turn idaas into raality so that all smploysas may have an opportunity to contribute to their full potential.
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B. SITUATION ANALYSIS

1. EMPLOYMENT POLICIES AND PRACTICES: Staffing, Promotions, Transfers, Deployment and Retention

Objectiva: To ensure that there are no biases in any staffing activities sc that the best candidates are identified, attracted hired and retained,

PaGE 2

Toplc

Achlavements for 1394-96

Activities and Goala for 1996-96

Responsibility Centre

Goals for 1996-97 and 1997-98

Review of departmental policlea and prac-
tices to identity and eliminata bias,

1.1  Monitoring of staffing {flow statistics
on recruitment, promotion, deployment,
transfers, saparations) for designated
groups In refation to the overall popula-
tion

Monitoring of staffing for dasignetad groups in reletion to the overall
population is conducted, including atatistica on reprasentation, racruit-
ment and promotiona to idantify any obstaclaa which might exist. A
proceas is in placa to monitor sll competitions at the aggregate |svel to
obtain statistics on target group participation.

An "Analysis of Promotion Data 1288/89 to 1993/94 by Designstad
Group™ waa conductad, and the resuits formally preaentad to tha ma-
nagemant. The study indicated that women tended to be mors suc-
cessful in instancea when mors than one poaition wes to be staffed.
Thia finding haa supported the decision to move toward gsnsric com-
petitions which result in multiple appointmants, {see item 1.4).

A Sanior Pereonnel Review Committee monitora five staffing activities

to ensure fairnesa. These are:

- reclassification whers the incumbent was acting in the eeme posi-
tion over the past 12 months;

- reciassification whsre the incumbent wes appointad within one year
by tranefer or daptoymsnt;’

- promotions without competition following en acting in this position
or eimilar poeition within the past 12 months;

- term to indetermineta appointments made without competition;

- acting axtensione beyond one year in vacant positiona.

Continue to monitor competitions to develop
initiativas to respond to findings of tha analy-
s84a,

Continue to monitor actions. Analyza racruit-
mant and promotional deta in relation to the
new EE targst sstting strategy.

Continue to monitor resourcing actions and

develop new initiatives to raspond to findinga.

Analyze recruitment and promotional deta in
relation to naw target aatting etrategy. ’

Humen Raaourcas Oparations Division
{HROD} enters tha data from each compasti-
tion. The Review of Salsction Procassas
Waorkgroup raviaws the date.

Human Resourcsa Developmant Division
{HRDD)

Human Resources Operations Division
enters tha data from each compatition. The
Review of Salsction Processes Workgroup
revisws the data,

Continue monitoring activities.

Continue to monitor

Continue the work of the Sgnior
Personnel Review Committee

1.2 Scrutiny of Selection Processes:
Review of essential requirements of
positions end monitoring of selection
procedures to identify and eliminate
bias

1.3 Participation on staffing board of a
designated group member

Competitiona for middle level positiona are systamatically reviewed
end monitorsd at each stage of the competition by The Reviaw of
Selection Proceases Workgroup of the EE Committes. Some aspects
of the compatition, such es actaening criteria, ara discussed with man-
agere as the situation warranta,

Feedbeck and discussions have indiceted that thia procedure has in-
deed sensitized mansgers and staffing officars. While ths target group
wea middle lavel, the overall effect of sensitization hes benafited all
levels through this initiativa. Education end experisnce requirements

in screening criteria are no longer restricted to nerrow subjact araaa.

Continue to rsvisw competitions, sensitize
menegsrs and aesess the affectivensss, whils
extanding this typs of review to compstitiona
et other Isvsls.

The Reviaw of Salaction Procsssee Work-
group

Continue tha role of the Raview
of Selaction Process Workgroup.

Eech sslection board must have at laast one femala mamber. Other
dseignatsd groups are includad when feasible.

Continue to have at least ona famale member
on eech sslection boerd end to includa other
dasignstad groups whan feesible.

Mansgsment involved in competition pro-
cees,

Continue participstion.
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I Topic

Achievements for 1924.956

Activities and Goala for 1995-26

Responsibility Centre

Goals for 1996-97 and 1997.98

1.4 Measures taken to encourage candi-
dates from designated groups to enter
compaetitions

Generic competitions and processes are being employad to increasa
promotional and develcpmaental opportunities. Assiatant Director (ES-
7/S)-8} and MA-4, 6 and 7 competitions have bean ganeric for aaveral
years, Generic compatitions have now been introduced at the ES-6/
S1-7 Chief level, as well at tha C5-2/3/4 end PE-4/5 levels,

in response to a study of the MA Group which ravealed thet career
advancemant of woman in that group does not keep pace with that of
men primarily beceuse women do not try compatitions, s Task Force
on the Compatitiva Procass wes established. It put forward racom-
mendationa end an sction plan which has now been implemented. A
writtan "Guids to MA Competitions” haa been prepared. The Guide
providea information on tha compaetitive procesa used to staff MA
positiona in the Methodology Branch at Statistica Canada. It is pro-
vidad to all applicants who ara screened intc MA-4 competitions.

Two focal points heve been assigned in Human Reaources Operetions
Division to strengthan ths recruitment and retention of employaaa with
disebilitiea and aboriginal amployees. The focal points {steffing
officara), ars responsible for markating terget group employaea and
ettempting to aeek out positions for thoae whoae tarme will expira. In
addition, they identify available jobe and ensure that target group
employaes ara referrad whan vacancies oceur. Thay act as refarral
pointa for applicationa raceived in tha Agency from designated group
candidates and in addition, provida advica to designated group
employeaa regarding the eelection process.

A script for a video axplaining ataffing procedures in sign lenguage
has haen davslopad.

Tha sffactivanass of sending competition postara to women who are
potential candidataa waa gvaluatad and it was dacided to discontinue
tha practica since womsn now apply for compstitions in numbera
proportional to thsir rapresentation.

Asaoes effectivenass of generic competitions.

Seak out and investigate tools or tests that will
help in unbiased assessments of personal
suitability and managerial skills.

Prepare a Briefing Package which will enabla
Staffing Officers to brief all internal selection
boarda on EE Gosle.

A Project to establish a Promotion Review
proceas whareby Chisfe and Supervisors have
direct input into the compatitive process for
MA steffing will bs examinad. Tha project
propoaal is in responsa to anothar of the rec-
ommendations of the Task Forca on the Com-
petitive Proceaa in ths MA group,

focal points will work closaly with the Aborig-
ine! Taek Force on Racruitment and Retantion
end the Program Managar, Disebilities lasues
[SMIF), to facilitate the perticipation of targat
group amployaes in selection processes end to
markst term employeea.

External contacts will be made with non-gov-
ernmentel egencies to attrect persons with dis-
ebilities for regulsr and summer employmant.

Indian and Northarn Development Canade’s in-
ventories of Aborigingl atudenta and graduatea
will be used to attract Aboriginel persons.

Internally, contacts will be mada to facilitate
errangementa for designated group members
refarred through various programs (Ontario
March of Dimes, Workers” Compensation,
Ontario Community and Social Services).

Produca the video, publicize it, and meke it
aveilable in the Employee Resource Centre,

Continua other methods of enceuraging
woman end other designeted groups,

Generic Boards and Senior Management.

Methodology Branch Management.

Humen Reaources Oparations Division, the
Aboriginal Task Force and tha Program
Menager, Disability Isaues (Corporate As-
signmenta Divigion, CAD).

Sub-committee on Digability Issues.

Managament end Selaction Boards

Continue the use of genaric
competitions. Maka use of toola
and tests found to be effective in
assessing personal suitability and
managerial skills.

Davalop a mora generic Guida
suitebla for use by all groupa.

Aaaass the rola of tha focal
pointa and make adjuatments aa
required.

Continue to provide experiencea
and agsessments.

Monitor usaga of thia video.

Continue to encourage desig-
natad groups to participate in
competitive processes.
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Topic

Achievements for 1994-95

Activities and Goals for 1995-96

Responsibility Centre

Goals for 1996-97 and 1997-98

1.6 Measurss taken to ensure an unbiased
approach and ancouraga candidates
from designated groupa to apply to the
University Recruitment Campaign.

