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This section provides information on the distribution of Industry Canada’s workforce by occupational group as of After slow declines in numbers in recent years, the EL and TI groups have
March 31, 2003 and March 31, 2002. stabilized.
4 The table below indicates the two largest occupational groups within each of
Industry Canada's Major Occupational Groups Rty CA Rt
co = et O e it
CR ; Group % Group %
cs 7Y
g { %;"7 % hgb CB co 58.9 AS 10.1
J 0
EN c}’ \D\\f‘ IPC co 51.1 AS 17.0
ES p)
T TPC co 55.8 AS 15.6
SG
EX
= B hcos. LB s SITT Co 31.0 EN 15.3
@ Atlantic co 242 EL 23.2
Pacific EL 32.7 CR 27.3
SE B3, il R L 44 DA
Quebec EL 26.4 co 19.8
The Department’s workforce is spread over 35 different occupational groups. This reflects the broad scope of the : o s 722 : b. s . 3

Department’s mandate and strategic objectives.

, _ OPS-HQ T T ST
«  The CO, CR, AS and CS are the dominant groups at Industry Canada, accounting for 58.0% of the total workforce. o s T R TSI

The CO group remains the largest group, with 1,363 employees (22.7%); this population has increased by 4.3% (+ 58
employees) in the last year and 13.9% over the past two years. For the third year in a row, the CS group had the highest
growth rate (12.9%), reflecting the trend towards greater use of IT systems and electronic delivery of programs and
services. Over the past two years the CS group increased in size by 27.9%. Other significant growth was observed in U | e R o TR U Rl o, U Gl . Y
the SG (21.3%), IS (17.4%) and ES (5.2%) groups. Min/Ott AS 40.6 CR 163

The second largest group is the CR group, with 862 employees representing 14.3% of the total workforce. The ST —

group has continued its decline in numbers, down 27.8% since March 31, 2002 and 50% since March 31, 2001.
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This section discusses the representation of women and men across departmental organizations.
At 3,040, women are a slight majority (50.5%) in the Department, up very slightly from 50.1%, March 31, =
Sertars Nen % Women 2002. Representation of women at Industry Canada is slightly less than that observed in the Public Service as
R s B a whole (52.9% - March 2003). ¢
H The highest representation of women in the Department is in the Human Resources Branch (80.3%). Women .
IPC 28 19 59.6 are also represented at levels greater than 60% in Investment Partnership Canada (IPC), Office of the

Superintendent of Bankruptcy (OSB), Headquarters of the Operations sector (Ops-HQ), Comptrollers Branch
(FIN), FedNor and the cluster of smaller organizations, Min/Other.

TPC 36 46.8
T pre- R On the other hand, representation of women is lowest at Measurement Canada (23.4%) and CRC (26.1%).

Consistent with last year, women are well represented throughout the provinces of Canada with a range of
27.6% in Newfoundland to 53.6% in Manitoba (not considering PEI, qurrently with no employees or NWT
which has only three Industry Canada employees).

103
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Prairies 88 69 56.1

8
IS

OPS Total 1374 1297 51.4

62.7

IC Total 3040 2977 50.5
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EmPloyment E(E'tz G"rouzs (cont'd)

The following tables allow a comparison
of the distribution of all employment
equity groups across regions and working
levels.

Industry Canada’s visible minority
representation meets or exceeds
workforce availability (WFA) in four
regions; NCR, British Columbia, Alberta
and the Atlantic provinces.

Both Aboriginals and Persons with
Disabilities are well represented in all but
one region; Saskatchewan and Quebec
respectively.

Saskatchewan

Women are well represented in all IC Total

regions. Source: TBS - March 2003 and PeopleSoft March 31, 2003
*Atlantic provinces include: NB, NS, NFLD and PEI. NWT is not included due to its small population.
Representation of Employment Equity Group Members by Working Level (WKL)*

o -= ey = R NS
EX . —--
EX equivalent ~--
EX minus 1 -— --— i ke (s L o --—
EX minus 2 IS LR U T S 9 181 100 394 140 402
Intermediate SR BN e 2oy Y R UHE TRGET Tl 0N SRR (R A e
Support/Technical 1653 290 42 362 25 90 32 54 106 213 64 -—=
Developmental 760 133 15 13§ 21 --— g3 TR FRAEE. T R
IC Total UsToz 1000 112 100 20 256 100 45 497 100 &7 2819 100 494

*Please refer to annex 2 for the definitions of each working level.

Representation of Employment Equity Group Members by Region

Aboriginal Peoples are not well represented at
the EX and EX minus one levels. Representation
of Aboriginal Peoples at the developmental level
improved to 2.1% of the working level from
1.4% as of March 31, 2002.

Persons with Disabilities appear to be equitably
represented and distributed at all levels except
the developmental level.

Persons in a Visible Minority group are
distributed in a way that shows under
representation at the EX level and EX minus one
level and favourable weighting at the EX minus
two and developmental levels.
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Linguistic Profile (cont’d)

First Official Language
of Employees by Working Level

¥ English .. French

IC Total

Over all representation and the relative representation of the two first official languages across
working levels and occupational categories groups has changed little over the fiscal year.

Fifst Official Language of Employees
by Province

¥ English | French

First Official Language of Employees
by Occupational Category

¥ English | French

Percent

Admin & FS

Adm. Support

Sc. & Prof.

Technical

IC Total







ége of the DeEartment’s Workforce

Industry Canada’s average age of 43.2 years is similar with the whole of the Public Service
(March 2002) at 43.3 years, and is essentially unchanged from the previous year. The average age
has remained essentially steady since March 31, 1999 (43.2) despite turnover and growth in the
population. The average age varies across organizations from a low of 40.2 years in Consumer
Affairs to 46.7 years in the Quebec region.

Age Distribution by Organization

*Source: TBS March 2002

Most (47.0%) of the Department’s employees fall within the intermediate age group, which is
between 35 and 49 years of age. The 50 years and over group represents 29.1%, an increase of
0.4% from the previous fiscal year, while those below 35 years of age represent 23.9% of
employees (an increase of 3.7% over the past two years).

Below is a graph identifying the Department’s employees in five year age bands compared to the
Public Service. Industry Canada has a greater proportion of its population under the age of 35
compared to that of the Public Service while the Public Service has a greater portion of
population between the ages of 35 and 49. The growth in the population of those 50 and older is
expected as the baby boom generation continues to advance into this age bracket. The
departmental population growth has largely resulted from recruitment weighted to the under 35
age group resulting in a more flattened age distribution profile compared to the Public Service on

Age Distribution (%) of Industry Canada
in Comparison to the Public Service

March 31, 2002.
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ﬁe of the Derfrtment’s Workforce (contd)

Note that on the working level age distribution graphs the percentages for each gender run to 100% showing the relative distribution, not the actual numbers of each

gender in each age band. .
4
Age Distribution for the EX plus Age Distribution for the EX Minus Two Group o
EX Equivalent Group by Gender by Gender

I Women [ Men

) Women | Men

Percent 559

Percent

22 04

<3S years <35 years 35.- 49 years 50+ years
Age Distribution for the EX Minus One Group Age Distribution for the Developmental Group
by Gender by Gender
i Women [ ] Men I Women ) Men
Percent

o o - <35 years 35-49 years 50+ years
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Paid Leave at Imlustzz

This section presents information on the utilization of paid leave in the Department. Paid leave
refers to certified sick leave, uncertified sick leave and other paid leave (which includes family-
related leave and personal leave). Annual leave is not considered here.

In 2002-2003, Industry Canada employees used an average of 12.0 days of paid leave, broken
down as follows: uncertified sick leave (5.2 days), certified sick leave (2.9 days), and other paid

leave (3.9 days).
Average Paid Leave Utilized
for 2002-03
00 Uncert.Sick Wl Cert.Sick [l Other
1C 1996-97 104 dlyl
IC 1997-98 9.9 days
1C 1998-99 9.4 days
1C 1999-00 9.2 days
1C 2000-01 8.9 days
1C 2001-02 9.8 days
1C 2002-03 12.0 days
PS 1998-99 10.9 days
PS 1999-00 11.0 days
PS 2000-01 11.3 days
PS 2001-02 ¥ 10.0 days

Comparison of the use of leave among organizations and for inferring employee morale or job
satisfaction should only be done with considerable caution. Extended periods of illness by one or
two people in an organization can significantly alter average use. As well, the different leave
provisions in collective agreements may affect sector averages depending on the number of
employees subject to a particular collective agreement in a given sector.

Used Paid Leave by Working Level

Days

S

120

Average utilization of paid leave (12.0 days) is higher than the previous fiscal year (9.8 days).
Compared to the Public Service as a whole (10.8 days in 2001-02), Industry Canada employees
take more leave. The apparent increase in the use of sick leave and other (non-vacation) leave

may be a consequence of more assiduous recording following the introduction of the on-line

leave system. Reported leave has increased at all working levels compared to 2001-2002 data.
The use of paid leave in the Department varies from one organization to another. The range is
12.6 days, from a low of 7.9 days in Technology Partnership Canada to 20.5 days in Operations-

Quebec.

Used Paid Leave by Organization
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Promotions

Promotions provide employees with career progression and higher pay, elements often linked
to the organization’s ability to recruit and retain employees. The following three pages
highlight some of the promotion data.

In 2002-2003, 667 Industry Canada indeterminate and determinate employees (11.3%) # Women # Men # Total
received a promotion, an increase from the previous year (9.4%) and similar to the population ; e
in 2000/2001 (11.9%).

Employment Equity Group Promotions

Rates of promotion for employment equity groups were also analysed. However, due to their
small numbers and the ability to easily identify individuals, the data table was not included.
Nevertheless, an overview can be provided. 14.7% of Aboriginal employees were promoted
in fiscal year 2002-03, higher than 7.3% in the previous year. 13.7% of visible minorities
received promotions compared to 10.0% in fiscal 2001-02. The group of persons with
disabilities were promoted at a rate of 10.5%, compared to 6.0% last fiscal year. Note that
overall the rate of promotion across Industry Canada was up from 9.4% in fiscal 2001-02 to
11.3% in fiscal 2002-03. Based on the data for those who have self-identified, Aboriginal
Peoples were promoted at rates higher than other employees for three of the past four years.
Visible minorities were promoted at higher rates than the department overall in each of the
past four years. Person with disabilities received, on average, more promotions than other
employees in two of the past four years. The results for Aboriginal Peoples and Visible
Minorities are, in part, accounted for by the higher distributional weighting of these two
communities in lower working levels where, generally, there are more promotional
opportunities.

Further details on promotions are provided over the next two pages.

Wcrlhg Level % of IC

EX equivalent

EX minus 2 171 16.9
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Annex |

Organizations within Industry Canada

Industry Portfolio

Major Occupational Categories and Groups

-

We have divided the Department into three components: 1- sectors, 2- operations,

and 3- corporate services. X
Executive

1- Sectors
Consumer Affairs (CA)
Competition Bureau (CB)
Communications Research Centre (CRC)
Policy Sector (POL)
Investment Partnership Canada (IPC)
Technology Partnerships Canada (TPC)
Industry Sector (IS)

Scientific and Professional

Spectrum, Information Technologies and Telecommunications (SITT)

2- Operations
Atlantic
Ontario
Pacific
Prairies
Quebec
FedNor
Aboriginal Business Canada (ABC)
Canadian [ntellectual Property Office (CIPO)
Office of the Superintendent of Bankruptcy (OSB)

Administrative and Foreign
Service

Measurement Canada (MC)
OPS-HQ includes: Corporations (DG)
Programs & Services
Strategic Planning & Policy Branch
Trade & Operations Branch
Office of the ADM of Operations

Technical

3- Corporate Services
Chief Information Office (CIO) Administrative Suppert
Communications Branch (CMB)

Human Resources Branch (HRB)
Comptroller's Branch (FIN)
Minister’s Office/Other (Min/Other) includes: Minister’s Office Operational

Office of the Deputy Minister

Office of the Associate Deputy Minister

Corporate Secretary

Business Law

Office of the Ethics Counsellor

Audit and Evaluation

EX

EN

ES

SE

SG

CR

ST
GL

GS

Executive

Engineering and Land Survey
Economics, Sociology and Statistics
Scientific Research

Scientific Regulation

© Administrative Services

Commerce
Computer Systems Administration
Financial Administration

Information Services

¢ Personnel Administration

Program Administration
Engineering and Scientific Support
Electronics

Social Science Support

Technical Inspection

Clerical and Regulatory

Secretarial, Stenographic and Typing
General Labour and Trades

General Services
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