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EXECUTIVE SUMMARY

The Atomic Energy Control Board (AECB) Employment Equity Annual Report for 1998/99 is
the third such submission completed by the AECB pursuant to its obligations under the
Employment Equity Act (Act).  The objective of this report is to outline the results of the annual
workforce analysis, identify areas of underrepresentation in the four designated groups (women,
Aboriginal peoples, persons with a disability, and members of a visible minority), summarize the
achievement made by the organization over the past year in the area of workforce diversity and
employment equity and propose an action plan to address the identified areas of
underrepresentation.

The AECB is firmly committed to workforce diversity and this is evidenced by the series of
actions completed or initiatives undertaken during fiscal year (FY) 1998/99.  The organization
made progress in establishing a policy on workforce diversity and has made a commitment to
ensure that employment equity issues are considered and incorporated in the development of
future policies.  Steps were also taken to heighten the level of awareness of diversity issues
within the organization both at the staff and managerial levels.

With respect to the representation of the four groups designated under the Act, the following
achievements highlight FY 1998/99:

• The representation of women within the AECB workforce increased for the third consecutive
year to 36.5%.  This increase is partly due to the fact that women accounted for more than half
of new hires.  More significantly, the AECB made progress in addressing the
underrepresentation of women in the Professionals occupational group, including an increase
in the number of women holding indeterminate technical positions.

 

• For the third consecutive year, the overall representation of members of a visible minority
within the AECB workforce increased.

 

• The representation of Aboriginal peoples within the AECB met or exceeded the Canadian
availability data in five of the seven occupational groups.

• The Professionals occupational group is becoming more diverse, which bodes well for future
improvements in the representation of the four designated groups at the section head, director
and director general levels.

Despite these important achievements, the AECB recognizes that there is still room to improve
the representation of the four designated groups at the management levels as well as the
representation of women in the Professionals occupational group (specifically in the technical
fields).  Given that senior and middle managers1 are selected from technical positions in the

                                                          
1 Senior managers refer to directors general and the President; middle managers refer to directors and managers.
The Professionals occupational group refers to technical supervisors in the Professionals occupational group along
with the employees they supervise.  See Section 3 for a more complete definition.
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Professionals occupational group, it is imperative that efforts continue to increase the
representation of women in order to see an improvement in the future representation in the
Professionals, Senior and Middle Managers occupational groups.

The AECB will be addressing these challenges through a series of important steps designed to
shed more light on the problem, to design effective strategies and practical corrective measures.
These goals will be achieved while further entrenching diversity as a fundamental component of
the AECB approach to human resources management.
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Section 1 - INTRODUCTION

This document represents the third Employment Equity Annual Report submitted by the AECB
pursuant to the Employment Equity Act (Act).  The purpose of this Act is:

“To achieve equality in the workplace so that no person shall be denied employment
opportunities or benefits for reasons unrelated to ability and ... to correct the conditions of
disadvantage in employment experienced by women, Aboriginal peoples, persons with
disabilities and members of a visible minority by giving effect to the principle that
employment equity means more than treating persons in the same way but also requires
special measures and the accommodation of difference”.

As a federal agency to which the Act applies, the AECB is obligated to implement employment
equity by identifying and eliminating barriers to employment that affect persons in the
designated groups, by instituting positive policies and practices and by ensuring reasonable
accommodation for persons in the designated groups.

On an annual basis, the specific obligations to be met by the AECB include:

• Conducting a workforce analysis to ascertain representation of individuals in the four
designated groups.

• Completing an employment equity and diversity action plan that contains positive policies
and practices to address areas of underrepresentation and to remove employment barriers.

• Developing and implementing policies and programs to correct underrepresentation and
provide for reasonable accommodation of differences in the workplace.

This report outlines the actions taken by the AECB in FY 1998/99 to implement an effective
employment equity and diversity program.  The specific content of this report includes an
overview of actions taken by the AECB during FY 1998/99 to further the organization’s
diversity goals (Section 2), a summary of the results of the workforce analysis for FY 1998/99
and a comparison with the results from previous years.  Also attached as Annex II is the AECB
Employment Equity Progress and Action Plan  for 1999/00.
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Section 2 – DIVERSITY AND EMPLOYMENT EQUITY ACHIEVEMENTS

The AECB was very active during FY 1998/99 achieving the organization’s diversity goals and
meeting its obligations under the Employment Equity Act (Act).  While FY 1998/99 was only the
third year in which the AECB was required to comply with the Act, the organization has already
made firm commitments to the principles of diversity.

Obligations under the Act that were successfully completed during the reporting period included:

• Developing an Employment Equity Progress and Action Plan for 1999/00;
• Administering the AECB Employee Self-Identification Survey with a response rate of 100%;
• Conducting a workforce analysis to determine and assess representation in the four

designated groups;
• Developing corrective measures to address areas of underrepresentation; and,
• Producing an Employment Equity Annual Report for Parliament and audiences internal and

external to the AECB.

In addition to fulfilling these specific obligations under the Act, the AECB took action during the
year to build on the broad principles of workforce diversity.  The AECB believes that there are
many benefits to be derived from building and maintaining a demographically and culturally
diverse workforce.

Successfully implemented diversity and employment equity initiatives over FY 1998/99
included:

• Integrating diversity and employment equity into existing human resources practices and
policies;

• Monitoring the representation of women, Aboriginal peoples, persons with a disability, and
members of a visible minority within the AECB workforce and developing corrective
measures where this representation is not consistent with the Canadian availability data;

• Developing a new job evaluation plan with the requirement that gender representation be
achieved;

• Completing the first phase of an Employment Systems Review which involved conducting a
comprehensive Workplace Diversity Survey that provides a reliable measure of diversity
issues within the workplace; and,

• Developing management competencies incorporating behavioural indicators that encourage
diversity and equity in human resources management practices.

During FY 1998/99, the AECB also took steps to increase the level of awareness in diversity and
employment equity issues.  Human resources managers and staff participated in a diversity
workshop to increase their awareness and develop strategies to integrate diversity and
employment equity issues into existing human resources practices and policies.  Directors also
attended an executive leadership course with a strong employment equity orientation.
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Despite these achievements, the AECB recognizes that there is still room for the organization to
foster a more diverse workforce.  Section 4 outlines some of the additional measures planned for
FY 1999/00.
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Section 3 - WORKFORCE ANALYSIS

This section provides details on the FY 1998/99 employment equity workforce analysis.  The
purpose of this analysis is to identify those occupational groups where the designated groups are
underrepresented within the AECB in comparison to the Canadian availability data.  The content
of this section includes:

• A discussion of the data and methodology used to complete the analysis;
• The workforce analysis for FY 1998/99, including the key findings for each of the four

designated groups;  and,
• A comparison of FY 1998/99 results with previous years’ results.

