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Message from the President of the Treasury Board 
As President of the Treasury Board, I present the 29th 

annual report to Parliament on employment equity in the 

public service of Canada for fiscal year 2020–21. 

The year was marked by hardships stemming from the 

ongoing COVID-19 pandemic and forced many of us to 

come to terms with uncomfortable truths and significant 

representation gaps in our workforce. Our public servants 

have stepped up and I commend them for the progress 

made despite the many challenges faced, but there still 

remains work to be done. As the country’s largest 

employer, we are committed to building a diverse, 

accessible, and inclusive federal public service that truly 

reflects the population we serve. These principles support 

employment equity, as outlined in the five areas of focus for the public service regarding 

diversity and inclusion i and the 2021-22 Deputy Minister Commitments on Diversity and 

Inclusion.ii 

I truly believe that a diverse, accessible, and inclusive public service improves outcomes for all 

Canadians. To that end, we are continuing our efforts to create a federal public service that sees 

our differences as our strengths, and one that provides all public servants with a deep sense of 

belonging so each individual can contribute to the fullest of their capacities. We will continue to 

collect and share dataiii that gives a more accurate picture of representation gaps and invest in 

career pathways of our diverse workforce.   

Indeed, important progress continues to be made:  

 The Government remains committed to hiring 5,000 new employees with disabilities by 2025 

to help improve the representation rate of employees with disabilities at all levels of the 

federal public service.  

 We are supporting the review of the Employment Equity Act to ensure appropriate benchmarks 

for diversity and to address systemic barriers in the public service.  

 Important programs like Mentorship Plus and the Mosaic Leadership Development Program 

are helping us become a more diverse, inclusive, accessible, and representative workforce 

within the public service. 

We will continue to listen to the diverse voices of our employees and learn from their lived 

experiences to create a workplace that is truly inclusive for all.  

 

The Honourable Mona Fortier 
President of the Treasury Board 

https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/diversity-inclusion-priorities-public-service.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/diversity-inclusion-priorities-public-service.html
https://www.canada.ca/en/privy-council/programs/appointments/governor-council-appointments/performance-management/dm-commitments.html
https://www.canada.ca/en/privy-council/programs/appointments/governor-council-appointments/performance-management/dm-commitments.html
https://www.canada.ca/en/treasury-board-secretariat/services/innovation/human-resources-statistics/diversity-inclusion-statistics.html
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We remain committed to the journey to increase the diversity of our workforce and I encourage 

you to read this report to learn how we are building a stronger public service to better serve 

all Canadians. 

Original signed by 

The Honourable Mona Fortier, P.C., M.P. 

President of the Treasury Board  
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Employment equity in the public service 
A workplace characterized by respect, dignity and equity is at the heart of one of the fundamental 

values of the federal public service: respect for people. Inherent in this value are the concepts of 

diversity and inclusion, which ensure that the public service reflects the composition of the 

population it serves and that the workplace is one where employees feel they belong and where 

difference is seen as a valuable resource and an asset. 

The Employment Equity Act designates four employment equity groups: women, Indigenous 

peoples, persons with disabilities and members of visible minorities. The core public 

administration (CPA) is making targeted efforts to ensure that the public service meets or 

exceeds the workforce availability (WFA) of the designated groups, that is, their representation 

in “those segments of the Canadian workforce that are identifiable by qualification, eligibility or 

geography and from which the employer may reasonably be expected to draw employees.” 

The Employment Equity Act is a key element of the legislative authority that ensures equity and 

justice in the public service. Under the Act, the employer is required to measure progress in 

terms of representation and continually improve the workplace experience with respect to 

employment equity. Thus, general representativeness, that is, that designated groups are 

represented proportionally overall within the public service, is not sufficient; representativeness 

must be reflected in a more profound and targeted way through various indicators.  

This report provides the following: 

 statistics on the performance of the public service in creating a representative workforce  

 examples of current activities and strategies for identifying, preventing and eliminating 

barriers to the full participation of members of the employment equity groups in all aspects of 

the workplace and the life cycle of employees within the organization  

The statistical tables in this report’s appendix present information as of March  31, 2021, for 

indeterminate, term employees of three months or more, and seasonal employees of 

organizations listed in Schedules I and IV of the Financial Administration Act (the CPA). To best 

understand the tables and data, it is suggested that the section About the data be consulted. 

Fiscal year 2020–21 saw increases in both the size of the CPA (by 14,225 employees compared 

to an increase of 10,852 last year) and the number of employees who identified themselves as 

belonging to employment equity groups, now accounting for 154,177  out of a total of 

228,245 employees, which is a net increase of 11,538. 
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According to data from the self-identification of employees and assessed against WFA, the 

targets for women and for members of visible minorities have been met or exceeded for both all 

employees in general and for executives (EXs).  

The situation is not quite as good for Indigenous peoples. While their representation within the 

CPA is at 5.2%, which is higher than their WFA of 4.0%, their share of hires at 3.8% is below their 

WFA, calculated at 4.0%. The share of promotions, at 4.9%, is higher compared to the WFA, but 

lower compared to the representation rate. The share of separations, measured at 4.7%, is lower 

compared to the share of representation within the CPA and the WFA, which is a positive sign.  

For persons with disabilities, the share of hires, calculated at 4.3%, and promotions at 4.7%, are 

below both their representation within the CPA, at 5.6% for both indicators, and their WFA at 

9.0%. While the share of separations, calculated at 6.8% is above their representation within the 

CPA, it is below their WFA. It must be noted that, as indicated in the About the data section, the 

WFA estimates for persons with disabilities increased substantially between the last two censuses 

and the Canadian Survey on Disability. This is because the 2017 Canadian Survey on Disability 

expanded the definition of “persons with disabilities” to include disabilities relating to pain and 

mental health. The self-identification data collected for the public service is currently not based 

on this expanded definition, so particular attention to this difference is required, while work to 

revise the self-identification form is expected to provide a more accurate picture in relation to 

this new definition once it has been implemented.  

That said, progress could still be made. For instance, the audit undertaken by the Public Service 

Commission of Canada (PSC), published in January 2021, revealed that some subgroups of visible 

minorities do not have the same experience as others in the recruitment processes. Persons with 

disabilities, with 5.6% representation, do not meet the 9.0% WFA for the CPA. Indigenous peoples 

in executive positions, at 4.4%, do not meet the WFA, at 5.1%. In addition, at the EX-04 and EX-

05 levels, Indigenous peoples (EX-04 at 3.5% and EX-05 at 3.8%) and members of visible 

minorities (EX-04 at 10.1% and EX-05 at 9.2%) are below their respective WFA.  

Although the gaps may be caused in part by unconscious prejudices and/or barriers affecting 

equity-seeking groups,1, iv, v it is important to remember that many concerted efforts are being 

made to address these problems and to foster diversity and value inclusion. A major challenge in 

effecting change in this area is that results are not immediately seen. The integration of change 

requires time and determination.  

 
1. The definition of “equity-seeking group” is a group of persons who are disadvantaged on the basis of one or 

more prohibited grounds of discrimination within the meaning of the Canadian Human Rights Act (Public Service 

Employment Act). 

https://laws-lois.justice.gc.ca/eng/acts/h-6/
https://laws-lois.justice.gc.ca/eng/acts/p-33.01/page-1.html
https://laws-lois.justice.gc.ca/eng/acts/p-33.01/page-1.html
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Infographic 1: employment equity in the core public administration (2020–21) 
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Announcement of the diversity and inclusion areas of focus for 

the public service 

Through the Centre on Diversity and Inclusion, the Treasury Board of Canada Secretariat has 

implemented government-wide initiatives co-developed with employees from equity-seeking 

groups to foster diversity and inclusion. It has expanded the discussion to equity -seeking groups, 

such as the LGBTQ2+2 community and networks of employees from specific visible minorities. 

This important exchange of ideas and information has led to concrete initiatives (for example, 

the Mentorship Plus program and the publication of disaggregated data) and is supporting deputy 

heads in making lasting change in their organizations. It is framed by the five areas of focus for 

the public service on diversity and inclusionvi announced in January 2021: 

1. generating and publishing data for a more accurate picture of representation gaps  

2. ensuring the right benchmarks 

3. increasing the diversity of the senior leaders of the public service 

4. engagement and awareness 

5. addressing systemic barriers 

Audit of employment equity representation in recruitment 

The PSC published an audit report on employment equity representationvii in January 2021. This 

study examined more than 15,000 job applications from 181 externally advertised appointment 

processes from 30 departments and agencies to determine where there may be potential barriers 

in the staffing system for members of employment equity groups. The conclusions were that 

employment equity groups were not represented proportionally throughout the five key stages of 

the appointment process (job application, automated screening, organizational screening, 

assessment, appointment).  

In response to the results and recommendations of the audit, the PSC updated directives on 

staffing options to increase representation. The PSC also issued three recommendations to ensure 

that barriers and biases are identified and eliminated in appointment processes:  

1. Deputy heads should review their staffing framework and practices to ensure that 

appointment processes are barrier-free for employment equity groups, including subgroups of 

visible minorities.  

2. The PSC should work with other central agencies and employment equity groups to identify 

factors in the hiring process that affect the success rate of those groups and of subgroups of 

visible minorities to implement the established solutions.  

 
2. Lesbian, gay, bisexual, transgender, queer and two -spirited, and other sex and gender identities. 

https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/diversity-inclusion-priorities-public-service.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/diversity-inclusion-priorities-public-service.html
https://www.canada.ca/en/public-service-commission/news/2021/01/public-service-commission-of-canada-publishes-audit-report-on-employment-equity-representation-in-recruitment.html
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3. The PSC should redouble its efforts to design and promote systems, tools and guidance that 

will support inclusive external recruitment processes by focusing on barrier-free assessment 

approaches. 

Generating and publishing data for a more accurate picture of 

representation gaps  

Support for departments: more disaggregated data 

The Treasury Board of Canada Secretariat has made significant progress by publishing eight sets of 

disaggregated data, thus offering a first-ever overview of the composition of 21 employment equity 

subgroups, including Black, Métis and Inuit employees, and employees with hearing impairment 

or mobility issues. This type of data responds to requests from stakeholders to facilitate more 

specific analysis. It also provides a basis for better evidence-based decision-making. These data are 

available to the public on the Human resources statisticsviii web page. In addition, a data 

visualization toolix has been put online to guide the development of departmental plans and make it 

easier to meet obligations under the Employment Equity Regulations.x The PSC has created an 

interdepartmental working group on research for employment equity experts, economists and 

statisticians to discuss and share information on barriers that affect employment equity groups. The 

PSC’s workforce macrosimulation tool projects the renewal and representation of the public 

service based on various scenarios, including employment equity representation.  

Modernizing the self-identification process 

As noted, access to disaggregated data is key to understanding the gaps in representation of 

subgroups and equity sub-issues, and to determining the measures that are needed. They are a 

condition for the effective and efficient evolution of our evidence-based policies and initiatives.  

However, our data is based on people who chose to identify. The effectiveness of the voluntary 

self-identification process is therefore essential for measuring the actual situation and the 

progress achieved. In September 2020, the Treasury Board of Canada Secretariat launched the 

Self-Identification Modernization Project to increase the accuracy of data and reduce the 

perception of the risk associated with voluntary self-identification. With this project, there is 

hope for collecting more comprehensive data for persons with disabilities and for other equity -

seeking groups. For example, the Canadian Survey on Disability conducted by Statistics Canada 

in 2017 revealed that 15.6% of the Canadian workforce are persons with disabilities. However, in 

the 2017–18 fiscal year, only 5.3% of public service employees self-identified as persons with 

disabilities, and only 2.9% self-identified as persons with disabilities when applying for a 

position. Therefore, a new questionnaire is being designed to capture more relevant data. 

https://www.canada.ca/en/treasury-board-secretariat/services/innovation/human-resources-statistics.html
https://hrdatahub-centrededonneesrh.tbs-sct.gc.ca/?GoCTemplateCulture=en-CA
https://hrdatahub-centrededonneesrh.tbs-sct.gc.ca/?GoCTemplateCulture=en-CA
https://laws-lois.justice.gc.ca/eng/regulations/SOR-96-470/page-1.html
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Senior officials responsible for employment equity, diversity and inclusion 

As part of the reset of Treasury Board human resources policies, the Policy on People 

Managementxi came into effect on April 1, 2021, and introduced the requirement that deputy 

heads designate a senior official responsible for employment equity, diversity, and inclusion 

(SDOEEDI) within their organization. The accompanying Directive on Employment Equity, 

Diversity and Inclusionxii also describes the responsibilities of SDOEEDIs. This emphasis on the 

accountability of deputy heads and SDOEEDIs highlights the importance of the employment 

equity program and the steps needed to implement it consistently and effectively across the 

public service. At the same time, members of equity-seeking groups created several employee 

networks as well as formal and informal committees. These forums offered employees 

opportunities to discuss and better understand the issues and barriers encountered by members, 

discuss best practices, and propose solutions. 

Increasing the diversity of the senior leaders of the public service 

Unite efforts to diversify senior levels 

To achieve greater representation at all levels and in all occupational groups, the Treasury Board 

of Canada Secretariat supported the creation of a pool of talented candidates at all levels of the 

public service and developed a system-wide approach for succession planning, in two streams, 

one at the EX-01 to EX-03 levels and one at the EX-04 and EX-05 levels. In September 2020, 

the Executive Leadership Development Program was modified to include a requirement that at 

least 50% of program participants from a department at the EX-01 to EX-03 levels must be 

persons with disabilities, Indigenous peoples or members of visible minorities. As a result, the 

2020 cohort was the most diverse since the program was created in 2016, with 52% of 

participants being from at least one of the most under-represented employment equity groups, 

7% being Black executives and 63% being women.3, xiii  

Creation and activities of the Centre on Diversity and Inclusion 

The Centre on Diversity and Inclusion was created in August 2020 to co-develop programs, help 

coordinate other diversity and inclusion initiatives across the public service, and support the 

SDOEEDI community of practice. One initiative launched by the Centre in 2020–21 is the 

Mentorship Plusxiv program, which supports leadership development for employees at the EX 

minus-one level and fosters access to the EX group for equity-seeking employees. That program 

improves upon traditional mentoring by adding the senior executive sponsor element.  

 
3. Treasury Board of Canada Secretariat, Letter on Implementation of the Call to Action on Anti -Racism, Equity and 

Inclusion. 

https://www.tbs-sct.gc.ca/pol/(S(io2bbrzgyhxhni553evuskf5))/doc-eng.aspx?id=32621
https://www.tbs-sct.gc.ca/pol/(S(io2bbrzgyhxhni553evuskf5))/doc-eng.aspx?id=32621
https://www.tbs-sct.gc.ca/pol/(S(e021jvamqbhco5551teiyz55))/doc-eng.aspx?id=32635
https://www.tbs-sct.gc.ca/pol/(S(e021jvamqbhco5551teiyz55))/doc-eng.aspx?id=32635
https://www.canada.ca/en/treasury-board-secretariat/corporate/organization/centre-diversity-inclusion/mentorship-plus.html
https://www.canada.ca/en/privy-council/corporate/clerk/call-to-action-anti-racism-equity-inclusion-federal-public-service/letters-implementation/5/treasury-board-canada-secretariat.html
https://www.canada.ca/en/privy-council/corporate/clerk/call-to-action-anti-racism-equity-inclusion-federal-public-service/letters-implementation/5/treasury-board-canada-secretariat.html
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Engagement and awareness  

Another initiative launched by the Centre in 2020–21 is the Federal Speakers’ Forum on 

Diversity and Inclusion,xv which provides a platform for public servants who want to share their 

expertise and lived experience. The purpose of the initiative is to increase awareness on topics 

related to diversity and inclusion and change attitudes and behaviours.  

Ensuring the right benchmarks  

The Office of the Chief Human Resource Officer (OCHRO) has reviewed the benchmarks used 

for measuring representativeness in the public service and how they could be modernized to 

reflect the current context. Given the increase in diversity in the Canadian population and 

commitment by the government to achieve a representative workforce, modernized benchmarks 

may be more effective for the federal public service. OCHRO expects more work on this will be 

reflected in the 2021–22 report.  

  

https://www.canada.ca/en/treasury-board-secretariat/corporate/organization/centre-diversity-inclusion/overview.html
https://www.canada.ca/en/treasury-board-secretariat/corporate/organization/centre-diversity-inclusion/overview.html
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Addressing systemic barriers  

Public Service Employment Act 

Following engagement sessions organized with employee networks, key stakeholders and 

bargaining agents on the experiences of members of employment equity or equity-seeking 

groups in the staffing process, the legislative reform planned for 2021 is underway (Bill C-30). 

The amendments to the Act will effectively increase the representation of equity-seeking groups 

in the public service by incorporating new requirements for assessing biases and barriers in the 

staffing process while seeking to eliminate them. The PSC is preparing for the implementation of 

the amendments by strengthening its ability to support departments. This will also have an 

impact on representativeness for the 2021–22 report. 

Employment and Social Development Canada 

In the Fall Economic Statement 2020, the government announced funding for a review of the 

Employment Equity Act. In 2021, a Task Forcexvi launched by the Minister of Labour was tasked 

with a comprehensive review of the Act, which will consider the lived experiences of women, 

LGBTQ2+ Canadians, Indigenous peoples, Black and racialized Canadians, persons with 

disabilities, and other under-represented groups in federally regulated workplaces, to ensure that 

the Act reflects the realities of today’s workplaces. The Task Force was tasked with making 

concrete, independent and evidence-based recommendations to the Minister of Labour on how to 

modernize the Act. 

  

https://www.canada.ca/en/employment-social-development/news/2021/07/government-of-canada-launches-task-force-to-review-the-employment-equity-act.html
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Women 
For several years, the vast majority of the main indicators for women have indicated 

representation rates that meet or exceed their workplace availability for all indicators. In 2021, 

women in executive positions have a share of hires (49.1%) and promotions (60.9%) that 

exceeds their WFA (48.0%). However, the share of hires does not reach the representation rate in 

the CPA (52.3%). The attrition indicator shows an increase of 4.6% between 2020, estimated at 

45.3%, and 2021, estimated at 49.9%, but does not point to anything that will threaten 

representation in the near future.  

Excerpt from the analysis of the employment process: 2021 PSC 

Audit  

The results show that, at the organizational screening stage, women had a greater success rate 

than men. This is also true for women in the other three employment equity groups (Indigenous 

women, women from visible minorities and women with disabilities). At the assessment stage, 

women from visible minorities succeeded more than men from visible minorities, and women 

with disabilities succeeded more than men with disabilities. However, Indigenous women had a 

success rate that was similar to that of Indigenous men. 
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Infographic 2: women working in the core public administration (2020–21) 
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Initiatives to support women 

Amendments to the Pay Equity Actxvii were adopted and came into effect on August 31, 2021.  

For information on pay equity, see the Equal pay for work of equal valuexviii web page.  

  

https://laws-lois.justice.gc.ca/eng/acts/p-4.2/page-1.html
https://www.canada.ca/en/treasury-board-secretariat/topics/pay/equitable-compensation.html
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Indigenous peoples 
On all indicators, the situation of Indigenous public servants is fairly consistent with WFA rates, 

with some disparities. Progress has been maintained since last year. Only the Northwest 

Territories, despite an increase in representation of ten people, is not meeting its estimated WFA 

of 29.0%, with representation of only 17.0%.  

There are notable differences between Indigenous employees and executives. For employees, the 

general representation of Indigenous peoples within the CPA of 5.2% exceeds their WFA of 

4.0%; the share of hires of 3.8% is below the representation within the CPA as well as the WFA. 

The share of promotions at 4.9% is above their WFA but below their representation within the 

CPA. As for the share of separations, estimated at 4.7%, it is above their WFA but below their 

representation. The share of EX hires, estimated at 7.0%, is well above their WFA of 5.1% and 

their representation of 4.4%. For the share of promotions for EXs at 4.7%, it is above their 

representation but below their WFA. As for the departure indicator of 4.8%, although above their 

representation, it remains below their WFA.  

In terms of salaries, Indigenous employees are almost at parity with employees in general for the 

lowest level. They are over-represented in the second and third levels, while they remain under-

represented in the category of $100,000 or more. This was also the case for 2019–20, where 31% 

of all employees fell into the $75,000 to $99,000 range compared to 34% of Indigenous peoples. 

Excerpt from the analysis of the employment process: 

2021 PSC Audit  

Indigenous candidates saw their only decline in representation during the assessment stage (a 

decline from 4.0% to 2.9%), and that decline was related to interviews. However, their 

representation rate remained stable between assessment and appointment.  
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Infographic 3: Indigenous peoples working in the core public administration  

(2020–21) 
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Initiatives to support Indigenous peoples 

Pilimmaksaivik 

In 2020–21, Pilimmaksaivik, the Federal Centre of Excellence for Inuit Employment in Nunavut, 

worked to advance measures to increase Inuit employment in the federal public service in 

Nunavut through outreach and promotional activities with Inuit people in Nunavut. This was 

done by coordinating across the federal public service, providing advice and support to 

departments and agencies, and monitoring progress. Thus, Pilimmaksaivik coordinated the third 

cohort of the Inuit Learning and Development Program, a pre-employment training initiative that 

recruits Inuit individuals for professional placements in four federal departments and agencies in 

Nunavut. In response to the under-representation of Indigenous peoples in scientific positions, a 

scientific stream was added to the cohort.  

Pilimmaksaivik supports the retention of Inuit employees in Nunavut by coordinating learning 

events and opportunities that celebrate Inuit cultures and traditions. In 2020–21, public service 

employees took part in interdepartmental learning events designed to celebrate the Inuit culture. 

Pilimmaksaivik also ensures that Inuit people in Nunavut have access to culturally sensitive 

talent management practices and opportunities for advancement. The organization indicated that 

most Inuit candidates not selected in external hiring processes were not selected because their 

resumé or application did not sufficiently meet the screening criteria (for example, education, 

experience and so on), and it is addressing the gap in education of Inuit people in Nunavut 

through the Education Support fund, which helps Inuit employees complete their post-secondary 

education. 

For its part, the Treasury Board of Canada Secretariat has begun to develop diversity and 

inclusion strategies related to, for example, the financial management and internal audit 

communities, the goods and services community, and the communications professionals 

community, and has continued to partner with Indigenous employee networks to develop various 

measures related to diversity and inclusion.  

Official Languages Centre of Excellence  

The 2020–21 fiscal year was also characterized by engagement and reflection on issues that 

affect Indigenous federal employees. Included in the initiatives are some that stem in particular 

from requests from Indigenous employees to eliminate barriers to employment due to official 

languages requirements and to better understand the scope and value of the use of Indigenous 

languages by employees in the public service. As a result, the Working Group for Amendments 

to Official Language Requirements for Indigenous Employees was created in the fall of 2020 to 

eliminate barriers related to official languages and promote career advancement for Indigenous 

employees. It is made up of the Indigenous Federal Employees Network, the Indigenous 
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Executive Network, representatives of PSC and OCHRO, and chaired by the Knowledge Circle 

for Indigenous Inclusion.  

The Working Group for the Incentivization of Inuktitut in the Federal Public Service in Nunavut, 

co-chaired by OCHRO and Pilimmaksaivik (Federal Centre of Excellence for Inuit Employment 

in Nunavut), was also created in the summer of 2020. The group examined how incentivizing the 

use of Inuktitut in the federal government workplace could help advance Inuit representativeness 

objectives.  

Finally, the Joint Committee on the Use of Indigenous Languages in the Public Service, co-

chaired by OCHRO and the Public Service Alliance of Canada, in cooperation with Parks 

Canada, was created to obtain information on the extent to which Indigenous languages are used 

in the public service, in accordance with a commitment made as part of collective bargaining.  
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Persons with disabilities 
In 2020–21, the representation rates of persons with disabilities were lower than their WFA 

across Canada. Although we are seeing a slight increase in the number of members from this 

group in some regions, such as the National Capital Region, which has nearly 1,000 additional 

members, we are not seeing this trend in other regions across Canada.  

The overall representation of employees with disabilities (5.6%) is below their WFA, calculated 

at 9.0%. The share of hiring (4.3%) and promotions (4.7%) is below their representation, while 

departures, at 6.8%, are above. Among executives, the representation of persons with disabilities 

(5.6%) exceeds their WFA (5.3%), as do promotions (5.4%), while hirings are equal to WFA 

(5.3%). Departures (7.2%) are more frequent, with an increase of 1.1% compared to 2019–20 

and exceeding all indicators. 

In terms of salaries, the 2020–21 fiscal year saw little change for persons with disabilities. They 

continue to be over-represented in the two lowest salary levels and under-represented in the two 

highest salary levels.  

In 2020–21, the representation of persons with disabilities did not improve considerably in 

relation to the distribution of occupational groups. The representation of persons with disabilities 

still corresponds to their WFA, regardless of occupational group, with the exception of the SRC 

group (Ship Repair Chargehands and Production Supervisors (East)), estimated at 12.1% in 

representation.  

Excerpt from the analysis of the employment process: 2021 PSC 

Audit  

For persons with disabilities, representation decreased in the assessment and appointment stages. 

The lower success rate for persons with disabilities in the assessment stage highlights the need to 

better understand accommodation services for assessment. Given the small sample and the 

limited information in the staffing files, the factors that led to the decrease in representation for 

persons with disabilities in the appointment stage could not be identified. Given the importance 

that the federal public service places on increased representation of persons with disabilities, this 

issue requires further examination. 
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Infographic 4: persons with disabilities working in the core public administration 

(2020–21) 
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Initiatives for people with disabilities 

Office of Public Service Accessibility,xix Treasury Board of Canada Secretariat 

With respect to accessibility, the Office of Public Service Accessibility is leading efforts to 

eliminate barriers to accessibility and inclusion of persons with disabilities in the public service. 

The Accessible Canada Act, which came into force in 2019, aims to make Canada barrier-free by 

January 1, 2040. In May 2020, in response to the legislation, the Government of Canada launched 

the Accessibility Strategy for the Public Service of Canada,xx also known as “Nothing Without 

Us,” as a roadmap for the public service to be an example and become a model of accessibility.  

This year, to support the strategy, the Office of Public Service Accessibility: 

 Continues to manage the Centralized Enabling Workforce Fundxxi (2019–2024). That fund 

supports departments and agencies through workplace accommodation projects to develop 

new tools and advice, improve existing processes, and experiment with innovative solutions 

to allow employees to contribute to their full potential. Led by Shared Services Canada, one 

example of a project funded by the Centralized Enabling Workforce Fundxxii is the library loan 

service, which provides employees with quick access to short-term accommodation, adaptive 

technology and services, at no cost to their department. 

 Promotes the new GC Workplace Accessibility Passport that follows employees when they 

change jobs and documents the support measures they need to succeed in their work.  

The President of the PSC and the Deputy Minister, Public Service Accessibility, sent letters to all 

deputy heads of federal departments to indicate the number of employees with disabilities that 

they should hire to address their gaps in representation and provide them with concrete tools and 

support to comply with the commitment to hire 5,000 persons with disabilities by 2025. 

The Digital careers for persons with disabilitiesxxiii website is intended to facilitate hiring in 

specific areas. Three targeted pools were launched to recruit persons with disabilities in the 

public service in the following areas: 

 policy and data analysis (EC positions) 

 digital and information sciences (CS positions)xxiv 

 financial analysis (FI positions)xxv 

https://www.canada.ca/en/treasury-board-secretariat/corporate/organization.html#opsa
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/accessibility-strategy-public-service-toc.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/centralized-enabling-workplace-fund.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/centralized-enabling-workplace-fund.html
https://www.canada.ca/en/treasury-board-secretariat/topics/information-technology-project-management/working-information-management-information-technology-government-canada/digital-careers-for-persons-with-disabilities-recruitment-campaign.html
https://emploisfp-psjobs.cfp-psc.gc.ca/psrs-srfp/applicant/page1800?toggleLanguage=en&poster=1578539
https://emploisfp-psjobs.cfp-psc.gc.ca/psrs-srfp/applicant/page1800?toggleLanguage=en&poster=1670425
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Since the launch of the Accessibility Strategy, organizations across the government have begun 

examining accommodation practices, and some have established centralized accommodation 

processes to help reduce wait times and improve results for employees. However, new data 

gathered through the Management Accountability Framework in 2020 indicate that departments 

and agencies continue to face some operational challenges in adopting an effective approach to 

accommodation. For instance, some organizations reported the following difficulties: 

 lack of knowledge and lack of expertise in complex cases 

 lack of centralized data collection to identify barriers 

 difficulty obtaining feedback (no employee network, no use cases) 

It is therefore clear that more work is needed on workplace accommodation practices to support 

a consistent and timely approach across the public service. Such work includes more in -depth 

data collection and analysis, and the sharing of best practices between federal organizations.4, xxvi 

Federal Internship Program for Canadians with Disabilities  

The Federal Internship Program for Canadians with Disabilities (FIPCD) supports the 

Government of Canada’s commitment to hire 5,000  new people with disabilities by 2025 through 

125 two-year internships over a five-year period (2019–24).  

Through assessment, coaching and training boards, the FIPCD helps Canadians with disabilities 

who have little or no professional experience to develop their skills while providing hiring 

managers with experience in the integration and development of people with disabilities in the 

workplace and in their teams. Moreover, the FIPCD contributes to increased diversity through 

intersectionality, given that many interns also self-identify as visible minorities, Indigenous 

peoples and/or women.  

The Employment Opportunity for Students with Disabilities (EOSD), which is part of the 

Federal Student Work Experience Program (FSWEP), is a program designed to reduce barriers to 

the full participation of post-secondary students in the public service and improve their 

workplace experience. In 2020–21, students hired under the EOSD participated in activities such 

as training activities, a mentoring program and networking events.  

 
4. Source: Making it real: update on the imp lementation of “Nothing Without Us” – Accessibility Strategy for the 

Public Service of Canada (2021) 

https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/making-it-real-update-implementation-nothing-without-us-accessibility-strategy-public-service-canada-2021.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/making-it-real-update-implementation-nothing-without-us-accessibility-strategy-public-service-canada-2021.html
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The online portal for disability talent facilitates the hiring of former FSWEP students with public 

service work experience who can be hired through student bridging after graduation. Candidates 

establish a profile in which they specify their field of study, preferred workplaces, spoken and 

written languages, and skills, and managers can review and select suitable candidates for 

potential positions. In the context of a pilot project, the inventory includes graduates who 

participated in the EOSD, and several have received job offers with the public service.  

The Human Resources Council and PSC created and co-chaired a working group in 2020 to 

establish inventories targeted throughout the government to help departments and agencies hire 

individuals with disabilities. In 2020–21, two new inventories were launched for persons with 

disabilities in the data and political fields. In the spring of 2021, these inventories were widely 

promoted on the PSC self-reporting web page, on social media, and with educational institutions 

and associations through an advertising campaign that was also designed to encourage candidates 

to self‑declare when applying for government jobs. In March 2021, the proportion of candidates 

across the government of Canada where candidates self-identified as individuals with disabilities 

exceeded the 5% mark for the first time. 

Canada School of Public Service 

The Canada School of Public Service launched a variety of learning products related to 

accessibility and inclusion of persons with disabilities to highlight the barriers that people with 

disabilities face every day and how public servants can reduce, remove and report barriers to 

foster a more inclusive public service.  
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Members of visible minorities 
Generally speaking, visible minorities were well represented in the public service in 2020–21, 

with respect to all key indicators for employees and executives. Their overall representation, 

hiring, promotions and departures are favourable in comparison to their respective WFA. The 

statistics from the last three years provide a similar picture. In terms of salaries, members of 

visible minorities are over-represented in the second level and under-represented in the third and 

fourth levels.  

Excerpt from the Job Process Analysis: PSC Audit 2021  

The results show that of all visible minority subgroups, Black candidates experienced the 

greatest decrease in representation between the job application and appointment stages (from 

10.3% to 6.6%). In the audit sample, 30 Black candidates out of the 1,570 applicants were 

appointed into positions. For their part, applicants from South Asia or East India and those fro m 

China experienced an overall increase in their representation. Candidates from the West Asian, 

North African or non-white Arab subgroup experienced an overall decrease in representation 

between the job application and appointment stages (from 4.6% to 3.3%). These results show 

that within visible minorities, subgroups have different experiences in an advertised external 

appointment process. This highlights the importance of examining data related to visible 

minority subgroups. The results of the PSC audit show that visible minority applicants were 

screened out more often than their counterparts in terms of experience qualifications, and were 

also ultimately less successful than their counterparts, regardless of whether they had experience 

in the federal public service. 
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Infographic 5: members of visible minorities working in the core public 

administration (2020–21) 
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Initiatives in support of visible minorities 

Several initiatives were undertaken by different stakeholders in 2020–21 that affected members 

of visible minorities.  

The Canada School of Public Service has developed and provided various learning opportunities 

to promote an inclusive and fair workplace for all public servants. This programming supported 

the renewed focus on anti-racism and equity in the public service, including increasing 

representation of Black, Indigenous and other racialized employees, as outlined in the Call to 

Action on Anti-Racism, Equity, and Inclusion in the Federal Public Service.xxvii 

For example, the School published A Guide to Leading Conversations on Systemic Racism and 

Racial Discrimination, as well as videos on understanding anti-Black racism and how to be an 

ally. The School also organized a series of anti-racism events to raise awareness of the 

importance of understanding the history, contributions, challenges and opportunities of people of 

African descent within the federal public service and beyond. Furthermore, the School launched 

a course to support a better understanding of the importance and impact of unconscious bias in 

the federal workplace.  

The Federal Anti-Racism Secretariat and the Social Sciences and Humanities Research Council 

of Canada jointly organized a series of research roundtables that reached thousands of public 

servants across Canada, mobilizing research knowledge and proposing anti-racism activities to 

federal institutions. Research presentations focused on the history, contributions and persistent 

barriers of systemic racism in Canada, and allowed for sharing experiences and solutions for 

racialized communities and religious minorities, such as Indigenous, Black, Asian, Jewish and 

Muslim communities. 

In July 2020, the Canadian Human Rights Commission launched an audit of the representation of 

racialized persons in the federal public service.xxviii The objective of this horizontal compliance 

audit is to identify disparities and barriers to employment in the recruitment, promotion and 

retention of racialized individuals in executive and managerial positions. The results will be 

available in 2022. 

  

https://www.canada.ca/en/privy-council/corporate/clerk/call-to-action-anti-racism-equity-inclusion-federal-public-service.html
https://www.canada.ca/en/privy-council/corporate/clerk/call-to-action-anti-racism-equity-inclusion-federal-public-service.html
https://gcdocs.tbs-sct.gc.ca/gcdocsdav/nodes/53627969/CHRC%20to%20audit%20the%20representation%20of%20racialized%20people%20in%20the%20federal%20public%20service%20(chrc-ccdp.gc.ca)
https://gcdocs.tbs-sct.gc.ca/gcdocsdav/nodes/53627969/CHRC%20to%20audit%20the%20representation%20of%20racialized%20people%20in%20the%20federal%20public%20service%20(chrc-ccdp.gc.ca)
https://gcdocs.tbs-sct.gc.ca/gcdocsdav/nodes/53627969/CHRC%20to%20audit%20the%20representation%20of%20racialized%20people%20in%20the%20federal%20public%20service%20(chrc-ccdp.gc.ca)
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What to expect in the future (2021–22) 
In 2021–22, it is expected that even greater progress could be made through a variety of actions, 

starting with awareness and reviews of hiring processes, to overcome biases and barriers. 

Amendments to the Public Service Employment Act, which received royal assent in June 2021, will 

also have an impact. Furthermore, the collection and tracking of disaggregated and detailed data, 

combined with collaboration between partners, will allow for the identification and implementation 

of targeted and effective measures, including, for example, a focus on occupational groups. The 

public service is already reviewing factors affecting designated groups and taking concrete steps to 

ensure that its future actions are achieving their intended effects and outcomes. 

Among the other main areas of action, renewed attention will be given to the well-being of 

members of the designated groups. Public Service Employee Survey data will be used to inform 

the management and evolution of human resources practices. The recommendations of the 2021 

PSC Audit will be reviewed and implemented to further reduce existing barriers. Progress is also 

expected to address senior leadership commitments on equity, diversity and inclusion, as well as 

the efforts of departmental secretariats on combating racism to have a positive impact in the 

coming year and beyond.  
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About this report 
The Employment Equity Act came into force in 1986 with the goal of achieving equality in the 

workplace. It seeks to correct the conditions of disadvantage experienced by four designated 

groups by giving effect to the principles that employment equity requires special measures and 

the accommodation of differences. The four employment equity groups are: 

1. women 

2. Indigenous peoples 

3. persons with disabilities 

4. members of visible minorities 

The federal public service of Canada has been subject to the Employment Equity Act and its 

associated regulations since 1996. Each fiscal year, the President of the Treasury Board must 

table a report in Parliament on the state of employment equity of the four designated groups 

within the CPA,5 as well as similar reports produced by separate agencies with 100  or more 

employees.6  

 
5. The CPA comprises the 67 departments and agencies listed in Schedule I and Schedule IV of the Financial 

Administration Act. 

6. Separate agencies comprise the federal organizations listed in Schedule V of the Financial Administration Act. In 

2019–20, 20 such agencies had 100 or more employees. 
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About the data 

Population covered 

The statistical tables in this report’s appendix present information as of March 31, 2021, for 

indeterminate, term employees of three months or more, and seasonal employees of 

organizations listed in Schedules I and IV of the Financial Administration Act (the CPA).  

Notes on terms and data sources 

 The source of representation data is the Treasury Board of Canada Secretariat Employment 

Equity Data Bank, which contains self-identification information provided by employees. 

 The sum of designated groups does not equal the total (“all employees”) because employees 

may have voluntarily chosen to self-identify in more than one designated group, and men are 

included in the total. 

 “Hirings” refers to employees who were added to the public service of Canada payroll 

between April 1, 2020, and March 31, 2021. 

 Data on promotions are obtained from the PSC and include information from departments and 

agencies that fall under both the Financial Administration Act, Schedules I and IV, and the 

Public Service Employment Act. 

 “Separations” refers to employees who left the public service of Canada payroll between 

April 1, 2020, and March 31, 2021. 

Workforce availability 

Workforce availability (WFA) estimates are used as a benchmark to assess the representativeness 

of employment equity designated groups within the CPA (organizations listed in Schedule I and 

IV of the Financial Administration Actxxix) in accordance with the Employment Equity Act .xxx 

Indeed, the dynamics of hiring depend on the availability of designated group members for 

public service employment. The WFA varies geographically (national or by province or territory) 

or by the specific qualifications that organizations have to fill. Four filters are taken into account: 

1. citizenship: this filter is applied because the Public Service Employment Act gives preference 

to the hiring of Canadian citizens (section 39.1.c); this preference was extended to permanent 

residents as of June 29, 2021, which is outside the reporting period 

2. classification: this filter narrows consideration to occupations that the government deems 

relevant to the public service  

3. education: this filter is used for some classifications to include only persons who have an 

educational degree for scientific and professional occupations, taking into account the public 

service qualification standards for jobs (educational requirements) 

https://laws.justice.gc.ca/eng/acts/f-11/
https://laws-lois.justice.gc.ca/eng/acts/E-5.401/
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4. geography: this filter assumes that most organizational hiring will be done locally for most 

occupational groups, rather than from wider geographic areas 

WFA estimates are derived from the Labour Market Availability, which is derived from the 

Census and the Canadian Survey on Disability, which is performed every five years. The WFA 

includes Canadian citizens who have been in the labour market for at least 15  years based on 

their presumed ability to work in occupations comparable to those in the public service. 

Note on workforce availability for persons with disabilities and visible 

minorities 

The estimate of the WFA for persons with disabilities increased significantly between the two 

censuses (as a result of the Canadian Survey on Disabilityxxxi), from 4.4% in 2011 to 9.0% in 

2017. This is because the 2017 Canadian Survey on Disability expanded the definition of persons 

with disabilities to include persons with disabilities related to pain and mental health. As this 

more inclusive definition has not yet been incorporated into the federal public service voluntary 

reporting exercise, it is impossible to predict the variance when the new definition is reflected in 

voluntary reporting. Significant work has been done on the new reporting form in 2021–22.  

For visible minorities, it should be noted that the current WFA does not yet reflect the potential 

workforce of permanent residents. In fact, until recently (June 2021), the Public Service 

Employment Act required that Canadian citizens be given a hiring preference over permanent 

residents for selection processes advertised to the public, which will no longer be the case and 

will impact representation and the WFA for subsequent years’ reports.  

Self-identification 

All data presented on designated groups are based on voluntary self-identification by individuals. 

The self-identification form is mandatory for new employees. It allows them to choose whether 

or not to identify themselves as belonging to one or more of the designated groups.  

  

https://www.statcan.gc.ca/en/survey/household/3251
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Appendix: statistical tables of employment equity data to 

meet the requirements of section 21 of the Employment 

Equity Act 
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https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/centralized-enabling-workplace-fund.html
https://www.canada.ca/en/treasury-board-secretariat/topics/information-technology-project-management/working-information-management-information-technology-government-canada/digital-careers-for-persons-with-disabilities-recruitment-campaign.html
https://www.canada.ca/en/treasury-board-secretariat/topics/information-technology-project-management/working-information-management-information-technology-government-canada/digital-careers-for-persons-with-disabilities-recruitment-campaign.html
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information-technology-government-canada/digital-careers-for-persons-with-disabilities-recruitment-

campaign.html 
xxiv. digital and information sciences (CS positions), https://emploisfp-psjobs.cfp-psc.gc.ca/psrs-

srfp/applicant/page1800?toggleLanguage=en&poster=1578539  

xxv. financial analysis (FI positions), https://emploisfp-psjobs.cfp-psc.gc.ca/psrs-
srfp/applicant/page1800?toggleLanguage=en&poster=1670425  

xxvi. Making it real: update on the implementation of “Nothing Without Us” – Accessibility Strategy for the 

Public Service of Canada (2021), https://www.canada.ca/en/government/publicservice/wellness-inclusion-
diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/making-it-real-

update-implementation-nothing-without-us-accessibility-strategy-public-service-canada-2021.html 
xxvii. Call to Action on Anti-Racism, Equity, and Inclusion in the Federal Public Service, 

https://www.canada.ca/en/privy-council/corporate/clerk/call-to-action-anti-racism-equity-inclusion-federal-

public-service.html 
xxviii. Audit of the representation of racialized persons in the federal public service, https://www.chrc-

ccdp.gc.ca/en/resources/chrc-audit-the-representation-racialized-people-the-federal-public-service 

xxix. Financial Administration Act, https://laws.justice.gc.ca/eng/acts/f-11/ 
xxx. Employment Equity Act, https://laws-lois.justice.gc.ca/eng/acts/E-5.401/ 

xxxi. Canadian Survey on Disability, https://www.statcan.gc.ca/en/survey/household/3251 
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