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Message from the President of the Treasury Board 
As the President of the Treasury Board of Canada, I am pleased 
to present the Treasury Board Secretariat’s 24th Annual Report 
to Parliament on Employment Equity in the Public Service 
of Canada. 

This issue remains a Government priority as we mark the 30th 
anniversary of the first Employment Equity Act. We must have 
a diverse public service that is representative of the population 
it serves, so that all Canadians can see themselves in their 
government. 

This report describes the ongoing progress made by federal 
departments and agencies in achieving this goal. It shows, 
for example, that overall, the designated groups under the 
Act — women, Aboriginal peoples, persons with disabilities, 
and visible minorities — exceed estimates of their workforce 
availability within the core public administration. 

While we have made progress, we still have work to do. In particular, we need to address the 
representation of these groups in the senior ranks of the public service and harness the enormous 
potential of Indigenous youth — our largest and fastest-growing demographic. 

We know that diversity and inclusiveness are fundamental to a high-performing public service. 
That’s why, last November, I officially launched the Joint Union/Management Task Force on 
Diversity and Inclusion to recommend measures for moving forward. New thinking, innovative 
approaches, and keeping up with the evolving expectations of our citizens are fundamental to a 
successful working environment. But above all, diversity and inclusion can lead to better 
decision-making and better results for Canadians. 

I want to thank those who are working across the public service on this priority. 

I invite all parliamentarians and all Canadians to read this report. 

 

The Honourable Scott Brison  
President of the Treasury Board 

  

 

The Honourable Scott Brison 

President of the Treasury Board 
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Introduction 

Reporting to Parliament 
The Employment Equity Act (1996) requires that the President of the Treasury Board report to 
Parliament on the state of employment equity in the core public administration. The purpose of 
the Employment Equity Act is to achieve equity in the workplace by correcting conditions of 
disadvantage in employment by identifying and removing barriers to employment experienced 
by members of the four designated groups: 

 women 

 Aboriginal peoples 

 persons with disabilities 

 members of visible minorities 

This report outlines employment equity results and progress achieved for the 2015 to 2016 
fiscal year. 

Governance and accountability 
Accountability for employment equity is a shared responsibility across all levels and sectors of 
the public service. The Office of the Chief Human Resources Officer of the Treasury Board of 
Canada Secretariat works closely with key stakeholders to achieve success. Stakeholders are as 
follows: 

 Employment and Social Development Canada 

 responsible for the Employment Equity Act 

 responsible for monitoring compliance and submitting a report to Parliament on the 
status of employment equity in the federally regulated private sector 

 responsible for assessing compliance of federal contractors 

 Public Service Commission of Canada 

 responsible for identifying and eliminating barriers in recruitment and staffing 

 responsible for developing policies and practices that will continue to help ensure that 
equity group members are well represented in the federal public service 

 reports annually to Parliament on its employment equity activities, including progress 
on employment equity in staffing and recruitment 

 Canadian Human Rights Commission 

 responsible for conducting compliance audits of all organizations subject to the 
Employment Equity Act 
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 bargaining agents 

 work with each federal organization to develop and implement an employment 
equity plan 

 ensure that the collective agreement does not negatively impact on members of the four 
designated groups 

Treasury Board of Canada Secretariat 
On behalf of Treasury Board as the employer, the Treasury Board of Canada Secretariat and the 
Office of the Chief Human Resources Officer are responsible for the administration of the 
Employment Equity Policy, as it applies to the core public administration, as defined below. The 
Secretariat monitors and reports on the representation levels of the four designated groups in the 
public service and is the centre of expertise on employment equity, leading or partnering on 
initiatives to address specific issues for the designated groups. 

Core public administration 
The Employment Equity Act prescribes that this report cover the portions of the public service of 
Canada set out in Schedules I and IV of the Financial Administration Act. There are 
66 departments, agencies and commissions that comprise the core public administration and for 
which the Treasury Board is the employer (see Table 1 in Appendix A). The statistics in this 
report include only employees working for these organizations, which totalled 181,674 on 
March 31, 2016. 