DATA AND METHODOLOGY

In general terms, the workforce analysis involves a comparison of the representation of the four
designated groups within the AECB workforce with the representation of these groups in the
Canadian labour market.  Paragraph 6(1)(b) of the Employment Equity Regulations requires that:

“The employer determine the degree of underrepresentation in the designated
groups by comparing the representation of each designated group in each
occupational group of the employer’s workforce to their representation in each
occupational group in whichever of the following is the most appropriate as a
basis of comparison, namely,

(i) the Canadian workforce as a whole, or
(ii)  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.”

Occupational Groups

Pursuant to the legislation, the AECB used the following occupational groups in its workforce
analysis:

• Senior Managers • Supervisors (Administrative)
• Middle and Other Managers • Administrative and Senior Clerical
• Professionals • Clerical
• Semi-Professionals
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 Annex I outlines in more detail the definition of each of these occupational groups using
National Occupational Classification (NOC) codes.  When reviewing the summary tables of the
workforce analysis, however, it is important to remember the following:
 
& Senior Managers in the NOC codes are considered to be senior executive staff within the

AECB and therefore includes directors general and the President only.
 
& Middle and Other Managers in the NOC codes are considered to be the next level of

management within the AECB and include directors and managers only.
 
& The NOC requires supervisors of professional and technical groups to be assigned to the

same NOC code as the employees they supervise.  Conversely, supervisors in clerical and
administrative positions, however, must be assigned to the Supervisors (Administrative)
occupational group separate from the employees they supervise.  Therefore, technical
supervisors are counted in the Professionals occupational group along with the employees
they supervise but supervisors in clerical and administrative positions are counted separately
in the Supervisors (Administrative) occupational group.

 
& Apprentices, trainees and students have been assigned to the same groups as the occupations

for which they are training.  This convention is not intended to imply equivalence or
interchangeability of trainees with fully qualified employees.

AECB Data

The number of AECB employees falling into one of the four designated groups was obtained
through the AECB Employee Self-Identification Survey.  Building on the data from the previous
year, all new employees are encouraged to complete the survey as part of the take-on-strength
orientation.  For FY 1998/99, a response rate of 100% was achieved.  In keeping with the
requirements of the Act, each position within the AECB was assigned a NOC code, therefore
allowing figures to be derived for each of the occupational groups.

Canadian Data

Data on the representation of the four designated groups in the Canadian labour market, was
provided by Human Resources Development Canada (HRDC).  The 1996 Census of Canada is
the source of information on women, Aboriginal peoples and members of a visible minority.
The 1991 Health and Activity Limitation Survey (HALS) is the source of information for
persons with a disability.  To calculate the Canadian workforce representation of the designated
groups for each of the seven occupational groups as used by the AECB, the availability data for
Administrative and Senior Clerical, Senior and Middle Managers positions was drawn from the
National Capital Region data and figures were drawn from the national data for technical
positions.
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KEY FINDINGS - WOMEN

The representation of women within the AECB workforce increased for the third consecutive
year to 36.5%.  Women continue to be strongly represented in the three administrative
occupational groups, while representation in the Middle Managers and Professionals
occupational groups continued to increase in FY 1998/99.  A further breakdown of the
distribution of women across occupational groups within the AECB and the Canadian workforce
can be found in the table and chart below.

F Y  1 9 9 8 / 9 9

T o t a l  C a n a d i a n  
O c c u p a t i o n a l  G r o u p E m p l o y e e s A v a i l a b i l i t y

N o . N o . % %

S e n i o r  M a n a g e r s 6 1 1 6 . 7 3 1 . 3
M i d d l e  M a n a g e r s 2 4 4 1 6 . 7 2 6 . 6
P r o f e s s i o n a l s 2 6 7 4 8 1 8 . 0 2 4 . 1
S e m i - P r o f e s s i o n a l s 5 1 1 5 2 9 . 4 3 7 . 1
S u p e r v i s o r s  ( A d m i n i s t r a t i v e ) 7 7 1 0 0 . 0 6 3 . 0
A d m i n i s t r a t i v e  &  S e n i o r  C l e r i c a l 4 9 4 1 8 3 . 7 8 7 . 3
C l e r i c a l 6 5 5 5 8 4 . 6 6 5 . 2

T o t a l 4 6 9 1 7 1 3 6 . 5

W O M E N

R e p r e s e n t a t i o n
A E C B

AECB Representation of W om en
by O ccupational G roup, FY 1998/99
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During FY 1998/99, with respect to the representation of women within the AECB, the
organization accomplished the following:

• The number of women occupying positions in the Middle Managers occupational group
doubled;

• The number of women occupying technical positions in the Professionals occupational group
increased from 9% to 11%;

• Women accounted for almost a third of the promotions;
• Women accounted for more than half of the new hires (up 14.4% from last fiscal year) for the

second consecutive year; and
• For the first time since the AECB started reporting on employment equity, the number of

women occupying technical first-line manager positions has increased.

While women continue to be underrepresented in the Senior and Middle Managers occupational
groups as well as in the Professionals occupational group, the degree of underrepresentation has
been reduced over previous years.  The chart below provides a breakdown of men and women
holding both technical and administrative positions within the Professionals occupational group.
This chart illustrates that although there has been an increase in the number of women in
technical positions, the fact remains that there are only a relatively small number of women
currently occupying technical professional positions within the AECB.  As a result, the
organization will have to endeavour to increase the number of women occupying technical
positions within the Professionals occupational group if it is to see significant and sustained
improvement in its representation of women in middle and senior management positions.

Breakdown of AECB Professional Occupational Group
by Gender and Position Type, FY 1998/99

66%

11%

16%

7%

Technical-Men
Technical-Women
Admin.-Men
Admin.-Women



Employment Equity Annual Report for 1998/1999 10

KEY FINDINGS - MEMBERS OF A VISIBLE MINORITY

For the third consecutive year, the overall representation of members of a visible minority within
the AECB workforce increased.  In FY 1998/99, members of a visible minority accounted for
13.4% within the AECB workforce, which is up from 12.2% in FY 1997/98 and 10.8% in FY
1996/97.  The table and chart which follow indicate the distribution of persons who are members
of a visible minority across occupational groups within the AECB and the Canadian workforce.

This designated group is well represented within the AECB in the Professionals and Semi-
Professionals occupational groups.  Despite the increase in the overall representation of members
of a visible minority, a small degree of underrepresentation continues to exist in the other
occupational groups.  Therefore, it would require only a small increase in the number of persons
from this designated group employed at the AECB for the organization to meet or exceed the
Canadian availability data.