Post eecondery rscruitmant teams ara briafad on Employmant Equity
goals. Rscruiters attend & 1/2 dey Employment Equity Workshop to
aansitize tham to Employment Equity issues and concerns.

All Univsrsity Recruiting tesms ara 'composad of men and woman.

External publicity for ths Univarsity Racruitmant cempaign indicates
that Stetistics Ceneda is committed to Employment Equity and encour-
agee mambers from tha dssignated groups to apply.

Accommodetions era mada for candidatas with disabilities.

Tha racruitment procsss is monitorad end analyzad at each etege.
Racruitere ara debriefed eftar the racruitment procass has been com-
pleted.

A procese has bean put in placa with tha agrsamant of the PSC,
whareby STC is now the focal point for Aboriginal paoplee and per-
sons with disabifitiae seeking employment with tha Agsncy., Applica-
tions coma dirsctly to the Agancy and are subsequantly added to the
PSC Invantory. This uniqua invantory procedura anables applicants to
reach the employer directly, {see 1.7).

Continue to include Employment Equity in
Univarsity Recruitmant publicity.
Rapsat aansitizelion sassions as hscsssery.

Modify sensitizetion sassion eccording to com-
manta made by recruiters in tha debriefing
sassiona and by members of interne! selection
boards. Discuss whsthsr visible minorities and
pargons with disebilitias should giva briafing
sessions.

Continua to make appropriate accommode-
tione.
Continue to monitor and enalyzs results of

racruitment at esch stage.

Continue the special inventory errangamsnts
with the PSC.

Recruiting Taams and Dirsctors and ths
Meaneging Diversity Project (SMIF).

Humen Reaources Operetions Divigion
{HROD)

Continue to include Employment
Equity in Univarsity Recruitment
Publicity and repeat sensitizetion
sassions.

Continue monitoring.

Continua to be foce! point end
initial point of contaet.

1.6 Determining a strategy and measures
for the improved recruitment and reten-
tion of Aboriginai employses

A Task Forca conductad rasaarch on both new ss well es provan
initiativea in detarmining & stratagy for tha improved recruitmant and
retantion of Aborigina! employaes. !t made recommandationa to
improvs racruitment, ratantion and davelopment of Aboriginal
employsas.

A projact sntittad "Tha Devalopmant of Stretegise for Improving Abori-
ginal Racruitment, Retantion and Advancament” was approvad for
funding in 1994-95 and in 1995-96, undar the Spacial Maasuras Inno-
vation Fund {SMIF). The projact ie dasighed to aseist mensgsrs who
ara involvad in tha racruitmant and ratention of Aboriginel amployaae,
by providing advica, training and practical tools. Tha project involvas
resaarching tha feasibility of some Tagk Force Racommsndations.

Perform and complete the project ectivitias by
Merch 31, 1996.

The SMIF project staff, supportad by the
Aboriginal Task Force will avaluata ths pro-
ject.

It is intended that ths results of
this project will ba implsmanted
on an on-going basis and thet
tha ectivitiee will be integrated
into programe and policiae.
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1.7 Measwes taken to facilitate the recruit-
ment and retention of Aboriginai
peoples

The SMIF projsct sntitled "The Development of Stratagiss for Improv-
ing Aboriginal Recruitment Rstention and Advencement” received
funding and was implemented.

An Aboriginal smployee i involved in culture! sensitization sassions
for intsrviewere in the Profsssional Racruitmsnt program (ES/MA/CS),
and ae a resourcs person in the workehope on Managing in 8 Diverss
Workforcs.

Aborigingl recruitmant candidatse who apply for professional poeitions
and who do not meat tha specific raquiremsnts era referred for posi-
tions of a technical or administrative naturs.

Applications of Aboriginal candidetee ara considerad irraspective of
ths dsadlinas for application, within the Profssaional Recruitment
Program (ES/MA/CS).

A brochura sntitlad "Career Opportunitiee at Statietice Cenada” has
bean daveloped to sncourage Aboriginel peoplas to apply to Statistics
Canada for employment as ES/CS/MA. It has bssn circulatsd to
collegss and universities in Canada.

Outrsech initiatives to make studsnte awers of carser opportunities et
Statistice Canada, havs bssn put in plece through SM! funding, thus
implementing recommendations mads by the Task Forcs on Aboriginel
Recruitment and Rstsntion. Thia includes nstwarking end partnershipe
with Aboriginal communitias and educstionel institutions.

Continue tha SMIF project.

An Abcoriginal employee will continua to be
involved in cultural sensitization courses which
will bs conducted for the Professional Recruit-
ment Program.

The brochura "Career Opportunitiss at Statie-
tice Canada” will be sent to 906 ressrvss in
95.96.

A paster targstsd toward Aboriginal studente

_will bs prepared to advertizs carser opportun-

itiss at Statistice Canada st tha Aboriginal

- Career Sympaosiumin the Fell of 1995, Ths
_ poeter will later be used for the Professional

Recruitment Program.

Familiarization matsriele for Aboriginal studsnte
who sra potential rscruite, will bs prspared.

A Career Opportunitiee Kit aimed at Aborigins!
candidatae ie to be dsvelopad for use et the
Aboriginal Caresr Symposium in ths Fall of
1995, amd for subsequsnt uss in the Profes-
sional Rscruitment Progrem. The Career Op-
portunitise Kit will be suitable for adeption by
othsr dssignatsd groups. Ths Cereer Oppor-
tunitisa Kit will be veed sxtensively for the
1996 Censue.

An advertising plan to sdvertise caraesr oppor-
tunitisa in Aborigins! msdis/Communicstion
Societies is to be reeeerchad and implemsnted.

SMIF Project

SMIF Projsct

HRQD

SMIF Projsct

SMIF Project

SMIF Projsct

SMIF Projsct

SMIF Project

SMIF Projsct

Continue ssnsitization.

Continue spscial edministrative
proceduree

Continue partnsrships
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An information geagion wes presented in Fabruary 1995 in Winnipeg
to Aboriginal parsons, to publiciza opportunitiaa at Statistics Cenada.

The SMIF projact assisted in ths davelopment of a Taachar’s Informa-
tion Kit baaad upon Census data and tha Aboriginel Paopisa Survay.
Tha Teacher's kit is dasigned to introduca Primsry and Sacondary
studente to the usafulness of Statistice Canada’s data, and the import-
anca of good data.

A tocal point dealing with the needs of Aboriginst peraons haa bsan
appointad in Human Resourcss Operations Divigion, Thia steffing
officar monitors Aboriginal rscruitment and ratantion, markats Aborig-
inal amployses and attempta to ssak positions for thosa Aboriginals
whosa terma are to expire, acte as a refsrrsl point for spplications
raceived in tha Agancy, snd providas advica regarding tha sslaction
procase of Aboriginal amployaas.

Continua pertnerships with other fedsral de-
partments and large privata sactor corpor-
gtions for joint reacruitmaent activitias which
hava baan astablishad.

An Aboriginal amployee will evaluata axisting
coureas for thsir relevancs to Aboriginal Issuas
and will davsiop and adspt axisting training
coursas and associated menuals to facilitate
recruitment and retantion of Aboriginal
amployaas. A aarisa of modulas will ba davel-
opad for inclusion in coursea for auperviaors
and managers.

Davelop the rola of tha Focal Point.

Prairia Region

SMIF with HRDD

Human Rasourcas Oparations Division

Continua tha amphasis on tha
role of tha Focai Point

1.8 Examining the axit of employees from
the Agency to datermine the reasons
for separations and rectify any prob-
lems that might be identified

A salf-administerad computar assisted axit survey wea implamantad in
1993. Tabulations from tha first year indicatad vary faw numbers
saparating, hance there was littia information for analysia.

Examine the existing axit survay to make im-
provsmants.

Examina tha axisting exit survey to sscartain
whethar it is sansitizad to Aboriginal peopias,
and davalop a specifically designed quastion-
naire for Aboriginal psoplsa, involve Aboriginai
amployaas in pre-axit intarviaws.

Human Rasourcss Davalopmant Division.

Human Rasourcss Davetopment Division and
the Aboriginal Task Forca.

Evaluate tha axit survay: make
rgcommandations for ite continu-
ation and/or modificetion

Package tha exit survey systam
and offsr it to othar depart-
meants.
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2.1 Use of Skip Level Meetings as a pro-
cess to encourage empioyeea to be
rasponsible for their own careers and
to discuss specific career and develop-
ment pians with thelr skip ieve! super-
visor

Csreer oriented focue groups conducted in the recent pest recom-
mended thet all employees have the opportunity to meet with their
supervisor'e supervisor {ekip-level) at laast avery two yesre, to discuss
epecific career end development plens. Skip-level maetings ere now in
place, and skip-level supervisors serve as advisor for the estsblishment
of employees’ training snd cereer plens.

94/2/16 The Chisf Statistician issued 8 memorandum to Aeeistant Chigf
Statisticiane, Directors General and Directors raquesting directors to en-
sure that employees hava tha opportunity to meet with the supervisor’s
supervieor, at least every two yaars.

The Winter issus of SCAN, Stetietice Canada’s bi-monthly employae
newspaper, presented an Article on Follow-up to the Employse Cpinion
Survey, in which 'skip-level’ sessions were discussed.

An informe! telephone survey ravealad that 60% of divisions hed tekan
the opportunity of participating in skip-level meetings.

A comprehensive anelysis of the supervisor's
supervisor meetings ie to be conducted in the
fall of 19956-96. The objective of the analyeie
will be to exsmine the method ueed to extend
the offer of meetinge to employeee and to
examine the process end outcome. Dats for
anelysie will be obteined from the Empioyee
Opinion Survey and from a question on the
new performance review form.

Humen Resources Development Division

Monitor the perticipation in skip-
level mestings across the divi-
sions

{dentify problems snd needs
identified through monitoring
and devslop the meane to
sddrees them i.e. training in the
process or information eources
thet would assist the process.

2.2 Uee of Corporate Aeeignments {CAD}
to facilitate career development

All employeea have the right te be considered for @ Corporate Aesign-
ment (CAD) after four yeers in the same job. Both the SMIF on Aborig-
inal Recruitment and Retention {gee 1.7} end tha SM!F on making the
Corporate Assignments Division work for smployaee with Disabilities
{ese 2.6} maka extensive usa of CAD in marketing employees.

An anslysis of CAD perticipstion retee for designated groups was con-
ducted in 1994-95. It revealed:
-in 93/94 women received 49.9% of CAD sssignments, while in
94/95 the percentage of women having CAD sssignments rose mar-
ginally to 50.6%;
-the percentage of employees with disebilities who weant on CAD
sgeignments in 93-94 wes .4%, while in 94/95 the percentage rose
to 1.0%;
-the psrcentage of visible minoritiae who went on CAD assignments
in 93/94 was 3.5%, and thie percantsge dropped to 3.3% in 94/95;
-Aboriginal employees received .3% of assignments in 93/94 and
.b% in 94/95,

Continua the right to ba considered for a CAD
after four yeare in the seme job.

Strengthen the merksting of persons with dis-
abilities and Aboriginel persons.

Encourage designated persons to uee CAD so &
developmental too!,

Monitor and analyze ths participation of desig-
nated group membaere in the CAD Process,

Corporate Assignment Division {CAD}

Continue the use of CAD as a
developmental too! for desig-
neted persons.
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2.3 Use of Developmenta! Programa to
extend access to career broadening
experience -

A CS-1 developmental program hes bsen implemsented. The voluntary
program consists of 8 two yssr progrem comprised of two twelve
month assignmants out of the home division. Home divisions support
the direct costs of perticipents end receive a CS-1 on rotetion for
assignment. Ths existing CAD infrestructure is used for ths assign-
ment process. Assignment rotetions srs facilitstad by coordinators
appointed from three Fields. One third of the CS-1'g ars from ths
designeted groups. This new program will ensure that training and
dgvelopmental measures are reedily eccessible.

An Entry-laval Officer Development Program {ELOD) for the progression
to Social Science Support {S1) Group has recsntly been proposed. The
ELOD provides & bridging program for support staff, the mejority of
whom are from the dsaignated groups, to progress into the Si Group.
The program which was initietsd in response to the Employee Opinion
Survey, involvss competitive entry, and an 18 month training period
particularly in computer skills. The program is fsciliteted by a mentor.

Datsil the types of courses and training
required by the CS-1's end incorporete this
informetion into the devalopmental progrsm.

The Training end Dsvelopment naads of CS-2
and sbove will be exeaminad.

Circulate ELOD proposal to divisions for feed-
beck. Submit it to EE Committee, and Recruit-
msgnt end Development Committea prior to
formal presentation et the Human Resources
Developmant Sub-Committee.

A proposel will be developed to provide exist-
ing Si1°s with a training formst end structure.

CS Career Manegsment Working Group.
Progress will be monitored by ths Recruit-
ment and Development Sub-Committee.

CS Career Managsment Working Group.

The Recruitment and Development Commit-

tee manages the inteke. Host divisions
offer training snd work expearience. CAD
essumee financial rasponsibility end
coordinatea asaignment snd appraisels. An
HROF Officar coordinates the activities.
Imptement ELOD Program.

Human Resources Development Divisior -
Treining and Development Section.

Assess the effectiveness of the
Entry Level Officer Davelopment
Progrem

Implemsnt ideas related to T&D
nasds of CS-2 end abova.

2.4 Usa of divisional training plans to

ment

facilitate training and career develop-

Sample Divisione! Training plans and individusg! training plens heve been
dsveloped and information sessions presented to several divisions, to
enicourage divigions to ennually plan out individual training and career
development needs. Work is underway to elactronicafly link the train-
ing requeats into the Human Resources Information Syatem, enabling
divisions to obtain regular feedback on perticipant course status, i.e.
wait-liated, invited, completed. Tha effort plecsd in pianning out
training and devsiopment requirements will mean that individuaf
employse training and developmental nesds are better addressed.

Continue presentstions to Divisions to encour-
age the use of Annual Trsining Plane. Continue
to explore electronie linkage of training informa-
tion and ance established encourage divisions
to use this on-link approach.

Human Resources Development Division
and Transportetion Division.

2.5 Integration of Career Management
Approach with current Counselling
Services

A projet will be undertaken to integrste the
career menagemsnt approach with counaeiling
servicea. The project will identify where efforts
of various projects auch ss bridging and men-
toring programs can be coordinated. Toola
such aa caresr profiles, paths end options aveil-
eble will be davsiopsd. Treining and informa-
tion needs of mentors, skip-ieve! supervisors,
bridging program sdministretors etc are to be
identified.

HRDD

Continue the caresr manags-
ment project.
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2.6 Initiatives to accommodate the im-
mediate needs, and strengthen the
career development of employeses with
disabflities.

Funding wae provided in June 1984 for a study on the topic of issues
of concern for Persons with Disabilities at Statietics Cenade. The
Project Taam produced e Reference Guide for Employess with Disabil-
ities, and devalopad a numbsr of proposale. The Referance Guida is
available in print and in alectronic format on the Internal Communice-
tions Natwork.

The study identified tha naad for e focel point for employaas with disa-
Lilitias to essist in caraar management. A special Messuras innovation
Fund proposal was proposed and raceivad funding from Traasury Boerd
Secretariat for 1994-9% and for 1295-96. The project, Msking tha
Corporats Assignment Progrem Work for Employeas with Disabilities,
has as objactiva eccommodating the immediate requiramsnts and
promoting the carear developmant of smployses with disabilities
through aducation and ewarenese workshops and by providing funding
for ratraining and redaploymant of these employees. The project is
dasigned to be "portabla” and is suitabls for other fedara! institutions.
In 1993/94 the projact arranged 3 corporate essignments {2 mela, 1
fernala) and in 1994/95 tha projact arranged 8 essignments {4 male, 4
ferala).

Focal Points have been esteblishsd in Human Resourcas Operations
Division {saa item 1.4}, ona is for Employaas with Disabilities, the
other, for Aboriginal Employeas, Their role is to merkat designeted
group employeee, saak out positions for those whose tarms will expire,
es well as provide advice regarding the selection procsss. Tha Focal
Points work closaly with the two SMIF’s for Employees with Disabilities
and Aboriginal parsons. .