Data on persons in designated groups 
To ensure the consistency of data presented in this report, the Office of the Chief Human 
Resources Officer uses information on all employees for whom the Treasury Board is the 
employer, in accordance with Schedules I and IV of the Financial Administration Act. Since the 
2011 to 2012 fiscal year, the executive category includes data on the LC Group (Law 
Management Occupational Group) in its total workforce, which must be taken into consideration 
when comparing data historically. 

All tabulations, other than those for women, contain data obtained through self-identification. 
The completeness and accuracy of employment equity data for the core public administration 
depend on the willingness of employees to self-identify and on federal organizations providing 
opportunities for them to do so. This data is provided voluntarily by employees and maintained 
separately and confidentially in the Employment Equity Data Bank by the Office of the Chief 
Human Resources Officer and, where applicable, through the self-declaration of individuals 
applying to the public service through the Public Service Commission of Canada’s Public 
Service Resourcing System. 
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A reconciliation process is carried out each year by the Office of the Chief Human Resources 
Officer, the Public Service Commission of Canada and the core public administration to ensure 
that information derived from the Public Service Resourcing System, the Employment Equity 
Data Bank, and incumbents’ files harmonizes with the information from departmental sources. It 
is important to note that employees, including those hired as students or as casual workers, are 
given an opportunity to provide this information when they are hired and during departmental 
self-identification surveys or other campaigns. Employees may also complete a self-
identification form, available from their departmental employment equity coordinator or 
available in an online human resource management system, at any time. 

Advancing employment equity: a collaborative approach 
Collaboration is key to promoting and supporting employment equity efforts. In addition to 
working with organizations that have a legislated role in employment equity, the Office of the 
Chief Human Resources Officer maintains a broad range of complementary partnerships with 
various stakeholders, including the Canada School of Public Service. 

Building on these partnerships, the Office of the Chief Human Resources Officer continues to 
share information and collaborate through various forums and other groups, such as the 
Interdepartmental Network on Employment Equity, the National Staffing Council and the 
Human Resources Council, to leverage knowledge and activities toward employment equity 
objectives in the federal public service. 

Employment Equity Champions and Chairs Committees and Circle 
The Employment Equity Champions and Chairs Committees and Circle were established in 2011 
by the Clerk of the Privy Council to support public service employment equity objectives, by 
serving as a forum for networking and sharing of employment equity best practices among 
departments and agencies. 

Committee composition 
The Employment Equity Committees are composed of Champions and Employee Network 
Chairs from departments and agencies from across the public service of Canada. Each 
Committee is chaired by the respective Employment Equity Deputy Minister Champion, 
appointed by the Clerk of the Privy Council. 

Where federal organizations do not have employee network chairs, they may select a chair or 
working-level representative. 
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Committee activities 
In the 2015 to 2016 fiscal year, the Champions and Chairs Circle for Aboriginal Peoples, the 
Persons with Disabilities Champions and Chairs Committee, and the Visible Minorities 
Champions and Chairs Committee explored a wide range of issues, such as the results of the 
2014 Public Service Employee Survey, the sharing and promoting of best practices in 
employment equity, and leadership development. 

The year was a transitional period with the appointment of new Deputy Minister Champions for 
both the Champions and Chairs Circle for Aboriginal Peoples and for the Persons with 
Disabilities Champions and Chairs Committee. 

Each Deputy Minister Champion reported on the priorities, progress and emerging issues of their 
committee and circle to senior management and in letters to the Clerk of the Privy Council. 