A E C B  R e p re s e n ta t io n  o f  M e m b e rs  o f   a  V is ib le  M in o r i ty
b y  O c c u p a t io n a l G ro u p ,  F Y  1 9 9 8 /9 9

0

5

1 0

1 5

2 0

S r M a n a g e rs M id  M a n a g e rs P ro fe s s io n a ls S e m i-

P ro fe s s io n a ls

A d m

S u p e rv is o rs

A d m  &  S r

C le r ic a l

C le r ic a l T o ta l

A E C B  R e p re s e n ta tio n C a n a d ia n  A v a ila b ility  D a ta

F Y  1 9 9 8 /9 9
T o ta l C a n a d ia n

O c c u p a t io n a l  G r o u p E m p lo y e e s A v a i la b i l i t y
 N o . N o . %  %

S e n io r  M a n a g e rs 6 0 0 .0 4 .0
M id d le  M a n a g e rs 2 4 2 8 .3 9 .2
P ro fe s s io n a ls 2 6 7 5 1 1 9 .1 1 6 .3
S e m i-P ro fe s s io n a ls 5 1 6 1 1 .8 1 0 .7
S u p e rv is o rs  (A d m in is t ra t iv e ) 7 0 0 .0 4 .6
A d m in is t ra t iv e  &  S e n io r  C le r ic a l 4 9 2 4 .1 5 .5
C le r ic a l 6 5 2 3 .1 1 0 .5

T o ta l 4 6 9 6 3 1 3 .4

M E M B E R S  O F  A  V IS IB L E  M IN O R IT Y

A E C B
R e p r e s e n ta t io n
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KEY FINDINGS – ABORIGINAL PEOPLES

In FY 1998/99, the representation of Aboriginal peoples within the AECB met or exceeded the
Canadian availability data in five of the seven occupational groups. Underrepresentation exists
only in the Senior Managers and Supervisors (Administrative) occupational groups. Recognizing
that the number of employees within the AECB and in the Canadian availability data are both
quite small, it would require only a small incremental change to have a large impact on the
degree of representation at the AECB.  The table and chart below show the distribution of
Aboriginal peoples across occupational groups within the AECB and the Canadian workforce.

A B O R I G I N A L  P E O P L E S
F Y  1 9 9 8 / 9 9

T o t a l C a n a d i a n
O c c u p a t i o n a l  G r o u p E m p l o y e e s A v a i l a b i l i t y

 N o . N o . % %

S e n i o r  M a n a g e r s 6 0 0 . 0 0 . 5
M i d d l e  M a n a g e r s 2 4 1 4 . 2 0 . 3
P r o f e s s i o n a l s 2 6 7 2 0 . 7 0 . 5
S e m i - P r o f e s s i o n a l s 5 1 2 3 . 9 0 . 7
S u p e r v i s o r s  ( A d m i n i s t r a t i v e ) 7 0 0 . 0 1 . 2
A d m i n i s t r a t i v e  &  S e n i o r  C l e r i c a 4 9 1 2 . 0 0 . 8
C l e r i c a l 6 5 1 1 . 5 1 . 2

T o t a l 4 6 9 7 1 . 5

A E C B
R e p r e s e n t a t i o n

AECB Representation of Aboriginal Peoples 
by Occupational Group, FY 1998/99
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KEY FINDINGS - PERSONS WITH A DISABILITY

The total number of persons with a disability employed within the AECB changed only
marginally in FY 1998/99.  The exact representation of this group across occupational groups
within the AECB is provided in the table below.  The representation varies across occupational
groups with a strong representation in the Semi-Professionals, Administrative and Clerical
occupational groups, limited representation in the Professionals occupational group, and no
representation in the managerial ranks.

It is important to note that the Health and Activity Limitation Survey data does not allow for an
accurate comparison at the occupational group level of the AECB figures with the Canadian
availability data.  Therefore, it is not possible to accurately identify areas of underrepresentation.

A E C B  R e p re s e n ta t io n  o f  P e r s o n s  w i th  a  D is a b i l i t y
b y  O c c u p a t io n a l G ro u p , F Y  1 9 9 8 /9 9

0

2 .5

5

7 .5

1 0

1 2 .5

1 5

S r M a n a g e rs M id  M a n a g e rs P ro fe s s io n a ls S e m i-

P ro fe s s io n a ls

A d m

S u p e rv is o rs

A d m  &  S r

C le r ic a l

C le r ic a l T o ta l

A E C B  R e p re s e n ta tio n

P E R S O N S  W I T H  A  D I S A B I L I T Y
F Y  1 9 9 8 / 9 9

T o t a l
O c c u p a t i o n a l  G r o u p E m p l o y e e s

 N o . N o . %

S e n io r  M a n a g e r s 6 0 0 . 0
M i d d l e  M a n a g e r s 2 4 0 0 . 0
P r o f e s s i o n a ls 2 6 7 6 2 . 2
S e m i - P r o f e s s io n a l s 5 1 3 5 . 9
S u p e r v is o r s  ( A d m in is t r a t i v e ) 7 0 0 . 0
A d m in is t r a t i v e  &  S e n i o r  C le r i c a l 4 9 6 1 2 . 2
C le r i c a l 6 5 6 9 . 2

T o t a l 4 6 9 2 1 4 . 5

A E C B
R e p r e s e n t a t i o n
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KEY FINDINGS - RL CLASSIFICATION

The following table and chart indicate the distribution of the four designated groups by
classification level.

KEY FINDINGS - GEOGRAPHICAL LOCATION

AECB Representation by Classification Level
FY 1998/99
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F Y  1 9 9 8 / 9 9
N o . N o . N o .

N o . P e r s o n s  w i t h A b o r i g i n a l V i s i b l e
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A E C B  R E P R E S E N T A T I O N  B Y  C L A S S I F I C A T I O N  L E V E L
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The table and chart below indicate the distribution of AECB employees in the four designated
groups by geographic location.

Because of the small number of employees at any one regional office or project site, the data
was broken down into three regions: East, West and Central.  For the purposes of this report,
East includes employees who work in New Brunswick and Quebec, Central includes employees
who work in the National Capital Region and other locations in Ontario, and West includes
employees who work in Alberta and Saskatchewan.

The most notable change from last year is that the representation of women in the Eastern
region increased from 36% to 46.7%.  The Central region, which includes the National Capital
Region, continues to account for the largest concentration of persons who are members of a
visible minority.  This region also accounts for 100% of the representation of Aboriginal
peoples within the organization.