The Referenca Guide for Employees with Dis-
ahilitiss will be made available to employees
through the Employee Resourcs Centre. Tha
final release of the Study Rsport and Action
plan is schaduled for the Spring of 1995.

Continue the SMIF project to provida support to
smployses with disabilities. Davelop tha infre-
structure to continue tha projact i.e. focal point
for merkating emplovyaes, the tools to dasign
rehabilitetion plans tailorsd to individual needs,
rapository of information on racruitment pro-
grems, opportunitias for latsral and upwerd

“mobility, identification of training and technical

aids, msans to encourage changas in corporate
culture. Prepara quartarly and yaer end
reports, '

Continus tha role of the Focal Points in Humen
Resourcas Dsvelopment Division.

The final report is being prepared by the
initial msmbars of the Project Teem.

The work on the SMIF projact is being
conducted by tha Project Manager, with
tha support of a focal point Staffing Officar
assignad from Humen Resourcas Oper-
etions Division.

HROD

Examina the recommendations
put forward in the report and
develop initietives to implement
thase.

It is anticipeted, that thsre will
be an on-going requirement for
this service. It will be necessary
to raquast authorized continuad
funding through tha long term
planning process.

Reviaw tha role of the Focal
Points end make adjustmants as
nacassary.

2.7 Participation of designated group mem-
bers in developmental asaignments

Saverel employeas were nominated and two smployaes, {ona male and
one fsmala) wera chosan to participate in tha PSC/CCMD Leadership in
Diversity Program in 1994-95,

Four employees hava besn nominated for the
tsadsrship in Diversity Program, Ons division,
international Trade, has offersd the program en
assighment opportunity at Statistics Canada.

Tha EE and HRP Ssction of Human
Resources Developmant Division publicizes
programs which ers eveileble.

Emphasize support for this pro-
gram if it is stili offarsd.

2.8 Eatablishing a Mentoring Program to
aasist employees in career develop-
ment

A proposal to implemsnt e mantoring program for all staff has been
preperad and discussad. Tha request for such e program cama initially
from some of tha designetad group employaes.

Take stepe to have a Mentoring Program
approved snd subsaquantly implament the
ptoposal, crsate an inventory of aanior man-
agers willing to act eg mentors and trein tham
to act as mantors.

Maentor/Coech Workgroup.

Evaluate the effectiveness of tha
Mentoring Program,
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2.9 Encoursging employees to upgrade
their education at the post-secondary
level.

The University Csrtificata Program is offared to all amployees in collsb-
oration with tha Univarsity of Ottaws and Carlaton Univarsity. For
thosa anrolied in tha progrsm, the agency covars tha cost ol tuition
fesa end books, and grants participants office timse to attend courees.
Cradita obtained while perticipating in tha Univarsity Certificete Pro-
gram can be applied toward a degres at these universitien. Cartificatas
in Economice, Sociology and Population Studies ara awarded for
succassful complation of four full or aight haif courses (or a combin-
ation tharaof). in 1994/95 almost 3.5% of thosa anrollad in tha pro-
gram ware from the designatad groupa, [other thsn womsn). A total of
13 employeas received University Certificatea in 1994-95, 69% of
which wars woman. in 1994-95, 60% of employeaa anrollad in the
program wers woman.

Continue to encoursge employee to upgrads
thair aducation at tha post-sacondary laval.

Meonitor and analyza tha participation of dasip-
natad group mambere in the University Certifi-
cate Program.

Statistice Canada Training & Devalopment
Committea & Product Champions assigned
to this program. ’

HRDD

Continue to ancouraga employ- “
ees to upgrade their aducstion at
the post-seacondary laval.

Augment the number of coursas
avaiiabla to employseae through
tha Univarsity Cartificata Pro-
gram.

2.10 Meking training available to facitats
the participation of employees who
have family responsibilities or family
needs.

Some esssione of the Middia Mansgemsnt Courss which normelly hava
modulas hald outsids tha National Capital Ragion, have been held insida
tha NCR, to facilitata the participation of amployeas who hava family
responsibifities or othar circumetancee that maka it difficult for tham to
ba away from their homea for tha duration of tha couresa..

The Middls Managament Davelopment Program has baan eubatantially
modifisd. Ths program now consiste of two day information and work-
shop eeesions targeted et 200 smployaas and hald in the NCR. The
sacond portion ie & mora intensive program targeted at 15-20 middle
managera who will coma together to develop an action plan for corpor-
ate igssuee. Tha ready accese to such information and tha natworking
made poesibls through thie information sharing benefite all groupe.

The Survay Support Cartificata Course which waa created in consulta-
tion with employeee to provide support staff with a comprehensiva
ovarview of survey taking and devalops thair ganaric work ekills and
personal growth. In 1994-35 ths courea was offarad 10 timas, and
174 participante participated {117 woman, & visibls minorities and 3
paracne with dieabilitise).

Continus to facilitate the participation of
ampioyaea who heva family responsibilities or
special naada.

Assese tha change in the Middla Managamant
Developmant Program.

Continue to ancourage amployeas in support
positions to upgrada thair skille basa.

Examina the potsntial of a eacond laval of
Survey Support Coursa, thie time focusad on
computsr oriantetion to make staff mora com-
puter [iterata,

Training and Developmant Committee with-
in Statistice Canade and the entire Training
and Dsvalopmant infraetructura.

Continua to facilitate tha pertici-
pation of employees who hava
family rasponsibifitias or special
naede.

Continue to encourage amploy-
aas in support poeitiong to
upgrade thair ekille bage.

2,11 Examining the Access to Training to
identify imbalances so that training
may be distributed fairly among our
empioyees.

An Analysis of Accase to Training was conducted in the Summar of
1994. The Analysia examined antry lavals, major groupa at spacific
carear lavele, ag well as tha training expariance for individuals ovar a
thraa yaar pariod. Ths Analysis idantifiad that cartain imbalances from
pravious yaars had bsan addressed and it idantified araas in which
imbalancee need to ba monitored to ensure fair accese to treining.

Monitor thoee areas whars training ehara imbal-
ances wara idantified.

Follow-up and conduct an Analysia of Accees
to Training to idantify whather corractive action
ie required to eliminate imbalancee,

HRDD

Continus to aesase the access to
training and devetop tha maane
to ensure appropriata dietribu-
tion.

Maks managamant mora awara
of the distribution of training.
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3.1 Review of dapartmental policies and
practices to ansure that they are not an
impediment to a supportive environ-
ment

The Employmsnt Equity Committes chaired by a ssnior manager, and
composed of Directors, Directors General, an Assistsnt Chief Ststisti-
cian, Regional Office representatives, Human Resourcss Staff and
other nominatad stsff meets monthly to provide policy advice and
suggestione to enaure equitabls rapressntation and treatment of
amployaes in dasignatad groups. Tha EE Commitiee reports to the
Humen Reeources Davalopment Sub-Committaa and to the Human
Rasources Davalopmsnt Committee. The EE Committee, it'a Sub-
Committees for aach dasignated group (chaired or co-chaired by a
member of tha deaignated group) and ite work groupe continuaily
raview dapartmsntal policies and practices to reduce impadimante to a
supportive anvironmant. The Committse structurs is part of the
Agsency’e strategy to involve the widest erray of managers so thet
Employmasant Equity principlee ars incorporated into day-to-day opsr-
ations, thus creating an environment that ie conduciva to smploymsnt
and caraar apportunitias for all employaes, including those from the
dasignatad groups. Refsr to Saction 5.2 for an elaboration of the
Committes Structure.

Continue activitiea of the Employment Equity
Committee, it's sub-committess and work
groups.

Revisw and maodify the structure and mambar-
ship of the committae, ae neceeaary.

Employment Equity Committee,

Continue Committse Structure.

3.2 Identification of physical accommoda-
tion arrangements which will facllltate
the integration at Ottawa Headquarters,
of designated groups

Architectural changes have baen made in consuitation with Public
Works snd ths Sub-committas on Disability Issues. Accessibla wash-
rooms hava besn installed on eech floor of ths R.H, Costs Building.
Ramps hava hasn installad at all thres building sntrancse to increass
accessibility. ’

Technical sida hsva bssn purcheeed to facilitsta the intsgration of all
employsee in tha workplacs. Individual divisions purchaes equipmsnt
from thsir own budgat, while large tickst itsms era purchassd by ths
Agency, upon formal requeat from the individual division. Corporata
funding in excesa of $10,000 was provided for ths purchasa of equip-
ment and software and installation, asesssment and training from
Adoptive Computar Technology Csntra (Environmant Canada) for two
smployses. A furthsr $1,000 was providsd for enothsr employaa to
usa a Comfort Keybosrd.

Thara is a Tslecommunicationa Dsvica for the hearing-impaired (TOD/
TTY) in the Statistical Refaranes Cantra in Hsed Office to anable
hesring-impaired psraons to call, toll-frea, from acrosa Canada for
statistical information. In sddition esven other ssrvice arsas and ona
survsy area offars this dsvics,

Continue to examine tha physical accommoda-
tions required and put forward propoeale which
will provida a supportiva physicel anvironment.

Expsnd ths emsrgsncy alarm psger systsm to
includs sxtra pagsre for unususl circum- -
atencas.

Evaluate the administrative proceduras used to
abtain various accommodation arrangemente.

Bsttsr publiciza the availability of such accom-
modation arrangsmente,

Sub-committee on Disability lssuaa

EE and HRP Ssction of HRD

Ths SMI Project on Msnaging in A Diverse
Waoarkforce will gid the publicity of the TDD.

Continus to meke physicel ac-
commodations which will foster
a eupportive environment.
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Employees who need a TDD/TTY are suppliad with one for their use.

Accommodation arrangements ara made to fecilitate the integration of
amployaas in tha workplaca {e.g. personal attendent cara contracts for
services hava baan signad, technicsal aid purchasad, speciel distary
requiramants arrengad, snd work echadulas rearranged for religious
practicees).

The Referance Guida for Employaas with Disabilitiaa haa been put on
tha ICN to battar inform employeas of tha availsbility of accommoda-
tioh arrangaments.

Heating impaired employass hava amargency slarm pagar for use
during amergancy situations.

Continua to maka reasonabla eccommodationa
to integrate all employass.

Evaluata administrativa procadures used to
obtain various accommadation arrangements.

Expand tha smargsncy pagar systam to include
axtra pagars for unusual circumetancas.

HRDD as Coardinator.

HRDD as Coordinator

33

Provision of a physical space allocated
for an Employes Resource Centre
which will enable employees to accasa
information on services and opportun-
ities

An Employaa Resource Cantrs has racently bean constructad within
tha Library. Tha Cantra contains a8 multituda of reeourca information
for all amployaae, such as Job Alart, Staffing Precticas, Employmant
Equity Minutes, SCAN, Persannal Bulletins, Training Cetalogua and
Schedules, vidsoe, atc. Tha ERC opanad April 25, 1995,

Tha Statistica Canada Training Instituta, which opened in Juna 1893,
houeas an array of classrooma end syndicata rooms to facilitate
training within the Agsncy. Tha dasign of the Institute providas for
accommodations for thosa with spacific nasds. During 1994-95
clasgrooms wara usad for eoma 793 days of training.

Publiciza tha earvices of tha Rasourca Centra
to sll amployase including thosa on sick |save
and laavae without pay.

Continua to support the Statistics Canada
Treining Instituts

Employea Rasource Csntra/Communications
Warkgroup.

Stetistics Cenade Training Institute

Continue to support the ERC.

Continua to support the Training
Inatituta
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3.4 Alternative work patterns

A numbsr of flaxibla work patterns ara avatlable to amploysss, includ-
ing: compreased work week, job-sharing, part-time amploymant and
talework.

A Guide to ths Flexible Work Program has bean preparad. Tha docu-
ment discusses tha various types of flaxwork options, their guiding
principlas and advantages and disadvantagea. It further outlines the
affact of pay and banefits of part-time work.

Pilot Telework programs havs been introducad in aeveral diviaions.

A study of talawork ravealad that as of July 20, 1994, 1.3% of Statia-

tica Canada’a indeterminate population heve sterted telework arrange-
ments. Women composs the lergest percentaga of taleworkers, ac-
counting for 70% of all telaworking arrangsments. Of theas, 40% are
junior profassionals, 40% ere senior profaasionals and 20% ere et ths
support igvel,

A briaf study of Part-time Employment was conducted in 1994-95 to
examing the occupational and subjact-area diatribution of part-time
work. The study revealsd thet batwaan 92/93 end 93/94 part-time
work daclinad from 8% to 7% (indeterminete and tarm). In 1993/94,
4.7% of tha Scientific and Profassional groupe were amployad on e
part-tima besie, 4.1% of Adminigtretive end Foreign Service, 4.7% of
Technical and 12.8% of Administrativa Support and Oparetional.

Continus to encouraga alternativa work pat-
tserns whera feasibla.

The Guide to the Flexible Work Program will ba
forwarded to Policy Committee for approval. A
communicetion strategy will ba put in placa to
aansitiza managemsnt to altsrnate work pat-
terns. Consultetion will taka with union repre-
ssntetives. A Documant will bs prepsrad for
employeas. Case studies will ba devaloped as
axempias. Articles will be prepared for SCAN,
and edvertising put in placs to sncourege alter-
nativa work pattern optiona and maka tham
better known to managsrs and employaea.

Report on tha monitoring and evaluation of tha
pilot Telework project.

Continue to sxeming telawork figures

Create an inventory of mid-leve! positiona
suitable for part-tima amployment.

Continua to examine part-time empioymant
figuras.

Altarnative Work Patterns WorkGroup

HRDD

HRDD

Continus to maks altarnativa
work pettarns availabla whare
feasible.

3.5 Services offered 1o employeas to craate
a more supportiva work environment

Thara is an on-sita day-cere centra.

Two full tima Employee Assistance Coordinatora ara available in tha
NCR. During 94-95 the issue of funding was exeminad so thet this
aarvice would be available to the regional offica. This service will be
aveilabla in some regions through contracta with Health Canede.

Sign Language Courses [ASL and LSQ) coursss are offared to
employees during working hours so thet thsy cen communicata affsc-
tivaly with daaf collasgues. In 1994-95 16 perticipants participated in
in-house sign lenguege coursea.

Continue Dey-Cere Cantra

Continue tha Employes Assistancs Progrem
end taka steps to ensure thet the program is
fully oparationai in esch ragione! offica.

Continue to offer courses according to
demand.

Dey-Care Cantra

SMIF Projact Proposal Team

Stetistics Canada Trsining Institute.

Continue Day-Cara Centre

Continue the Employee Aseis-
tance Program and examine
evailability of services in ths
Region.

Continue noon-hour information

seasions.

Continus to offer courses accor-
ding te damand.
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36

Use of Technology to Open Employ-
ment Avenues for Employees with
Disabilities

Tha Atlantic Region, having recently convartad to 8 computarized
method of interviawing and an associated "elactronic™ method of
moving assignments back end forth between intarviewars, hes been
abla to hire end train a physically disablad employee {mobitity impeirad)
&6 an interviawar. The initiativa achiavad a high leve! of quality at no
extra cost.

The Atiantic Region is examining the feasibility
of hiring a Visually impaired Intarviawar with
the usa of special epeech eynthesizing soft-
ware and hardware.

Atlantic Ragion,

3.7

Use of Employee Opinion Survey to
obtain employae feadback

The second Employee Opinion Survey will be
conducted in thie fiscal year. Tha responses of
members of the designated groupe will be
compiled and comparad to those from non-
designatad groups to idantify specific con-
cerns.

Employee Opinion Survey Projact.

Anslysie of EQS results. Develop
recormmendations.

3.8

Information offered to employeas to
maka thelr environment one in which
thay have the opportunity of working
to their full potential.

An information session was presented to make women mora awara of
sacurity when travelling alone,

Research on chitd-cara services and emergsency child-cara aarvices has
baen conducted.

Additional information sessions will ba con-
ductad on a numbar of topics.

A committee will examina the poseibility of a
support system for single parants. An infor-
mation seesion on etreet proofing is ptanned.

Other issues will be addrassad in tha upcoming
year.

Family and work sub-committaa of tha \Wo-
man’s lssuas Committee.

Women's Issuee Committaa and its work-
groupe. Women's Information Natwork.

3.9

Eliminating harasament in the
workplaca

Stetistice Canada has a policy of zero tolerance for Harassmant in tha
Workplace. The number of Haressment Coordinatore has incraasad to
gix in tha NCR, with the regions having 8 Harasemant contscts. Both
Harassmant Coordinstors and contacte hava baen trained by the
Agency. Coordinatore hava had additional training in Conflict Rasol-
ution-Mediation. [nformation Sessions have been presanted on Harass-
mant, and an article has appeared in SCAN, Statistics Canada’s bi-
monthly employee newepaper. In 1994, tha play "l didn't do any-
thing™ was preeentsd to a larga STC audiance, and the performance
wae foilowed by discussion of harassmant in the workplace, {gee item
4.2).

A project review update and implamentation of
Statistics Canade’s changas to tha Harassment
Policy will be undertaken to ensure thet it is in

line with tha new Policy.

Noon-hour information seesiong will ba held to
inform employees about tha Hgrassment Pol-

icy.

EE Sub-committae

Continue to implemant tha
updated policy.
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4.1 Adapting attitudee and behaviours to
new workplace realities. Spreading an
awareness of the systemic obstacles
and sensitization to legitimate
employee needs through techniques of
making divereity a part of day to day
operations.

A proposal undar tha Spacial Measures Innovation Fund has baan ap-
provad for funding for fiscsl years 94-95 and for 95-96 for tha projact,
"Managing a Divarsa Workforce Project (Supervisor’'s Workshop and
Employaa Seneitization Session}. To data the SMIF project has:

- published a hendbook on diversity, Managing a Divarss Workforce;

- published a rsferencs manus! on managament tachniques relating to
diversity, Tips for the Msnager in a2 Divarse Workforca;

- davaloped, piloted and conductad a ona day trsining psrticipstive
workshop, ssnsitizing menagars and supervisors to the techniques
of working with divarsa amployaes snd cliants. The workshop is
now being conductad across Canads.

- davalopad and prasantad a 1/2 day Diversity Awareness sassion,
Working in a Divarse Workforcs which is in tha procaes of being
given to all employeas;

- Devetopad vidaos, using STC employaas as actors in tha scanarios,
relating to STC context. This was an innovative activity in tha light
of lack of availahility of sppropriate fedaral material and the unsuit-
ability of American producad vidaos, for course objectivea;

Tha workshop on Managing A Diverse Workforce is being prasantad to
managars. A total of 11 sessions wera presentad in 1994-95, soma
191 managars and auparvisote recaivad this training. Df tha training
given, 7 of the 11 sessions ware conductad in tha Ragions whara 175
amployaes received trsining. At tha and of April 1995, e further 9 aes-
sions (157 amployses) had baan conductad, 5 of which wera in the
NCR. During 1994-95, 11 sassions in Wotking in a Diversa Workforce,
7 of which wara in the ragions, had bsen held. A total of 175
amployeea participated in thasa awarensss sasgsions in 1994/95.

Two employeea with dieabilities who developed s workshop to help
employess relata to parsons with disabilities and presanted it to tha
senior exscutive committaa and were subsequantly namad "Employeas
of tha Yaar” in 1993, have put forward a proposal for SM! funding to
deliver the workshop to STC employees. ’

Recruitmant Sensitization Sessions wara hald for ES, CS and MA inter-
viewers, invelving discussiona, panal prasentations and a sansitization
quiz, (sea 1.5).

Continua to conduct tha two workshope.

Monitor and evaluata the projact sctivittas.

Submit the proposal for funding and initiata tha
project.

Continue to sansitiza racruitars

A sansitization briafing for internal selaction
boards is to ba daveloped.

Sansitization briefing too! will ba davalopad for
familiarizing axtarnal instructors snd trainars,
who present coursag at STC. Tha tool will
familiariza them with our EE objactivas snd
goals for working in a diversa workforce.

Tha Managing in a Divarsa Workforca SMIF

projact.

SMIF Projact Proposal Team.

Managing a Divarsa Workforce Projact

Managing a Diversa Workforce Project

HRDD in consultation with Managing a
Diversa Workforca SMIF.

To ansura the impact of this initi-
ativa in the longar term, training
efforts will naed to be focussad
upon reinforcing reference ma-
terials and daveloping modulas
for inclusion in ongoing courses
{such as tha course for Supervi-
sors and the Managemant Deval-
opmant Program for Middle
Managars).

Marketing tha teaching mathodo-
logy & tha practical & adaptabla
content to othar anvironmants.

Continue sensitization of
Racruiters

Implament usa of the briefing
tool
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4.2

Information eessicns for emplsysse to
famiiarize them with the EE program
{inctuding awareness days).

Each year some 150 manegars and suparvisora are axposed to Em-
ployment Equity and Managing Diversity as psrt of menagemant and
supearvisory training progrsms.

The Supervisory Course which hee en EE Componsnt has been mod-
ifisd slightly to reflect the initiatives of the SMIF project.

EE hae bsen addraseed at tha annual Sanior Management Conferance
and at 8 number of Figld Mansgemant Conferences.

Articles on Employment Equity appear in evary iesue of tha Statistics
Canada bi-monthly employaa newspapar, SCAN, and in the monthly
Pereonnel Bullatin.

To commamorate Internatione! Women's Week a play "l didn't do
anything”, waa parformsd March 8, 1994, by e bilingual Ottawa based
thaatre company, Passionate Balanca. Tha play, which attracted a
large audianca, wsa followed by discusaion groups on harasamant in
the workplaca {rafer to itam 3.8).

Intarnational Women's Week wae further highlighted by a confarence
March 17, 1994 by Mre. Michale S. Jean, Dsputy Minister, Health
Cenada. The conferance was entitlad "From History to Herstory”.

Intametional Womean's Day in 1995 was ¢slebrated with e spaach -
March 13, 1995, Mrs. Ruth Hubbard, entitlad "You just don't under-
stand”.

In racognition of tha 1994 National Accaes Awareness Waek [Intagrat-
ing Paraons with Disgbilitias), e full dey of information kiosks, demon-
atretions, videos, wheelchair basketball, etc. faeturing players from tha
1992 Parelympica in Spain, tha 1994 Perelympics in Norway and
raprssentativas from the Ontario Special Qlympics, was hald. The
evant was entitlad "Sports end Pareons with Disabilitias”.

An information session entitled "Listen Upl” waa orgenized by tha staff
of the Study on Disability lssuas end ths talk given by Colleen Welker
of tha Cenadien Hearing Society.

Certificetas of appreciation were preaanted to those who contributed
significantly to thesa avants.

Continua Ermployment Equity module in man-
agemeant and suparvisory training programs.

Develop e module on Aboriginal Issuee to be
incorporated into the Suparvisors Course snd
for the Middle Menagement Davalopment
Course.

Continue to discues Employment Equity at
other confarences and mastings.

Continus to supply articles for SCAN and the
Pereonnel Bullatin,

The STC Employment Equity Plen will ba dia-
seminated to employeas via - ICN, and in the
Employss Rasource Cantra.

International Women's Day will bs celebrated
with epaakars, information booths snd work-
shopa March 8, 1996, Judge Absalla has baan
invitad to spaak, as has Monica Boyd. Cathy
Cotton will speak on woman's progress at
Statistics Canada. Réjaan Lachapalle will
spaak on population policy in Quebac. Infor-
metion booths will be set up in the cafeteria
and workshops wili ba hald to highlight what
wornen at Statistice Cenada can do and heve
dons.

On June 1, 1995, in recognition of Nstional
Accass Awereness Waak, there will ba e full
dey of axhibits, demonstrations end informe-
tion kiosks conducted by Stetistics Csnada
employeas and outside organizations such ae
Vocetional Rehabilitstion Sanvices, Disebled
Persons Community Resources.

Training and Development Section of HRD
Division

Prairie Region.

Humen Reeources Davelopment Division

The Women'a lesuae Committee, tha Em-
ploymant Equity Committas and the Wo-
men's Information Natwork.

Continua to conduct information
eessions to familiarize employess
to the EE program.
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4.3 Cross cultural informetion sessions for
ali employees, especiaily managers

International Day for tha Eliminstion of Racial Discriminstion was high-
lighted by exhibits, cultural songa and dences and athnic foods. Dr.
Dmytro Cipywnyk, Prasident of tha Canedien Ethnocultural Council
gavs a conference on "Working Togsther in a Diversa Workforce.

Aboriginal Awareness Week waa celebreted on Mey 24, 1994, by e
presentetion on Aboriginal Culture preaentad by Bernsrd Assiniwi, and
a preaentstion on Aborigins! Spirituality by Noel Knockwood. Presen-
tatione were alao made concarning the Aboriginal Peoplea Survey by
Adela Furrie end e praaantetion on the 1991 Canaue, by Alain
Cragheur A traditionsl Aboriginal menu wea eveilable in the cafataria.

Aboriginel Awereness Week is to be marked
this year with & guest spoesker on May 23,
1996, Dr. Vincent Tookensy of Health
Canada, will be e guest spaaker. Ths csfeteria
will serve treditional Aboriginel fare and crafta
will be on sale.

HRDD and the Aboriginal Pecples Commit-
tee

4.4 Consultation with union representatives

Employment Equity ia diacusaed aa an ad hoc item et joint union
management committee mestinga.

The 1995-96 Employment Equity draft plan wae discussed with
representstivee and presidents of Union locals,

Continue to discuss Employment Equity et the
joint meetinge of union and managsment.

Committee of Union and Manegement
arranged through Staff Relations Dfficer.

Continue to discuss Employment
Equity et the Joint Committes on
meetinga.

4.6 Dissemination of the Empioyment
Equity Plan

The STC Employmant Equity Plen will be diseaminated to employees
via the Internal Communicationa Network {ICN} and the Employee
Resource Centre.

Continue to make the EE Plan available to
employees.

HRDD

Continus to mske the EE Plan
available to employees.

4.6 internal consultation mechanisms bene-
fit by the participation of members of
designated groups in the dacision mak-
ing process.

The Employment Equity Committee, the majority of whom bslong to
designated groups, its Sub-committees for each designated group
{chaired or co-chaired by a member of the designated group) end its
active work groupe continually review departmental policiee end
precticae to reduce impediments to an environmant which supports
divereity, (aee iteme 3.1 and 5.2).

All employees were imvitad to participete in the Employment Equity
Sub-committees for Women, Visible Mincrities and Aboriginal Peoples,
and their work-groupe.

Membere of the Sub-committee on Disability lsaues were selacted to
repreaent a variety of disabilities end circumstances.

The Sub-committees mset regularly to discuse iaauee releted to each
group and recommend aolutiona to addresa them.

Continue activitiea of the Employment Equity
Committes, ita Sub-committaea and ita work
groups.

Review and medify ae necesssry the structure
and membership of the Employmant Equity
Committes, its Sub-committees and its work
groups.

Continue the activities of ths Employment
Equity Sub-committess.

The Employmant Equity Committee and ite
Sub-committeea and work groupa.

Continua the activitiaa of the EE
Committee end ita sub-commit-
tece and woik groups.
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4.7

Information sharing for members of
designated groupa on the EE program
and specific departmental measures
applicable to each group.

Membsrs of the designated groups are contected by mail, to inform
them of matters of particular interest to them and to sand information
on behalf of the Sub-committee for the designated groups.

A system hes been esteblished to msintain contact with smploysea on
leava of absenca or extended pariods of laavs, to keep them abreast of
information. Monthly copies of SCAN, Job Alert, Organizationat
Changea, Psrsonne! Bulletin and Announcements are mailad to
smployaes absent from the workplece.

The Employee Resource Cantre within the STC Librsry contsins s
multitude rssource information for employess (Ses 3.3).

Continue using appropriate means of communi-
cation to inforrm membars of designated
groups.

Evaluate the mail out progrem.

Continue to publiciza tha sarvicas of tha
Resource Centrs to all employees including
those on sick leava and leave without pay.

A brochure outlining verious ssrvicss, such es
Career Counselling, Employee Assiatance,
CAD, ths Employee Resource Centre and the
SMIFs, and contact peints is to be devaloped
and distributed to smployees during the 1/2
day Managing Diversity awarenesa sesaion.
Ths brochure will be made available in elec-

. tronic format on the ICN, and will ba aveilsbla

in the Employee Resource Centre.

Human Resources Development Division

Emptoyment Equity & Human Resources
Planning Ssction, HRDD

Employee Resource Centre/Communications

Workgroup

Employment Equity end Human Resources
Planning Section of HRDD.

Continue using appropriate
means of communication to
inform members of designated
groups.

Continue to support the ERC.

4.8 Description of methods used to encour-

age gelf-identification and results
obtained.

Each new employse is given the opportunity to self identify.

During 1994/95 Statistics Canada worked in conjunction with Tressury
Board Sacratariat to try to link Census data end definitions with ths
new TBS Self-identification form.

All new employaes attend an Orientstion Session which includess a
module on EE.

Self identification is sncouragad through awarensss activitias organ-
ized by Sub-committees for the designated groupa as well as through
articlae in SCAN (the bi-monthly employae nawspaper) and the Month-
ly Personnal Bulletin.

Examine strategies to encourage salf-identifica-
tion,

A project will be put in place to captura Ssif-
identification data from sscondary sources
including appticstion forms, to achieve a more
accurate nurnericel count of designated group
employess at STC.

Encourage self identification when the new
self-identification form is evailgble from TBS.
Put a project in placa to make employeas more
aware of gelf-identificetion.

Continue EE module in the Employee Orienta-
tion session.

Continue awarensss activitiss,

HRDD with HROD.

Human Resources Dsvelopment Division.

Human Resources Development Division.

Sub-committses for the designated groupe.

Humen Resources Development Division.

Continue to encourage self-idsn-
tification.

Continue EE module in Employee
Orientation Session.

Continue ewareneas activities.
Continue to captura self-identifi-

cetion date through secondary
sources,

Continue sfforte to encoursge
sslf-idsntification.
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4.9 Transcription of information into alter-
native format

A project will be undertaken to essess ths
need for sltsrnative format matsrial, determine
cost and availability and leve! of demand for
various alternatives and identify priorities for
availability of alternativa format material,

Marketing Division

4.10 Furthering employee awareness of
Employment Equity Issues in the
Workplace.

Ssveral recant middle management level competitions hava piloted tha
use of "the ebility to menaga a diverse workforce™ es an elemant in
tha stetemsnt of qualificetions and have includsd an Employment
Equity related question in the intsrnviaw portion of the competition.

All gsnsric competitions include en Employmant Equity slement in the
Statement of Qualifications, and an Employment Equity related quas-
tion in ths intervisw portion.

Reference material has been made availabla to candidetss to prepara
for Employmant Equity questions on competitions.

Continue to include Employment Equity in tha
Stetement of Qualifications and interviaw por-
tion of competitions, and monitor effective-
nese.

Mora comprehensive, catalogued rafarence
material will ba mada available to candidates in
the new Employaa Rasource Csntre.

Managemant involved in compatitions

The Employse Resource Centre

Continua to include EE ae a topic
of assessment in compatitions.

Continua to make boerd rsfer-
encs material on EE sveileble
through tha ERC.
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5.1 Integration of EE Objectives into overall
human resources planning and into
manager’s oparational pians

A saction on Employmant Equity initiatives for each of ths dasigneted
groups and rasulte ie and must be included in each Divisional Program
Rapaort.

A Divisional Program Raport ia required to be submitted to the Chiaf
Statisticisn on a ragular basis. Tha Program Report includaa e eynop-
sis on swarsness gsassions conducted, access to training for desig-
nated groups, career development, recruitmsnt, promotiona, flsxibls
work patterns, initiativas takan subssqusnt to the Employee Opinion
Survey, and follow-up to Exit Interviaws. Each Program Raport also
outlinas smploymant aquity plans for the upcoming yaar. Program
Rsports are reviawed by the Chief Stetietician and faadback ie pro-
vided on each Report.

Ofticial Languagas raprasantatives preparad reporis basad upon the
oha-on-onhe discussions held during Annual Visits to Diractore. The
Raports provided an outlina of Employment Equity issues and strat-
egiee. The Chiaf Statistician and Sanior msnagers are briafad on
thesa discussions and rsports.

Divisions will continue to be accountebla for
employment equity initiativas implsmsnted in
thair divisions and will raport on such in their
Divisional Program Raports.

Continua Annual Visits to Diractors and the
brisfing of senior menagamant on tha raeults of
these visits,

Individuel divisions ara rasponsible for reg-
utarly preparing Program Reports.

Officiel Lenguages Officers are responsibla
tor conducting annuel visits and prapsring a
raport on thess visits.

Continus to include Employment
Equity in Divisional Progrem
Report.

Continua Annual visita.

6.2 Establishmant of an Employmant Equity
Committee Structure to facilitate the
integration af ampioyment equity prin-
ciples into day-to-day operations,

Tha unique committee structure employad st Stetistics Canede to an-
courage ths commitmant end involvemant of managemsnt in human
rasources initiativas ansurss that Employment Equity is intagrated
with other Humsh Rssources programe, i.e. rscruitment, training,
dsvslopment, awards etc. Grass roote committses develop specific
proposals and projects to addrese direct nseds, The proposals are
discussed at the Employmeant Equity Committee or other focal com-
mittges such as Treining and Devalopment and subsequsntly for-
wardad up for racommandstion through the Human Rascurces Devel-
opmant Sub-committea which acts ae a decision-making ccordination
centra for a numbsr of HR Committsag, It is the ovarview of this
sub-committee that ensure that Employmant Equity objectives ara
integratad into overall HR planning. Tha H.R.D. Sub-committaa
controls the Aganda of tha HR Committaa, or Policy Committea as it
sits to axemina HR iesuss. Policy Committee givds the final approvs!
to proposals, {see item 3.1).

Continue this structure,

Human Resources Davslopmant Committee.

Continus to intsgrate Employ-
ment Equity with other Human
Resources programs and initiat-
ives,

Inctusion of EE performance In perform-
ance reviews of senior managers.

|| 5.3

Employmsnt aquity is includad in the criteria used for tha psrform-
ance rsvisws of ssnior msnagers. .

Continue to includs Employment Equity in the
critsria ussd for the performance reviews of
BeMNOr managers.

Msnegamant.

Continus to include EE in the
critaris used for the performance
appraise! of ssnior menagers.




STATISTICS CANADA - EMPLOYMENT EQuUITY REPORT AND MULTI-YEAR PLAN - FY-95-96

PaGe 21

Topic

Achiavements for 1994-9%

Activitias and Goala for 1995-96

Responsibllity Centre

Goals for 1996-97 and 1997-98

6.4 Inclusion of EE in Audits

The PSC Audit conductad in 1992 hed two specific racommendationa

to H.R. Managemant at STC:

a) that stetemente of qualificationa be ecrutinized towarde the aim of
snsuring fairnees in the sslection processss;

b) opportunitiee for promotion should be improved by holding &
competition es eoon ae a position is known to be vacant, or where
this is not poseible, using equitable procedures such as rotating
employees to fill it temporsrily. Both recommandations have bssn
addressed,

i} by a workgroup which reviswe eelection processes {see 1.2)
and

ii} by the use of generic competitions (see 1.4) when antici-
patory etaffing can be used to fiit vacanciea and by the use
of the ELOD bridging program (eee 2.3) which will provide
treining, developmant end expetiencs e¢ that vacancisa can
be filled.

The PSC Audit concludsd that STC has estabiished e structure
conduciva to tha commitment end participation of managers in
reaching EE objectivaa (sae items 3.1 and 5.2). Tha EE Committee
was identified es one of the most activa.

Continue the role of the Review of Selaction
Procesass Workgroup.

Continue the uss of generic competitions

Take steps necessary to impisment the ELOD
bridging program (See 2.3)

Revisw of Selection Process Workgroup

ELOD Workgroup of EE Committee

Continue Review of Selection
Process Workgroup

Dsvelop a plan to sssess the
ELOD

6.6 Approval and implementation of the
Employment Equity Ptan

Ths 1994-95 and 19295-86 Empioyment Equity Pian hes been dis-
cussed and approved for implementation. Psrformance has been
monitored through regular reporte to the Human Resources Develop-
ment Sub-committee and through quarterly reports to the Humen
Resourcse Davelopment Committea.

Tha Empioymsnt Equity Plan will be raviewad,
updatad and axtended aa appropriate Perform-
ance will be monitored through regular reports
to the Human Resource Development Commit-
tee end through quartarly reports to the Human
Rasources Development Committes.

HRDD in conjunction with Committea Struc-
ture

Continue to monitor goale and
achievements.

5.6 Managers attend external courses on
Diversity Management and share ideas,

Seversl aenior managers attended sxternal empioymant equity
courses in 1994-95,

Continus manegement sttendsnce and participa-
tion in sxternal courses as well as the Statistics
Canada workshop on Managing e Diverse
Workforce,

Msnagement.
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C. NUMERICAL TARGETS

Objective: To determine the lavel of echievement for each designated group

Topic - Achievements for 1994-95 Activities and Goala for 1996-96 Reaponsiblity Centre Goals for 1296-27 and 1997-98 "
A graphical review of the achievement of Achisvemeante compared with targats hava baan analyzad for the Work towerd new tergets. Aaaasa progress. Humen Rasourcaa Davalopment Division Continua to work towerda ter-
numerical targets for each designated group. period 1986 through 1995 end ara prasantad in tabular form. Raport progress to managamant. monitors progrese, gata.

Employment Equity targets for racruitment and promotions for the years 1995 to 1938 have baan provided by Treesury Boerd Secratiariat.

Recruitment Targats

Recruitmant tergsts ere the propartion of naw racruita who, other thinga baing agual, might normelly be expected to coms from the employmant aquity dasigneted groups. The data nacaaaary for tha calculation of thaaa targets are generatsd form thrae aources:
(1) the Cansua of Canada, for information on women, visibla minoritias and Aborigina! peoples; (2) tha Haalth and Activity Limitation Survey (HALS), for information on paraona with disabilitiea, end {3} the Govarnment of Cenada’a Population Reporting File for
informetion on tha number of employees by occupetionet group in government depertments. Informetion from tha 1991 Cenaua and HALS constitute external availability aatimetes, i.e. parsons in the Canedian workforce who have tha ekills end experisnce suitabla

for occupations in the federal Public Sarvice (PS).

Promotion Targets

Promotion targste era tha share of promotions which, other thinga being equal, might normally be expectad to accrua to parsons in the designatad groups. They are bassd on intsrnal availability, that is tha proportion of peraons in the Public Sarvice who ere in the
employmant squity deasignated groupa. Internal availability indicatee the size of a pool from which qualifiad amployeea could be drawn for movement into progreaaivaly aenfor occupatione) groups end levele.

Promotion targsts for the employment equity dssignated groupa ara equivalsnt to intarnal availability in the non-manegement occupational categoriea. For woman, promotion targeta (aa for racruitmant) ara aat by occupational category. Promotions within some
occupational groups - for axample, FS (Foreign Service} and LA (Law) ara almoat entirely self-contained; hence the feadar pools are easily determined. in othars, for example, the Program Adminietration and Administretive Servicaa groupa in the Administrative and
Foreign Service Category, thare are promotional movementa from other arsas such aa form the Economics, Sociology and Statiatica group in the Scientific end Profeasional Category and from the Claricel end Regulatory group in the Administretive Support Catagory.
Tha proceaa of determining appropriate feeder pools is bessd on historical promotion patterns of cross-category movement for tha Public Service aa a whole.

The Executive Group {EX)

Tha feader pool for entry into the Executive Group comprises peraona at the equivalent of executives {e.g. Senior Scientiata) and those et the two levela immediataly below the EX group (referred to ea "feader groups”), for the Public Service es a whole. The
reprasentation of persons form the deaignated groupa in this pool constitutea recruitment targats for antry into the Executive Group. ‘

Commencing April 95 thare are no longar targets for promotions within the EX category.
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Cumulative rates 04/94 to 03/95
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Treasury Board Monitoring Reports
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C.2 Statistics Canada -
Representation
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Statistics Canada -
Representation - concl’d

Representation of Women in the MA Group

Representation of Women in the S| Group 1986 - 1995 Indeterminate Only
1986 - 1995 Indeterminate Only
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