Champions and Chairs Circle for Aboriginal Peoples 
In the 2015 to 2016 fiscal year, the Champions and Chairs Circle for Aboriginal Peoples focused 
on creating a healthy workplace for Aboriginal peoples by working on three key areas: 
recruitment, retention and development. As a result, a consensus was reached on the main 
recommendations for a shared path forward that established Aboriginal leadership development, 
mentoring, and improving the dissemination and communication of best practices as key 
priorities. In line with these priorities, the Champions and Chairs Circle for Aboriginal Peoples 
hosted presentations on departmental initiatives such as the Aboriginal Leadership Development 
Initiative at Indigenous and Northern Affairs Canada and the Aboriginal Mentoring Pilot Project 
at National Defence, and provided opportunities for members of the Champions and Chairs 
Circle for Aboriginal Peoples to share best practices in employment equity. 

Persons with Disabilities Champions and Chairs Committee 
In the 2015 to 2016 fiscal year, the Persons with Disabilities Champions and Chairs Committee 
continued its contribution to the implementation of Blueprint 2020 by sharing and promoting 
best practices, exploring issues regarding mental health, and identifying potential tools for 
federal organizations. Committee members participated in and were consulted on issues and 
initiatives with respect to access to technology, such as mobile applications and devices available 
for persons with disabilities, and the inclusion of accessibility considerations when procuring 
goods, services and facilities. The Committee supported the celebration of the International Day 
for Persons with Disabilities by taking part in a national panel conference on December 3, 2015. 
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Visible Minorities Champions and Chairs Committee 
In the 2015 to 2016 fiscal year, the Visible Minorities Champions and Chairs Committee 
identified two priorities for the next two years: fostering an inclusive and respectful workplace 
and encouraging career development. The objective of fostering an inclusive and respectful 
workplace is to promote an inclusive workplace culture that embraces diversity and is free of 
harassment and discrimination. The objective of encouraging career development is to examine 
ongoing issues concerning the lack of developmental opportunities and access to language 
training opportunities for members of visible minority groups. 

Joint Employment Equity Committee 
The Joint Employment Equity Committee provides a national forum that includes the Treasury 
Board of Canada Secretariat, the Public Service Commission of Canada, bargaining agents and 
departmental representatives. Other partners that have employment equity and diversity 
responsibilities or expertise, including youth representatives, may be invited to collaborate on the 
development, implementation and revision of policies and practices throughout the public service 
that may impact on designated groups under the Employment Equity Act. 

The Joint Employment Equity Committee acts as the National Joint Council’s vehicle for 
employment equity and diversity analysis, and provides the National Joint Council with input on 
employment equity and diversity, as well as advice and recommendations on emerging policies 
and practices in the federal public service. 

During the 2015 to 2016 fiscal year, the Joint Employment Equity Committee spent time 
redefining its mandate. Under the redefined mandate, set to be released in the 2016 to 2017 fiscal 
year, the Committee will focus its work on establishing employment equity and diversity as a 
cultural cornerstone within the federal public service. The Committee also provided input into 
the Public Service Employee Survey and on a new direction in staffing, which is the Public 
Service Commission of Canada’s revised Appointment Delegation and Accountability 
Instrument. It also diligently worked on developing an Employment Equity Flow Chart, which 
will map the lay of the land for employment equity in the federal public service. 

Results and analysis 
As shown in Figure 1, as of March 31, 2016, all four employment equity groups exceeded 
workforce availability. This level of participation has occurred for the fourth year in a row. 
Although some gaps remain in executive positions for women, members of visible minorities and 
Aboriginal peoples, strategies to improve recruitment, development and retention in senior 
leadership programs are currently underway. 
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Figure 1 shows that overall, the public service is representative, but that a gap remains in 
executive positions for three of the groups. 

Figure 1: portrait of the public service in the 2015 to 2016 fiscal year, 
overall and for the executive category 

 

Public service renewal 
In the 2015 to 2016 fiscal year, 12,557 new employees joined the public service of Canada and 
13,358 employees were promoted: 

 three of the four designated groups showed an increase in hiring. The proportion of employees 
hired in the fourth group, persons with disabilities, decreased from 3.5% to 3.3% 

 all designated groups showed an increase in promotions, the largest increase being among 
visibility minorities, who made up 15.7% of the employees promoted, up from 14.3% 

Employees under 35 
The representation of members of employment equity groups among younger employees (those 
under 35) differs from their representation in the public service as a whole: 

 representation of women under 35 is 56.1%, which is higher than the representation of the 
designated group in the public service as a whole (54.4%) 

 members of visible minorities under 35 account for 18.3% of all employees under 35, higher 
than the representation of the designated group in the public service (14.5%) 
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 representation of Aboriginal peoples under 35 is 4.4%, lower than the representation of 
Aboriginal peoples in the public service (5.2%) 

 representation of persons with disabilities under 35 is 2.6%, lower than the representation of 
the designated group in the public service (5.6%) of all employees 

Highlights by employment equity group 
Refer to Appendix A for detailed statistical tables. The technical notes in Appendix B provide 
further workforce1 information on the data for persons in the designated groups, along with 
definitions of terms used in this report. Figures 2 to 5 show a snapshot of the status for each of 
the designated groups. 

                                                 
1. The core public administration workforce includes indeterminate employees, term employees of three months or 

more, and seasonal employees, except seasonal employees on leave without pay at the end of the fiscal year. 
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Figure 2: representation of women 
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Figure 3: representation of Aboriginal peoples 
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Figure 4: representation of persons with disabilities 
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Figure 5: representation of members of visible minorities 

 

Conclusion 
Overall, employment equity representation levels in the public service have exceeded workforce 
availability for the fourth year in a row, but more can be done. 

The Treasury Board of Canada Secretariat will continue to respond to barriers and develop 
strategies to improve the development and retention of members of the designated groups, as it 
has done through initiatives such as the Indigenous Youth Summer Employment Opportunity, 
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which provides Indigenous youth with access to public service jobs and support measures to 
improve retention. 

Looking ahead, in order to build on our successes and move forward, employment equity 
analysis should go beyond general representation rates to uncover and address gaps in 
specific areas. 

A focus on improving the integration of data from different sources, including information 
gathered from the annual assessment of management practices and performance in the public 
service and the Public Service Employee Survey, can provide a more comprehensive picture of 
employment equity in the public service and help identify further barriers to employment. 

As we pursue objectives in employment equity, we also recognize that there is also a broader 
discussion taking place on diversity and inclusion. The decision to create a Joint 
Union/Management Task Force on Diversity and Inclusion was made in January 2016. This Task 
Force will: 

 define diversity and inclusion in the public service 

 establish the case for diversity and inclusion in the public service 

 recommend a framework and action plan for diversity and inclusion in the public service 

The Treasury Board of Canada Secretariat will continue to collaborate with partners to ensure 
that appropriate governance and resources are in place to provide support and guidance to federal 
organizations on matters related to the designated employment equity groups, to achieve an 
equitable and diverse workforce. 
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Appendix A: statistical tables 
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Table 1 
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Table 1 continued 
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Table 1 continued 
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Table 1 continued 
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Table 2 
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Table 3 
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Table 4 
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Table 4 continued 
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Table 5 
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Table 6 
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Table 7 
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Table 7 continued 
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Appendix B: technical notes 
This report includes information on indeterminate employees, term employees of three months or 
more and seasonal employees, with the exception of seasonal employees who are on leave 
without pay at the end of March for each fiscal year. No information is reported on students or 
casual workers, except in cases where they were subsequently hired as indeterminate employees, 
for terms of three months or more, or as seasonal employees before the end of the fiscal year. 
Employees on leave without pay, such as those on care and nurturing leave and educational 
leave, are not included in these tables. 

Statistics in this document also exclude Governor in Council appointees, ministerial staff, federal 
judges and deputy ministers, who are also on the public service payroll. 

The statistics of separate employers, covered under Schedule V of the Financial Administration 
Act, are not included in this report. Under the Employment Equity Act, separate employers that 
have more than 100 employees (for example, the Canada Revenue Agency and the Canadian 
Food Inspection Agency) are required to provide their reports to the Office of the Chief Human 
Resources Officer of the Treasury Board of Canada Secretariat only for the purposes of tabling in 
Parliament at the same time as this report. 

Reports on employment equity in the Canadian Armed Forces and the Royal Canadian Mounted 
Police are prepared by those organizations and are also tabled in Parliament at the same time as 
those of separate employers. To view the employment equity reports of these organizations, 
readers can visit their websites or contact them directly. 

Data notes on persons in designated groups 
As required under the Employment Equity Act, annual reports to Parliament present information 
for the fiscal year beginning April 1 and ending March 31. To ensure the consistency of data 
presented in this report, the Office of the Chief Human Resources Officer uses information on all 
employees for whom the Treasury Board is the employer, in accordance with Schedules I and IV 
of the Financial Administration Act. 

Since the 2011 to 2012 fiscal year, the executive category includes data on the LC Group (Law 
Management Occupational Group) in its total workforce, which must be taken into consideration 
when comparing data historically. 

Definitions 
Aboriginal peoples 

Persons who are Indians, Inuit or Métis. 
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casual workers 

People hired for a specified period of no more than 90 days by any one department or agency 
during the calendar year. Casual workers are not included in the representation figures. 

designated groups 

Women, Aboriginal peoples, persons with disabilities and members of visible minorities. 

hirings 

The number of staffing actions that added to the employee population in the past fiscal year. This 
includes indeterminate and seasonal employees; those with terms of three months or more; and 
students and casual workers whose employment status has changed to indeterminate, terms of 
three months or more, or seasonal. Hirings measure the flow of employees into the public service 
and may include more than one staffing action per person per year. 

indeterminate employees 

People appointed to the public service for an unspecified duration. 

members of visible minorities 

Persons, other than Aboriginal peoples, who are non-Caucasian in race or non-white in colour. 

persons with disabilities 

Persons who have a long-term or recurring physical, mental, sensory, psychiatric or learning 
impairment and who: 

 consider themselves to be disadvantaged in employment by reason of that impairment or 

 believe that an employer or potential employer is likely to consider them to be disadvantaged 
in employment by reason of that impairment 

Included are persons whose functional limitations owing to their impairment have been 
accommodated in their current job or workplace. 

promotions 

The number of appointments to positions at higher maximum pay levels in the past fiscal year, 
either within the same occupational group or subgroup or in another group or subgroup. 
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seasonal employees 

People hired to work cyclically for a season or portion of each year. 

self-declaration 

Voluntary information provided by applicants in appointment processes for statistical purposes 
related to appointments and, in the case of processes that target employment equity groups, to 
determine eligibility. 

self-identification 

A collection of employment equity information, voluntarily provided by employees, for 
statistical purposes in analyzing and monitoring the progress of employment equity groups in the 
federal public service and for reporting workforce representation. 

separations 

The number of employees (that is, indeterminate, terms of three months or more, and seasonal) 
removed from the public service payroll, which may include more than one action per person per 
year. Separations include employees who retired or resigned, or employees whose specified 
employment period (term) ended. 

tenure 

The period of time for which a person is employed. 

women 

An employment equity designated group under the Employment Equity Act. 

workforce availability 

For the core public administration, refers to the estimated availability of people in designated 
groups as a percentage of the workforce population. For the core public administration, 
workforce availability is based on the population of Canadian citizens who are active in the 
workforce and who work in those occupations that correspond to the occupations in the core 
public administration. Availability is estimated from 2011 Census data, and estimates for persons 
with disabilities are derived from data, also collected by Statistics Canada, in the 2012 Canadian 
Survey on Disability. 