A E C B
T o t a l

N o . N o . % N o . % N o . % N o . %

E a s t 1 5 7 4 6 . 7 1 6 . 7 0 0 . 0 1 6 . 7

C e n t r a l 4 3 6 1 5 7 3 6 . 0 1 8 4 . 1 7 1 . 6 6 1 1 4 . 0

W e s t 1 8 7 3 8 . 9 2 1 1 . 1 0 0 . 0 1 5 . 6

A E C B  R E P R E S E N T A T I O N  B Y  G E O G R A P H I C  L O C A T I O N

a  D i s a b i l i t y P e o p l e s M i n o r i t i e s
V i s i b l e

F Y  1 9 9 8 / 9 9
P e r s o n s  w i t h A b o r i g i n a l

W o m e n

A E C B  R e p r e s e n ta t io n  b y  G e o g ra p h ic  L o c a t io n
F Y  1 9 9 8 /9 9
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KEY FINDINGS - PROMOTIONS, DEPARTURES AND HIRES

The table below provides figures on the number of persons in the four designated groups who
were hired, promoted, or departed from the AECB during the reporting period.  The following
definitions were used in the analysis:

(1)Hires:  All employees hired by the AECB between April 1, 1998 and March 31, 1999 with the exception of
employees hired for a term of less than three months, Board members, and employees on
secondment.

(2)Promotions: All employees promoted to a new level of responsibility (i.e. RL) between April 1, 1998 and March
31, 1999 in either an acting or permanent capacity.

(3)Departures: All employees who left the AECB between April 1, 1998 and March 31, 1999.  This includes all
ends of terms, retirements, layoffs, etc.

These figures indicate that persons in the four designated groups accounted for approximately
two-thirds of the employees hired or promoted during FY 1998/99.  Women, specifically,
accounted for over half of the new hires and almost a third of the promotions.  This is up from
FY 1997/98, where women accounted for 41% of the new hires.  Total departures from the
AECB during this reporting period also decreased.  Further analysis of the data reveals that:

• 26% of the women hired filled technical positions;
• Five women were promoted on an acting basis;
• Two women received indeterminate promotions to higher level technical positions;
• The number of Aboriginal peoples, women, and members of a visible minority employed in

technical positions increased; and,
• 50% of the women who departed from the AECB left non-technical positions for reasons

related to retirement or the end of their term of employment.

C H A N G E S  T O  E M P L O Y M E N T  S T A T U S  F O R  E A C H  D E S I G N A T E D  G R O U P
F Y  1 9 9 8 / 9 9

A E C B
T o t a l

N o . N o . % N o . % N o . % N o . %

H i r e s ( 1 )
5 6 3 1 5 5 . 4 0 0 . 0 1 1 . 8 8 1 4 . 3

P r o m o t i o n s ( 2 )
2 2 7 3 1 . 8 1 4 . 5 1 4 . 5 2 9 . 1

D e p a r t u r e s ( 3 )
4 1 1 4 3 4 . 1 1 2 . 4 0 0 3 7 . 3

W o m e n
a  D i s a b i l i t y P e o p l e s M i n o r i t i e s

P e r s o n s  w i t h A b o r i g i n a l V i s i b l e
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KEY FINDINGS – PROFESSIONALS OCCUPATIONAL GROUP

Of the seven occupational groups used in the workforce analysis, the Professionals occupational
group is the most important to the AECB for several reasons.  It is the single largest
occupational group accounting for almost 60% of the positions within the AECB including first-
line manager positions.  As a result, this group represents an important feeder group for AECB
senior and middle management positions.  This occupational group also represents, for the third
consecutive year, the most significant area of underrepresentation within the AECB.

In FY 1998/99, the AECB was successful in increasing the representation of the designated
groups in the Professionals occupational group.  A more detailed assessment indicates the
following:

• While women continue to be underrepresented, the degree of underrepresentation is lower
than previous years.

• Although there has been an increase in the number of women in technical positions, the fact
remains that there is still only a relatively small number of women currently occupying
technical positions within the AECB.

• The prospect of future middle and senior managers being recruited from members of a
visible minority are good given that 45 of the 51 persons from this designated group
employed in the Professionals occupational group occupy technical positions.  Furthermore,
the number of persons from this designated group who were employed on an indeterminate
basis in technical positions increased.

• The representation of Aboriginal peoples increased, including their representation in
technical positions.  As a result, the AECB exceeds the Canadian availability data in this
occupational group.

Overall, these figures suggest that the Professionals occupational group is becoming more
diverse, which bodes well for future improvements in the representation of the designated
groups in the section head, director, and director general levels.  Specific emphasis during FY
1999/00 will be placed on increasing the representation of women in the Professionals
occupational group since there is already relatively good representation of Aboriginal peoples
and members of a visible minority in this specific occupational group within the AECB.



17 Atomic Energy Control Board

Section 4 - LOOKING AHEAD TO FY 1999/00

Over the past three years, the AECB has taken a number of steps to further its diversity and
employment equity objectives.  The organization will continue to be committed to workforce
diversity in FY 1999/00.

The AECB Employment Equity Progress and Action Plan for 1999/00 is included as Annex II.
This Plan sets out actions that the organization will undertake in FY 1999/00 to address areas of
underrepresentation in the four designated groups and to further entrench diversity as a
fundamental component of the AECB human resources management.  Some of the key
measures planned for next fiscal year include:

• Developing a succession plan that incorporates recruitment and retention strategies for
female professionals;

• Conducting an Employment Systems Review;
• Launching a management development program for section heads that includes concepts

relating to managing a diverse workforce;
• Finalizing a strategy for diversity management through the integration of the findings from

the AECB Workforce Diversity Survey, this latest workforce analysis, and the Employment
Systems Review;

• Finalizing the workplace diversity policy; and,
• Continuing recruitment and retention efforts to strengthen and secure the AECB

representation with respect to Aboriginal peoples and members of a visible minority.

The results of the workforce analysis in Section 3 of this report suggest that AECB’s most
prominent areas of underrepresentation continue to be at the management levels (all four
designated groups), as well as women in the Professionals occupational group.  While the
degree of underrepresentation has been reduced, the AECB will have to persevere in focussing
on these specific areas of underrepresentation for the organization to become truly
representative of the Canadian workforce.  The AECB is firmly committed to the challenge of
fostering a working environment supportive of a demographically and culturally diverse
workforce.



Annex I - AECB APPLICATION OF THE
NATIONAL OCCUPATIONAL CLASSIFICATION SYSTEM

Item Occupational Groups Occupational Unit Groups NOC
Codes

AECB Notes

1 Senior Managers Senior Government Managers and
Officials

0012 Includes all
directors
general and
the President

2 Middle and Other
Managers

Financial Managers
Human Resources Managers
Other Administrative Services Managers
Engineering Managers
Architecture and Science Managers
Information Systems and Data
Processing Managers

Government Managers in Economic
Analysis, Policy Development and
Programs Administration

Government Managers in Education
Policy Development and Program
Administration

Other Managers in Public Administration

0111
0112
0114
0211
0212
0213

0412

0413

0414

Includes all
directors and
managers

3 Professionals Financial Auditors and Accountants
Specialists in Human Resources
Professional Occupations in Business
Services to Management

Physics and Astronomers
Geologists, Geochemists and
Geophysicists

Biologists and Related Scientists
Civil Engineers
Mechanical Engineers
Electrical and Electronics Engineers
Chemical Engineers
Industrial and Manufacturing Engineers
Metallurgical and Materials Engineers
Mining Engineers
Geological Engineers
Other Professional Engineers, n.e.c.
Computer Systems Analysts
Computer Programmers
Lawyers and Quebec Notaries
College and Other Vocational Instructors
Natural and Applied Science Policy
Researchers, Consultants and Program
Officers

Program Officers Unique to Government
Librarians
Writers
Professional Occupations in Public
Relations and Communications

1111
1121
1122

2111
2113

2121
2131
2132
2133
2134
2141
2142
2143
2144
2148
2162
2163
4112
4131
4161

4168
5111
5121
5124

Includes all
professionals
and their
supervisors



Item Occupational Groups Occupational Unit Groups NOC
Codes

AECB Notes

4 Semi-Professionals
and Technicians

Applied Chemical Technologists and
Technicians

Biological Technologists and Technicians
Electronic Service Technicians

(Household and Business Equipment)
Inspectors in Public and Environmental

Health and Occupational Health and
Safety

Graphic Designers and Illustrating Artists

2211

2221
2242

2263

5241

5 Supervisors Supervisors, General Office and
Administrative Support Clerks

Supervisors, Finance and Insurance
Clerks

Supervisors, Mail and Message
Distribution Occupations

1211

1212

1214

Includes
supervisors of
administrative
work units only

6 Supervisors: Crafts
and Trades

Not applicable

7 Administrative and
Senior Clerical
Personnel

Administrative Officers
Executive Assistants
Personnel and Recruitment Officers
Purchasing Agents and Officers
Bookkeepers
Secretaries (except Legal and Medical)
Legal Secretaries

1221
1222
1223
1225
1231
1241
1242

8 Skilled Sales &
Service Personnel

Not applicable

9 Skilled Crafts &
Trades Workers

Not applicable

10 Clerical Personnel General Office Clerks
Records and File Clerks
Receptionists and Switchboard Operators
Computer Operators
Accounting and Related Clerks
Payroll Clerks
Administrative Clerks
Personnel Clerks
Library Clerks
Correspondence, Publication and Related

Clerks
Mail, Postal and Related Clerks
Production Clerks
Purchasing and Inventory Clerks

1411
1413
1414
1421
1431
1432
1441
1442
1451
1452

1461
1473
1474
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3UHSDUHG�E\�� +XPDQ�5HVRXUFHV�'LYLVLRQ



(PSOR\PHQW (TXLW\ 3URJUHVV DQG $FWLRQ 3ODQ IRU ������� LL

3XUSRVH�

7KH�SXUSRVH�RI� WKLV�(PSOR\PHQW�(TXLW\�3URJUHVV�DQG�$FWLRQ�3ODQ� LV� WR�GRFXPHQW� WKH�SURJUHVV�PDGH�RQ
JRDOV�IURP�ODVW�\HDU¶V�3ODQ�DQG�WR�LGHQWLI\�VWUDWHJLHV�QHHGHG�IRU�)<���������WR�DGGUHVV�XQGHUUHSUHVHQWDWLRQ
LVVXHV�

$XWKRUL]DWLRQ�

7KH�(PSOR\PHQW�(TXLW\�$FW�DQG�5HJXODWLRQV�FDPH�LQWR�IRUFH�LQ�2FWREHU��������([HFXWLYH�&RPPLWWHH�KDV
PDQGDWHG� WKH� +XPDQ� 5HVRXUFHV� 'LYLVLRQ� WR� GHYHORS� DQ� (PSOR\PHQW� (TXLW\� 3URJUDP� WKDW� ZLOO� HQVXUH
FRPSOLDQFH� ZLWK� $(&%� REOLJDWLRQV� XQGHU� WKH� (PSOR\PHQW� (TXLW\� $FW� DV� ZHOO� DV� VHQVLWL]H� $(&%
PDQDJHPHQW�DQG�VWDII�WR�WKH�EHQHILWV�RI�D�GLYHUVH�ZRUNIRUFH�

2EMHFWLYHV�

$V�SDUW�RI�RXU�REOLJDWLRQV�XQGHU� WKH�(PSOR\PHQW�(TXLW\�$FW� DQG�5HJXODWLRQV�� WKH�$(&%�PXVW�GHYHORS�D
VKRUW��DQG�ORQJ�WHUP�DFWLRQ�SODQ�WKDW�DGGUHVVHV�RXU�LVVXHV�RI�XQGHUUHSUHVHQWDWLRQ���,Q�SDUWLFXODU��WKH�DFWLRQ
SODQ�PXVW�DGGUHVV�WKH�IROORZLQJ�LWHPV��DV�RXWOLQHG�LQ�WKH�$FW�

♦ 6SHFLI\� SRVLWLYH�SROLFLHV� DQG� SUDFWLFHV� LQVWLWXWHG� LQ� WKH� VKRUW� WHUP� IRU� KLULQJ�� WUDLQLQJ�� SURPRWLQJ� DQG
UHWDLQLQJ�SHUVRQV�LQ�WKH�IRXU�GHVLJQDWHG�JURXSV�

♦ 6SHFLI\�VKRUW�WHUP�PHDVXUHV�IRU�WKH�HOLPLQDWLRQ�RI�DQ\�HPSOR\PHQW�EDUULHUV�GLVFRYHUHG�DV�D�UHVXOW�RI
WKH�(PSOR\PHQW�6\VWHPV�5HYLHZ�

♦ (VWDEOLVK�D�WLPHWDEOH�IRU�LPSOHPHQWDWLRQ�

♦ (VWDEOLVK�VKRUW�WHUP�QXPHULFDO�JRDOV�IRU�WKH�KLULQJ�DQG�SURPRWLRQ�RI�SHUVRQV�LQ�WKH�GHVLJQDWHG�JURXSV
ZKHUH�XQGHUUHSUHVHQWDWLRQ�KDV�EHHQ�IRXQG�

♦ (VWDEOLVK�ORQJ�WHUP�JRDOV�IRU�LQFUHDVLQJ�UHSUHVHQWDWLRQ�RI�SHUVRQV�LQ�WKH�GHVLJQDWHG�JURXSV�

♦ 'RFXPHQW�SURJUHVV�LQ�WKH�DFKLHYHPHQW�RI�WKHVH�REMHFWLYHV�



3URJUHVV�$FKLHYHG�LQ�)<���������

,Q�)<����������WKH�$(&%�XQGHUWRRN�DQ�DPELWLRXV�VHULHV�RI�DFWLRQV� LQ�VXSSRUW�RI� WKH�$(&%�GLYHUVLW\
DQG�HPSOR\PHQW�HTXLW\�REMHFWLYHV�

2XU�VWUDWHJLHV�FRQFHQWUDWHG�RQ�
• LPSURYLQJ�WKH�UHSUHVHQWDWLRQ�RI�ZRPHQ�LQ�WKH�3URIHVVLRQDOV�RFFXSDWLRQDO�JURXS�
• LPSURYLQJ�WKH�UHSUHVHQWDWLRQ�RI�SHUVRQV�ZLWK�D�GLVDELOLW\�DQG�$ERULJLQDO�SHRSOHV�LQ�JHQHUDO�

7KH� IROORZLQJ� WDEOH� OLVWV� WKH�DFWLRQ� LWHPV� LGHQWLILHG� IRU�)<��������� LQ� ODVW� \HDU¶V�(PSOR\PHQW�(TXLW\
3URJUHVV� DQG� $FWLRQ� 3ODQ�� � 0DQ\� RI� WKH� DFWLRQ� LWHPV� DUH� GHVLJQHG� WR� KHOS� GHYHORS� D� VWURQJ
PDQDJHPHQW�FDGUH�ZKR� FDQ� OHDG�DQG�PDQDJH� LWV� KXPDQ� UHVRXUFHV�ZLWK� UHVSHFW�� WUXVW�� GLJQLW\�DQG
SURIHVVLRQDOLVP���7KH�VHFRQG�FROXPQ�GLVFXVVHV�WKH�SURJUHVV�DFKLHYHG�RQ�HDFK�LWHP�

)<���������$FWLRQ�,WHPV 3URJUHVV�$FKLHYHG�LQ�)<��������

3UHSDUH D SURJUHVV UHSRUW RQ WKH +XPDQ 5HVRXUFHV

5HIRUPV ,QLWLDWLYH DQG RWKHU 3URMHFW �� LVVXHV� 6WDII GR

QRW UHFRJQL]H WKH SURJUHVV WKDW KDV EHHQ PDGH QRU GR

WKH\ QHFHVVDULO\ OLQN LQLWLDWLYHV WR WKHVH RULJLQDO UHSRUWV�

0XFK SURJUHVV KDV EHHQ PDGH ZLWK UHVSHFW WR
WKH +XPDQ 5HVRXUFHV 5HIRUPV ,QLWLDWLYH DQG

QXPHURXV FRPPXQLTXpV KDYH EHHQ SUHSDUHG

IRU VWDII GUDZLQJ WKHVH OLQNV EDFN WR 3URMHFW ���

,Q WKH GHYHORSPHQW RI DOO IXWXUH SROLFLHV� HQVXUH WKDW
HPSOR\PHQW HTXLW\ LVVXHV DUH FRQVLGHUHG DQG
LQFRUSRUDWHG� ,Q )< �������� WKH IROORZLQJ KXPDQ
UHVRXUFHV SROLFLHV ZLOO EH UHYLHZHG� UHYLVHG DQG�RU
UHZULWWHQ� HPSOR\PHQW HTXLW\� MRE HYDOXDWLRQ� VWDIILQJ�

WUDLQLQJ� HGXFDWLRQ OHDYH�

'XULQJ )< �������� QHZ OHDUQLQJ DQG
FRPSHQVDWLRQ SROLFLHV ZHUH GHYHORSHG DQG
FRPSOHWHG� 'HYHORSPHQW VWDUWHG RQ WKH
ZRUNSODFH GLYHUVLW\ SROLF\� WKH MRE HYDOXDWLRQ
SROLF\ DQG D QHZ UHVRXUFLQJ SROLF\�
(PSOR\PHQW HTXLW\ LVVXHV ZLOO FRQWLQXH WR
IHDWXUH SURPLQHQWO\ LQ DOO IXWXUH SROLF\
GHYHORSPHQW�

(QVXUH WKDW IRUPDO DQG LQIRUPDO UHZDUG DQG UHFRJQLWLRQ
SURJUDPV DQG SROLFLHV UHIOHFW FRUSRUDWH YDOXHV DQG
GLYHUVLW\ LVVXHV�

7KH FXUUHQW LPSOHPHQWDWLRQ RI WKH 8&3
5HVWUXFWXULQJ SURMHFW LV WKH ILUVW VWHS LQ WKH
LQWURGXFWLRQ RI QHZ SURJUDPV WKDW DUH GHVLJQHG
WR FRPSOHPHQW DQG VXSSRUW WKH $(&%
FRPSHQVDWLRQ SKLORVRSK\� )XUWKHU SURJUHVV RQ
WKH IRUPDO UHFRJQLWLRQ SURJUDPV LV SODQQHG IRU
WKH XSFRPLQJ \HDU�

'HYHORS PDQDJHPHQW FRPSHWHQFLHV ZKLFK FOHDUO\ LGHQWLI\
WHFKQLFDO DQG QRQ�WHFKQLFDO FRPSHWHQFLHV DQG LQFRUSRUDWH
EHKDYLRXUDO LQGLFDWRUV ZKLFK HQFRXUDJH GLYHUVLW\ DQG
HTXLW\ LQ KXPDQ UHVRXUFHV PDQDJHPHQW�

'RQH�

'HYHORS D PDQDJHPHQW WUDLQLQJ VWUDWHJ\ IRU VXSHUYLVRUV�
GLUHFWRUV DQG GLUHFWRUV JHQHUDO EDVHG RQ FRPSHWHQFLHV
GHYHORSHG�

'RQH�

'HYHORS D VXFFHVVLRQ SODQ IRU NH\ PDQDJHPHQW DQG
WHFKQLFDO SRVLWLRQV�

,Q SURJUHVV�
&RPSOHWLRQ GDWH� 0DUFK ��� �����
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(QVXUH PDQDJHUV DUH PDGH DZDUH RI GLYHUVLW\ LVVXHV
HLWKHU WKURXJK WUDLQLQJ� RULHQWDWLRQ RU FRDFKLQJ�
,QIRUPDWLRQ VHVVLRQV DQG ZULWWHQ FRPPXQLTXpV DUH
HVVHQWLDO WR DQ HIIHFWLYH FRPPXQLFDWLRQV HIIRUW�

6HYHUDO LQIRUPDWLRQ VHVVLRQV ZHUH FRQGXFWHG
GXULQJ WKLV ILVFDO \HDU� $OO WUDLQLQJ FRXUVHV KDG
D GLYHUVLW\ HOHPHQW LPEHGGHG LQ WKH FXUULFXOXP
DQG WKH PHWKRGRORJ\ XVHG� 1H[W ILVFDO \HDU�
IRUPDO WUDLQLQJ LQ GLYHUVLW\ LVVXHV ZLOO IROORZ D
SUHVHQWDWLRQ RI FXOWXUH VXUYH\ DQG (PSOR\PHQW
6\VWHPV 5HYLHZ UHVXOWV�

5HYLHZ WKH $(&% VWDWHPHQW RI YDOXHV WR GHWHUPLQH LI
WKHUH LV D FOHDU SRVLWLRQ RQ GLYHUVLW\ LVVXHV�

7KH $(&% VWDWHPHQW RI YDOXHV LV FXUUHQWO\
XQGHU UHYLHZ E\ VHQLRU PDQDJHPHQW�

'UDIW WKH $(&% SROLF\ DQG SULQFLSOHV WKDW VXSSRUW GLYHUVLW\
DQG HPSOR\PHQW HTXLW\� 7KLV SROLF\ PXVW DGGUHVV WKH
LVVXH RI DFFRPPRGDWLRQ IRU HPSOR\HHV ZLWK VSHFLDO
QHHGV�

'LYHUVLW\ SROLF\ LQ GUDIW� FRPSOHWLRQ SHQGLQJ
(PSOR\PHQW 6\VWHPV 5HYLHZ UHVXOWV� ,Q WKH
LQWHULP� WKH $(&% KDV DGRSWHG WKH &+5&
JXLGHOLQHV IRU MRE DFFRPPRGDWLRQ SXUSRVHV�

'HYHORS DQ RULHQWDWLRQ SURJUDP WKDW LQWURGXFHV QHZ
HPSOR\HHV RU QHZO\ SURPRWHG HPSOR\HHV WR IRUPDO DQG
LQIRUPDO V\VWHPV ZLWKLQ WKH $(&%�

8QGHU GHYHORSPHQW�
7R EH FRPSOHWHG VXPPHU �����

&RPSOHWH UHYLHZ DQG YDOLGDWLRQ RI 12& FRGHV LQ
FRQVXOWDWLRQ ZLWK WKH $(&% -RE (YDOXDWLRQ 8QLW DQG

+5'& UHSUHVHQWDWLYHV�

'RQH�

$OO +XPDQ 5HVRXUFHV 'LYLVLRQ VWDII PXVW DWWHQG D GLYHUVLW\
DQG HPSOR\PHQW HTXLW\ DZDUHQHVV WUDLQLQJ�

'RQH� 6HSWHPEHU �����

(DFK +XPDQ 5HVRXUFHV 'LYLVLRQ VXSHUYLVRU PXVW WDS LQWR
RWKHU IHGHUDO JRYHUQPHQW GHSDUWPHQWDO LQLWLDWLYHV LQ RUGHU
WR HQVXUH WKDW ZH PD[LPL]H RXU HIIRUWV DQG PLQLPL]H

GXSOLFDWLRQ�

2Q�JRLQJ�

7KH 3ROLF\ DQG 3URJUDP 'HYHORSPHQW 6HFWLRQ� ZKLFK
KDV RYHUDOO UHSRUWLQJ UHVSRQVLELOLW\ WR FHQWUDO DJHQFLHV
DQG $(&% HPSOR\PHQW HTXLW\ SURJUDP UHVSRQVLELOLWLHV�
ZLOO�

• DFW DV D IDFLOLWDWRU IRU FURVV�VHFWLRQDO LQLWLDWLYHV

ZLWKLQ WKH +XPDQ 5HVRXUFHV 'LYLVLRQ�

• IROORZ XS RQ LQLWLDWLYHV�

• ZRUN ZLWK RWKHU +XPDQ 5HVRXUFHV 'LYLVLRQ
VXSHUYLVRUV WR GHYHORS VKRUW� DQG ORQJ�WHUP
SURJUDP JRDOV�

• VWDUW D FRPPXQLFDWLRQ SODQ ZKLFK ZLOO JHW WLPHO\ DQG
XS WR GDWH LQIRUPDWLRQ LQWR WKH KDQGV RI RWKHUV ZKR
FDQ EHQHILW� DQG�

• FRQWLQXH SDUWLFLSDWLRQ RQ WKH ,QWHU�'HSDUWPHQWDO
(PSOR\PHQW (TXLW\ &RPPLWWHH�

2Q�JRLQJ�

2Q�JRLQJ�
2Q�JRLQJ�

2Q�JRLQJ�

2Q�JRLQJ�
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7UDLQLQJ LQLWLDWLYHV IRU $(&% PDQDJHUV VKRXOG LPEHG
GLYHUVLW\ LVVXHV LQWR WKH FXUULFXOXP� $ FRQWLQXRXV DQG
FRQVLVWHQW GLYHUVLW\ PHVVDJH LV PRUH OLNHO\ WR KDYH D
ODVWLQJ LPSDFW WKDQ D FRXUVH XQLTXH WR GLYHUVLW\� ,W LV RXU
EHOLHI WKDW HIIHFWLYH PDQDJHPHQW WUDLQLQJ LV SHRSOH�FHQWUHG
WKHUHIRUH LVVXHV RI GLYHUVLW\ FDQ EH HDVLO\ LQFRUSRUDWHG�
'LYHUVLW\ WUDLQLQJ IRU VRPH $(&% PDQDJHUV VKRXOG EH
FRQVLGHUHG�

'RQH�
$OO $(&% GLUHFWRUV KDYH DWWHQGHG WKH &&0'
([HFXWLYH /HDGHUVKLS FRXUVH LQ )< ��������
ZKLFK KDV D VWURQJ HPSOR\PHQW HTXLW\
RULHQWDWLRQ�

&RPSOHWH D IRUPDO (PSOR\PHQW 6\VWHPV 5HYLHZ ZKLFK
ZLOO DGGUHVV WKH SUHOLPLQDU\ ILQGLQJV RI WKH ZRUNIRUFH
DQDO\VLV� KHOS XQGHUVWDQG WKH UHDVRQV EHKLQG WKH
XQGHUUHSUHVHQWDWLRQ DQG PHHW RXU OHJDO REOLJDWLRQV XQGHU
WKH (PSOR\PHQW (TXLW\ $FW DQG 5HJXODWLRQV�

(PSOR\PHQW 6\VWHPV 5HYLHZ VWDUWHG LQ
-DQXDU\ ����� &RQWUDFW QRW FRPSOHWHG WR
$(&% VDWLVIDFWLRQ� 1HZ (PSOR\PHQW 6\VWHPV
5HYLHZ WR EH FRQGXFWHG LQ 2FWREHU �����

)ROORZLQJ WKH (PSOR\PHQW 6\VWHPV 5HYLHZ� GHYHORS
SURJUDP JRDOV ZLWK +XPDQ 5HVRXUFHV 'LYLVLRQ
VXSHUYLVRUV DQG HVWDEOLVK VKRUW�WHUP QXPHULFDO JRDOV�

2Q KROG SHQGLQJ FRPSOHWLRQ RI (PSOR\PHQW
6\VWHPV 5HYLHZ LQ -DQXDU\ �����
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7KH�$(&%�(PSOR\PHQW�(TXLW\�$QQXDO�5HSRUW�IRU���������LGHQWLILHG�WKH�IROORZLQJ�DUHDV�RI
XQGHUUHSUHVHQWDWLRQ���7KH�WDEOHV�EHORZ�VXPPDUL]H�WKHVH�ILQGLQJV���7KH�ILQDO�FROXPQ�RI�HDFK�WDEOH
LQGLFDWHV�WKH�QXPEHU�RI�HPSOR\HHV�WKDW�ZRXOG�KDYH�WR�EH�KLUHG�E\�WKH�$(&%�IRU�LW�WR�EHFRPH�WUXO\
UHSUHVHQWDWLYH�RI�WKH�&DQDGLDQ�ZRUNIRUFH�

$(&%

5(35(6(17$7,21

&$1$',$1

$9$,/$%,/,7<
9$5,$1&(:20(1

)< �������
1R� � � 1R�

6HQLRU 0DQDJHUV � ���� ���� ��

0LGGOH 0DQDJHUV � ��� ���� �

3URIHVVLRQDOV �� ���� ���� ��

6HPL�3URIHVVLRQDOV �� ���� ���� �

6XSHUYLVRUV �$GPLQLVWUDWLYH� � ���� ���� �

$GPLQLVWUDWLYH 	 6HQLRU &OHULFDO �� ���� ���� �

&OHULFDO �� ���� ���� �

$(&%

5(35(6(17$7,21

&$1$',$1
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9$5,$1&(

9,6,%/( 0,125,7<

)< �������
1R� � � 1R�

6HQLRU 0DQDJHUV � ��� ��� ��

0LGGOH 0DQDJHUV � ��� ��� �

3URIHVVLRQDOV �� ���� ���� �

6HPL�3URIHVVLRQDOV � ���� ��� �

6XSHUYLVRUV �$GPLQLVWUDWLYH� � ��� ��� ��

$GPLQLVWUDWLYH 	 6HQLRU &OHULFDO � ��� ��� �

&OHULFDO � ��� ��� �

$(&%

5(35(6(17$7,21

&$1$',$1

$9$,/$%,/,7<
9$5,$1&($%25,*,1$/ 3(23/(6

)< �������
1R� � � 1R�

6HQLRU 0DQDJHUV � ��� ��� ��

0LGGOH 0DQDJHUV � ��� ��� �

3URIHVVLRQDOV � ��� ��� �

6HPL�3URIHVVLRQDOV � ��� ��� �

6XSHUYLVRUV �$GPLQLVWUDWLYH� � ��� ��� ��

$GPLQLVWUDWLYH 	 6HQLRU &OHULFDO � ��� ��� ��

&OHULFDO � ��� ��� ��
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,W� LV� FOHDU� IURP� WKH� WDEOHV� DERYH� WKDW� RXU� PRVW� VHULRXV� XQGHUUHSUHVHQWDWLRQ� LVVXHV� DUH� LQ� WKH
PDQDJHPHQW� FDGUH�DQG�� IRU� WKH�PRVW�SDUW�� LQ� WKH�3URIHVVLRQDOV� RFFXSDWLRQDO� JURXS� DV�ZHOO�� �2XU
JUHDWHVW�VLQJOH�YDULDQFH�LV�ZRPHQ�LQ�WKH�3URIHVVLRQDOV�RFFXSDWLRQDO�JURXS��ZKHUH����ZRPHQ�ZRXOG
KDYH� WR�EH�KLUHG�E\� WKH�$(&%� LQ� RUGHU� IRU� WKH�RUJDQL]DWLRQ� WR� EH� UHSUHVHQWDWLYH�RI� WKH�&DQDGLDQ
ZRUNIRUFH�� � ,Q�PRVW�RWKHU�RFFXSDWLRQDO�JURXSV��D�VPDOO� LQFUHDVH� LQ� UHSUHVHQWDWLRQ�ZRXOG�DOORZ� WKH
$(&%�WR�PHHW�RU�H[FHHG�WKH�&DQDGLDQ�DYDLODELOLW\�GDWD�

2XU� VWUDWHJLHV� VKRXOG� WKHUHIRUH� FRQFHQWUDWH� RQ� LPSURYLQJ� WKH� UHSUHVHQWDWLRQ� RI� ZRPHQ� LQ� WKH
3URIHVVLRQDOV�RFFXSDWLRQDO�JURXS���7KH�$(&%�ZLOO�DWWHPSW�WR�DGGUHVV�WKLV�XQGHUUHSUHVHQWDWLRQ�LVVXH
ZLWK�WKH�IROORZLQJ�VWUDWHJLHV�

�� 'HYHORS�D�VXFFHVVLRQ�SODQ�ZKLFK�ZLOO�LQFRUSRUDWH�UHFUXLWPHQW�DQG�UHWHQWLRQ�VWUDWHJLHV�IRU�IHPDOH
SURIHVVLRQDOV� LQ� WKH� RUJDQL]DWLRQ�� � 7KLV� ZLOO� LQFOXGH� GHYHORSPHQWDO� DFWLYLWLHV� DV� ZHOO� DV
DSSOLFDWLRQ�RI�FRPSHQVDWLRQ�VWUDWHJLHV�

�� &RQGXFW�DQ�(PSOR\PHQW�6\VWHPV�5HYLHZ�SD\LQJ�VSHFLDO�DWWHQWLRQ�WR�UHFUXLWPHQW�DQG�VHOHFWLRQ
SURJUDPV�ZKLFK�PD\�DGYHUVHO\�DIIHFW�ZRPHQ�ZLWKLQ�WKH�$(&%�

�� 'HOLYHU� D� 0DQDJHPHQW� 'HYHORSPHQW� 3URJUDP� DLPHG� DW� VHFWLRQ� KHDGV�� � 7KLV� SURJUDP� ZLOO
LQWURGXFH�FRQFHSWV�DURXQG�PDQDJLQJ�D�GLYHUVH�ZRUNIRUFH�LQFOXGLQJ�FRPPXQLFDWLRQ�VNLOOV��HWF�

�� 3UHVHQW�D�EXVLQHVV�FDVH�IRU�GLYHUVLW\�WR�$(&%�H[HFXWLYHV�LQWHJUDWLQJ�WKH�ILQGLQJV�RI�WKH�$(&%
:RUNSODFH�'LYHUVLW\�6XUYH\��WKH�)<���������ZRUNIRUFH�DQDO\VLV�DQG�WKH�(PSOR\PHQW�6\VWHPV
5HYLHZ�

7KHVH� VWUDWHJLHV� ZLOO� EH� LPSOHPHQWHG� UHVSHFWLQJ� RXU� SKLORVRSKLHV� RI� RSHQ� FRPPXQLFDWLRQ� DQG
FRQVXOWDWLRQ�ZLWK�6WDII�&RXQFLO�DQG�RWKHU�VWDNHKROGHUV�ZKLOH�EHLQJ�UHDOLVWLF�DERXW�DFKLHYHPHQW�DQG
VSHFLDO�FKDOOHQJHV�IDFLQJ�WKH�$(&%�


