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Minister of Labour u% Ministre du Travall

Ottawa, Canada K1A 0J2

Her Excellency the Right Honourable Adrienne Clarkson,
C.C,C.M.M., C.O.M,, CD.
Governor Genera of Canada

Your Excdlency,

Itismy privilegeto present to you the 17" Annual Report to Parliament on the Employment
Equity Act.

Overadll, the purpose of the Employment Equity Act isto achieve equality and eliminate
barriersin theworkplace so that no person shall be denied employment opportunitiesfor
reasonsunrelated to ability. Furthermore, the Act seeksto ensure progresstowardsamore
representativework force.

The Employment Equity Act requiresemployerswithinthefederd jurisdiction? including
federally regulated private sector employersand Crown corporationswith morethan

100 employees, federa public sector organizationsregardless of the number of employees,
and federal contractorswith more than 100 employeeswho secure contractsvalued at more
than $200,000? to develop and implement equity programsin an effort to achieveafair and
representative Canadian work force.

Thisreport outlinesthe development of employment equity asit relatesto membersof the
groupsidentified in the Act: women, membersof visbleminorities, personswith disabilitiesand
Aborigina peoples. Thefindingsdetail the progressand achievements made by these groupsfor
the period 1987-2003.

Thedatacollected for thisreport was submitted by employersregulated by the Act, witha
combined work force of over two million employees. Employersreaffirmed in their reportsthat
employment equity isnot only theright thing to do, but that it makes good businesssenseto
have arepresentative and diversework force.

Themainfindingsof thisyear'sreport indicate that overall results have been positive. However,
resultsachieved for personswith disabilitieswere limited compared to the other groups. This
indicatesthe need for further effort toincreasetheir representation.

Thefoundation of our country wasbuilt onthe principlesof fairnessand equity. Employment
equity isrecognized asakey policy inthe Government's agendaof social inclusion. We have
made much progresssince 1987, and | am proud to continue the Government of Canada's
commitment to achieving afair and representativework force.

\ e
‘é) NP f

TheHonorable Joe Fontana, PC., M.P.

Canada

Sincerdy,


diane.s.bilodeau
M.
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Introduction

From Equity to Prosperity

Fairness in the workplace makes good
business sense. A diverse workforce not
only improves competitiveness, it can also
mean a higher standard of living for more
Canadians. Employment equity can only
bolster Canada’ s ability to make use of all
its many talents to stimulate growth and

prosperity.

How does employment equity help
business? In an increasingly knowledge-
based world, employers must compete to
maintain their market share. New human
resource management techniques are needed
just to survive. Employment equity can be
an invaluable tool in developing a
competitive edge. The Canadian labour
market workforce is a huge talent pool

that has yet to be fully utilized. Various
industrial sectors depend on fair
employment practices to attract individuals
who know how to build sustainable links
with customers. Hence, the theory that there
is atrade-off between equity and efficiency
no longer holdstrue, if it ever did. The two
goals can now be clearly seen to be
complementary.

Canadais recognized as aworld leader in
employment equity. This program enjoys
corporate and societal support and has
become a cornerstone of our national value
structure. Canadians realize that wasted
talent means wasted money. Some experts
have estimated that underemployment of
women, Aboriginal Peoples, persons with
disabilities and members of visible
minorities costs nearly 5% of Canada's
Gross Domestic Product (GDP) each year.
Employment Equity isno lessvitd in
replenishing Canada’ s aging workforce.

Without equity policies, Canada would look
less attractive to skilled immigrants, the vast
majority of whom are now likely to be
members of visible minority groups. They
need to be more fully and fairly integrated
into the Canadian economy.

The purpose of the Employment Equity Act
isto achieve equality in the workplace for
the four designated groups. Employers
are required to address and correct
disadvantages in employment that are
experienced by those groups. But the
program is not limited to the removal of
employment barriers; it also means taking
special measures to encourage greater
fairness and adjusting the workplace

to accommodate workers who have been
disadvantaged in the past.

Employers have four core obligations in
implementing employment equity:

to survey the participation of designated
group members in their workforce: their
representation levels, occupational
groups and salary distribution, and their
share of hirings, promotions and
terminations,

to carry out an analysis of any under-
representation of the four designated
groups,

to review their employment systems,
policies and practices in order to identify
and remove employment barriers; and

to prepare a plan outlining how they
propose to remove barriers and introduce
positive policies and practices. The plan
must also include a timetable complete
with short and long-term numerical
goals.

Introduction
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On June 1, 2004, federally regulated
private sector employers covered by the
Act submitted their annual employment
equity reportsto the Labour Program. The
information presented here describes the
employment situation of the four designated
groups and the progress that

employers made toward achieving equitable
representation in 2003. The Annual Report
provides a detailed analysis of the data
contained in employer reports. It aso
summarizes workforce information for
other employers covered by the Act.

Annual Report — Employment Equity Act — 2004



Executive Summary

Organisations covered
by the Act

Four types of employers are covered by the
Employment Equity Act: federally regulated
private sector employers', the Federal Public
Service, Separate Employers?, and
employers under the Federal Contractors
Program (FCP). In 2003, these employers
accounted for 13% of the Canadian
workforce or over 2.2 million employees,
compared to 2 million in 2002.

The number of reports received from
federally regulated employers has steadily
increased. Almost 460 reports covering a
total workforce of approximately 620,000
were submitted in 2003, compared to 423 in
2002.

NUMBER OF REPORTS SUBMITTED 1997-2003
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Overdl, the situation of the designated
groups covered by the Act improved in 2003
as measured by the “Representativity
Index”? (RI).

Includes Federal Crown Corporations.

REPRESENTATIVITY INDEX FOR ALL
DESIGNATED GROUPS, 2002 AND 2003
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Women went from 95.9% to 97.9%;

Aborigina Peoples went from 80.7% to
84.6%;

Persons with disabilities went from
46.9% to 58.5%; and

Members of visible minorities went from
77.5% to 90.5%.

The Business Climate

The Canadian economy grew by 1.7% in
2003, compared to 3.4% in 2002. This
sowdown was caused by a variety of
domestic and international events. Increased
competition and operating costs, along with
workforce restructuring, resulted in adrop
in the federally regulated private sector
workforce from 640,000 in 2002 to 620,000
in 2003. Employers nevertheless continued
to make progress in improving the situation
of the designated groups.

Banking Sector

In 2003, several Canadian banks sought to
expand their operations in foreign markets.
Others cut jobs in their operations and

Separate Operating Agencies of the Government of Canada.
The “Representativity Index” measures the percentage of representation of a designated group against its

estimated availability in the Canadian labour market workforce.

Executive Summary
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technology divisions. Studies suggest that
there is still strong customer demand for in-
person services, an area where women and
visible minorities are well represented.

Transportation Sector

A weaker tourism industry and increased
fuel costs put afinancial damper on
employersin the air transportation sector in
2003. Airlines around the world were forced
to reduce their workforces, and Air Canada
was ho exception. Trucking companies had
to grapple with a shortage in skilled labour,
aproblem that is rapidly becoming critical
for thisindustry. Railway companies were
hit by areduction in demand for services
and forced to reduce their workforces.

Communications Sector

Media convergence increased competition
in the Communi cations sector in 2003.
Companies such as Telus and Shaw
Communications Inc. were both trying to
improve their share of the same markets. An
important case was also brought before the
Canada Industrial Relations Board (CIRB)
by CanWest Global Communications and
union representatives, seeking to consolidate
avariety of regional bargaining unitsinto a
single bargaining unit.

Other Sectors*

Employersin the Other sectors reduced their
workforces last year. A strong Canadian
dollar hurt exports in the wheat industry, and
trade disputes with American companies
raised the possibility of new tariffs on
Canadian wheat sold in the U.S.A. These

4 Includes Uranium, Grain, etc.
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events forced employerslike the
Saskatchewan Wheat Pool (SaskPool)
to cut jobs to maintain profitability.

Good Practices

Employers continue to recognize that
employment equity can be a useful human
resources management tool. Not only isit a
legal obligation, it aso corrects inequalities
in the workplace and thereby contributes to
greater corporate success.

Employer Performance
Ratings®

Individual employers are assessed on their
numerical results with regard to the situation
of designated group membersin their

workforce and the efforts they made to
improve the situation of these groups.

Performance Ratings by Sector

PERCENTAGE OF EMPLOYERS WITH "A" RATINGS BY SECTOR
AND DESIGNATED GROUP
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Banking: more than three-quarters of
the banks received “A” ratings for both
women and members of visible
minorities.

An*“A” rating indicates that the organization made outstanding progress in improving the representation of

designated group members in its workforce through hirings and promotions.
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Communications. roughly 55% of
employersreceived “A” ratings for
Aborigina Peoples, while alittle over
one-third received “A” ratings for
women.

Transportation: about 38% of
employersreceived “A” ratings for
Aborigina Peoples, while onein five
received “A” ratings for members of
visible minorities.

Other: just over one-third of these
employers received “A” ratings for
visible minorities, while asimilar
proportion received “A” ratings for
Aborigina Peoples.

Performance Ratings
by Designated Group

Aboriginal Peoples: enjoyed the
highest number of “A” ratings (182)
among all employersin 2003.

Member s of visible minorities:
benefited from the second highest
number of “A” ratings (124) in 2003.

Women: 104 employers received an
“A” rating and accounted for the highest
number of “B” ratings.

Personswith Disabilities. Thisgroup
had only 33 “A” ratings in 2003,
compared to 133“C” and 152 “D”
ratings. This was nevertheless a small
improvement over 2002.

NUMBER OF EMPLOYERS WITH "A" RATINGS BY DESIGNATED GROUP,
2002 AND 2003

Members of Visible Minorities

. 182
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The Workforce

This section describes the employment
situation of designated groups in the
workforce of federally regulated private
sector employers in 2003.

TOTAL NUMBER OF MEN AND WOMEN UNDER

LEEP IN 1987, 2002 AND 2003
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The workforce covered by the Act
decreased as a whole by three per cent in
2003, from 640,000 to 620,000. All four
industries registered a decrease, the
largest being in the Banking sector
(6.5%).

The three largest sectors accounted

for amost 93% of the workforce:
Communications (34%), Banking (30%)
and Transportation (29%).

The transportation sector was the leader
in recruitment, accounting for 41% of all
hires, followed by Communications with
31%, Banking 23%, and the Other
sectors 5%.

Executive Summary



The number of terminations decreased

from 87,500 in 2002 to 81,800 in 2003.

The Transportation sector had the
highest terminations rate close to 40%.

There were 40,700 promotions, almost

1,500 lower than in 2002, and the lowest

level overall since 1993.

The Designated Groups

The following four sections outline the

progress of designated groups under the Act:

Women
Overall Representation

Representation of women in the
federally regulated private sector
dropped dlightly to 44.0% in 2003.

In the Federal Public Service, more

than half of all employees were women

(53%), roughly the same proportion as
ayear earlier. The same was true for
Separate Employers, where women's
representation stood at 51%.

Almost 12% of women are members of

more than one designated group. Asa
proportion of all women in the Federal

Public Service, visible minority women

made up 5%, women with disabilities,
3.7%, and Aboriginal women, 3.2%,
well below their labour force
availability.

Hires and Terminations

Women in the federally regulated private
sector had asmaller share of hiresin
2003, dropping from 39% in 2002 to
36% this year.

In the Federal Public Service, women
accounted for amost 56% of all hires.

Promotions and Salaries

Women in the federally regulated private
sector received roughly 53% of all
promotions in 2003, marginally lower
than in 2002 and the lowest since 1987.
The gender wage gap widened to 22.4%
from 21.9% in 2002, which meant that,
on average, awoman earned 78 cents
for every dollar earned by aman. The
average full-time salary for men was
$62,600 compared to $48,600 for
women.

In the Federal Public Service, women
received 61% of all promotions.

Occupational Profile

Asin previous years, both in the private
and public sectors, women still tended to
cluster in clerical and retail positions.

Women generally remain under-
represented in management, which
strongly suggeststhat a “glass ceiling
persists.

n 6

Aboriginal Peoples

Overall Representation

Representation of the Aborigina Peoples
inthe federally regulated private sector
remained constant at 1.7% in 2003, the
highest level achieved since 1987 when

it was less than 0.7%.

® A glassceiling is an unofficial or invisible barrier to upper management or similar positions within an
organization which certain groups, particularly women, are perceived as being unable to cross.

Annual Report — Employment Equity Act — 2004



In the Federd Public Service, the rate was
3.9%, exceeding the availability rate of
2.6%. Separate Employers achieved arate
of 2.4% for Aborigina Peoples last year,
dightly below their availability rate.

Aborigina Peoples are the fastest growing
demographic group in the country. The
average number of children per
Aboriginal woman is higher than for the
general Canadian population. The average
age for this group is lower than the overal
Canadian population.

Hires and Terminations

Aborigina Peoples received 4.5% of all
hires into the Federal Public Servicein
2003, compared to less than 2% in the
federally regulated private sector.

Aboriginal employees also accounted for
nearly 2% of all terminations in 2003, as
they did in 2002. The turnover rate for
Aboriginal employeesis very high,
making recruitment and retention even
more important.

Promotions and Salaries

At 1.7%, the share of promotions that
went to Aboriginal employeesin the
federally regulated private sector
remained constant in 2003.

The salary gap between Aboriginal
women and all women and between
Aborigina men and al men, narrowed
for the second consecutive year.

The average salary of Aborigina women
working full-time in the private sector
workforce under the Act was
approximately $42,700, as against the
$48,600 average for all women. Almost
one-quarter of Aboriginal women earned
less than $30,000, compared to 15% of
all women;,

Occupational Profile

Six out of every ten Aborigina
employees in the federally regulated
private sector work in just three
occupational groups: clerical personnel,
skilled crafts and trades or semi-skilled
manual workers.

Persons with Disabilities

Overall Representation

In 2003, there was a small drop in the
representation of persons with
disabilities in the federally regulated
private sector, from 2.4% to 2.3%. This
is consistent with a downward trend that
started in 1995, when their workforce
share had reached 2.7%. Their
representation is substantially below the
labour market availability rate of 5.3%.

Representation of persons with
disabilities in the Federal Public Service
was 5.6%, somewhat in excess of the
labour force availability rate. For
Separate Employers, the figure remained
4.6%.

Hires and Terminations

Persons with disabilities' share of hires
in the workforce under the Act rose
dightly last year, from 1.0% to 1.1%
for federally regulated private sector
employers, compared to 3.1% for the
Federa Public Service. Thisisthe

only group whose proportion of hiresis
significantly below its representation in
the workforce (1.1% versus 2.4%).

In the federally regulated private sector,
employees with disabilities accounted
for 1.9% of all those terminated in 2003,
compared to 2.0% in 2002. Thiswas,

Executive Summary



however, lower than their representation
in this workforce, and much lower than
the peak of 2.5% observed in 1995.

Persons with disabilities are the only
designated group in which more people
have been terminated than hired in the
past ten years.

Promotions and Salaries

At 1.9%, the share of promotions
received by federally regulated private
sector employees with disabilities was
below their representation of 2.4%.

The salary gap between men with
disabilities and al men narrowed to
4.9%. Men with disabilities earned just
over 95% of the average male salary for
full-time work in 2003, compared to
94.7% in 2002. At 95.4%, the gap for
women with disabilities relative to all
women was unchanged. The average
salary for men with disabilities was
approximately $59,500 and for women
with disabilities was $46,300.

Women with disabilities are the least
likely of all women to have worked full-
time for the full year, and they are the
most likely to have gone without work
al year.

Occupational Profile

Most employees with disabilities were
concentrated in clerical occupations.

In the federally regulated private sector,
thelr representation increased slightly
among semi-professiona and
technicians and supervisors. craft and
trades.

Visible Minorities

Overall Representation

The only group to increase its
representation in 2003 was the visible
minorities group. Its employment share
in the federally regulated private sector
rose once again, from 12.2% in 2002
and to 12.7% in 2003. For the first time,
visible minority representation surpassed
the corresponding labour market
availability figure of 12.6%.

For the Federa Public Service and
Separate Employers, the situation is
significantly different. There, visible
minority representation stands at only
7.4% and 9.9% respectively.

Hires and Terminations

Members of visible minority groupsin
the federally regulated private sector had
adightly higher share of hiresin 2003
than in 2002. It is now almost 13%,
undeniable progress.

The proportion of hires that went to
visible minorities rose in 7 occupational
groups in 2003, most significantly for
supervisors (from 8.1% to 11.3%),
skilled sales and service personnel (from
7.0% to 8.9%), and semi-skilled manual
workers (from 11.5% to 13.6%).

In total, 9,650 visible minority
employees were terminated in 2003,
which represents 11.8% of the total and
compares to 11% in 2002.

In the Federal Public Service, 10% of all
hires were from this group.

Annual Report — Employment Equity Act — 2004



Promotions and Salaries

The share of promotions received by
members of visible minoritiesin the
federally regulated private sector
increased from 15.2% in 2002 to 16.4%
in 2003. This clearly exceeds their
overall level of representation (12.7%).

Occupational Profile

Visible minority employees were
concentrated in two occupational groups:
professionals and semi-professionals and
technicians.

Thelr representation increased in 12

out of 14 occupationa groups, notably
among administrative and senior clerical
personnel (from 17.0% to 18.1%) and
other sales and service personnel (from
11.1% to 15.5%).

Members of visible minorities are rarely
found in senior management positions.
Out of 78,773 visible minorities, only
191 are senior managers, which
represents 0.2%.

Executive Summary
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Chapter 1:

Organisations covered
by the Act

The Minister of Labour is responsible for the Employment Equity Act. The Act applies to
federally regulated private sector employers’, the federal public sector, and many contractors
who do business with the federal government.

In 2003, over 2.2 million employees in approximately 1,400 private and public institutions were
covered by the Employment Equity Act.

Organisations Covered by the Act

TYPES OF EMPLOYERS COVERED BY THE EMPLOYMENT EQUITY ACT, 2003

# # R WFA R # R _WFA R # R WRA RI| # R _WFA R
TOTAL PERSONS WITH MEMBERS OF VISIBLE
ENPLOYERS EMPLOYEES HOMEN ABORIGINAL PECPLES DISABILITIES MINORITIES

Federally Regulated Private Sector 620502 | 272971 440 473 930 | 10274 17 26 654| 14425 23 53 434| 78713 127 126 1000

Federal Public Service 163314| 86,162 528 473 1000| 6426 39 26 1000 9155 56 53 1000] 12058 74 126 587
Separate Employers 79331 40416 509 473 1000 1909 24 26 923| 3556 45 53 849| 7853 99 126 786
TOTAL 863,147| 399549 463 473 979 | 18609 22 26 846| 2713 31 53 585| 98684 114 126 905
Federal Contractors* 1,363,875
GRAND TOTAL 2,221,022

KEY: R - Representation %, WFA - Workforce Availability Rate (%), RI - Representativity Index (%) (R divided by WFA)
*Federal Contractors are only subject to individual compliance audits. As such, availability and representation data for the designated groups are not available.

Four types of employers are covered by the at any given time during the reporting year
Act: Private Sector Employers including and (2) areinvolved in afederally regulated
Crown Corporations, the Federal Public undertaking (banking, communications,
Service, Separate Employers, and Federal transportation and other federally regulated
Contractors. sectors, such as grain handling and
longshoring sectors). In 2003, almost
Private Sector Employers 460 employers, with a combined workforce
. _ _ of approximately 620,000 employees,
The Minister of Labour is responsible for reported under this program. However, that
the L egislated Employment Equity Program total increases to 703,000 when taken at the
(LEEP) for federaly regulated Private peak period of employment. Chapter 4
Sector Employers, including Federal Crown provides a list of those employers who
Corporations. Th_e Act applies to employers reported in 2003. Appendix A provides a
that (1) have aminimum of 100 employees statistical summary of their workforce under
the Act.

" Includes Federal Crown Corporations.

Organisations covered by the Act
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The Act requires employers who meet the
above criteria to implement Employment
Equity and to report annually to the Minister
of Labour on their progressin achieving a
representative workforce. The Act provides
for amonetary penalty if employers:

fail to file an employment equity report;

fail to include any required information;
or

include false or misleading information.

The penalty is up to $10,000 per day with a
maximum of $50,000 in any calendar year.
To date, no employer has been fined.

The Federal Public Service

The Federa Public Service falls under
Schedule I, Part | of the Public Service Staff
Relations Act. In 2003, it was made up of
71 departments, agencies, and commissions
for which the Public Service Human
Resources Management Agency of Canada
(PSHRMAC)? is the employer. These
organisations vary from large departments
with more than 20,000 employees to small
institutions with as few as 10 employees.
Departments report to the President of the
PSHRMAC who then prepares asingle
report for Parliament. Chapter 6 contains
statistical information on the employment
situation of the four designated groupsin
these organisations.

Separate Employers

Separate Employers are listed in Schedule
Part |1 of the Public Service Saff Relations
Act (PSSRA). These are federal public

8

sector employers outside the Federal Public
Service. The original Employment Equity
Act in 1986 did not take Separate Employers
into account. Over the past decade, however,
asaresult of program review and
government restructuring, the number has
grown to 31, 16 of which employ 100 or
more employees. Some of the larger
Separate Employers are Parks Canada,
Canada Revenue Agency, the Canadian
Food Inspection Agency, the Office of the
Auditor-General, and the National Film
Board. These sixteen organizations employ
approximately 80,000 employees.

Federal Contractors Program

The Minister of Labour is responsible for
the Federal Contractors Program (FCP).
The goal isto ensure that suppliers of

goods and services who do business with
the Government of Canada achieve and
maintain afair and representative workforce,
in compliance with the Criteria for

I mplementation and the Employment

Equity Act. The program covers provincially
regulated employers with a workforce of
100 or more employeesin Canada who bid
on and are awarded contracts valued at
$200,000 or more. As a condition of
bidding, the contractor must sign a
Certificate of Commitment agreeing to
implement employment equity. They

are also subject to audits carried out by
HRSDC/Labour staff.

Appendix B lists Government of Canada
departments, Separate Employers and
federal contractors, along with their
respective workforces.

Initially, the Secretariat of the Treasury Board led the Employment Equity Program. Since December 12, 2003,

the new Public Service Human Resources Management Agency of Canada has assumed that responsibility.

Annual Report — Employment Equity Act — 2004
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Chapter 2:
Business Climate

Employers covered by the Act are affected by the economic environment in which they operate.
Hiring, promotion and termination activities tend to reflect movements in the business cycle.

This chapter describes significant economic trends and events that occurred in 2003 as they
affected the industries covered by the Act. It also explains the circumstances that led to the
decrease in the federally regulated private sector workforce this year. Industrial consolidation
or concentration, as well as business growth, or failure, all have an impact on the dynamics of

employment equity.

The Canadian economy grew by 1.7% in
2003, compared to 3.4% in 2002. The
slowdown can be partly explained by several
well-publicized events. Tourism and related
industries were damaged by natural disasters
in British Columbia (forest fires) and Nova
Scotia (Hurricane Juan). The outbreak of

the Severe Acute Respiratory Syndrome
(SARS) discouraged foreign visitors and
investors. Canada’s beef industry was hurt
by a U.S. ban on Canadian cattle exports
following the discovery of a“mad cow” in
the Prairies. It took strong growth in the
U.S.A., arebound from the effects of SARS
and recovery from the August power outage
in parts of Canada and the U.S. to bring
about an increase in exports in 2003.

Approximately 271,000 jobs were created
during the year, nearly al of them full-time
(243,900). The total available labour force
was estimated at 17 million (9.1 million
males and 7.9 million females), and the
actual participation rate was 67.5%. Of

the total number of employed workers
(15.7 million), 12.8 million were full-time
and 2.9 million were part-time. The majority
were employed in the services sector

(11.8 million). Of the total labour force,
1.3 million were unemployed, which
represents an unemployment rate for the
year of 7.6%.

The total workforce reported under the
Employment Equity Act declined in 2003
(see chapter 5 for a statistical summary

of fluctuations in the workforce). While a
variety of domestic and international events
contributed to this reduction, only a closer
inspection of each of the four sectors can
provide a thorough explanation.

Banking Sector

The banking sector was generally successful
in improving the workforce representation
of the four designated groups. The situation
in the banks compares particularly well with
the labour market availability of women and
members of visible minorities.

There were no bank mergers in 2003.
Instead, the focus shifted to expansion into
U.S. markets as away of maintaining a
competitive edge and a healthy international
presence, particularly in retail banking. In
2000, the Department of Finance set rules
for bank mergers that included obtaining
approval from the Competition Bureau and
the Office of the Superintendent of Financial
Institutions before the merger could be
authorized by the Minister of Finance. These
rules reflected a concern that mergers could
lead to thousands of Canadians losing their
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jobs and to the closure of branchesin small
communities. Thiswould almost certainly
have had a negative impact on designated
group representation in this sector owing to
the high concentration of women and visible
minorities in branch-level occupations.

There was nevertheless some significant
activity in 2003. The Royal Bank of Canada
Financial Group (RBC), Canada's largest
financial institution, was aso the most
active this year. RBC announced plans to
add 60 retail branches in the south-eastern
United States and to increase its roster of
U.S. financial consultants from 1,850 to
2,500. Centura Banks, awholly owned
subsidiary of RBC, acquired Admiralty
Bancorp Inc. of Florida for $150 million.
This acquisition extends the Group’s
growing U.S. financia services platform.
This now includes RBC Centura, RBC Dain
Rauscher, RBC Capital Markets, RBC
Mortgage, RBC Builder Finance and RBC
Liberty Insurance. In February 2003, Great-
West Life Assurance Company of Winnipeg
made a $7.1 billion bid to buy Canada Life
Financial Corp. of Toronto. That bid, if
successful, would create the largest life
insurance company in Canada in terms of
revenue, profit, and stock market value.

A comparison of total employees reported
in 2002 and 2003 shows a slight overall
reduction. Thisis partly due to restructuring
plans and job cuts at banks such as the
Canadian Imperial bank of Commerce
(CIBC), which reduced its workforce by
1,500 jobs. A mgjority of these jobs were

in operations and technology; cutsin the
retail division will be accomplished through
attrition.

Automation

A survey of consumers released in

January 2004 showed that over fifty percent
of respondents prefer to deal with a teller at
a branch of a bank, while only 25% indicated
that they do some of their banking on-line
(either on the Internet or through automated
machines).

Transportation Sector

A number of employersin this sector drew
attention to the negative effects that various
political and economic events had on their
business costs and performance in 2003.
Demand for travel declined while fuel
prices went up. These factors are reflected
in the overall workforce reduction in
transportation from 2002 to 2003.
Employersin the trucking and shipping
industries also reported that current labour
shortages significantly affected their
recruitment efforts.

Despite these difficulties, most employers

in this sector maintained a focus on
employment equity. Initiatives and plans
continued to be implemented, although some
employers noted that hirings were limited.

Air Transport

The Irag war and the SARS outbreak help
explain asignificant decline in passenger air
travel in Canada and elsewhere in 2003. At
the same time, sharp increases in fuel prices
have added to the financial burden and
damaged the aviation industry generaly.

As aresult, hiring and promotional
opportunities have been few and far
between. Airlinesin North America (some
of which filed for bankruptcy) eliminated
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tens of thousands of jobs and incurred
billions of dollarsin losses. U.S. airline
losses alone were estimated at $10.7 billion
in 2003, of which $4 hillion was attributed
to the Iraq war. Hundreds of flights were
cut and huge layoffs announced. Similar
restructuring and lay-off announcements
were made by several European airlines,
including KLM, Finnair, and British
Airways.

Taking into account the events and
consequences of September 11, 2001,

the airline industry as a whole continued
to make concessions and restructuring
decisions involving workforce reductions
throughout 2002 and 2003. Many found it
necessary to make cuts just to maintain their
competitiveness. As aresult, employment
opportunities and turnover rates remain
well below normal across the industry.
This in turn has a direct impact on job
opportunities for designated groups and
on employment equity data.

During 2003, several large airlines
streamlined operations, changed aircraft
types, and overall became more cost and
fuel efficient. The net result was another
slight decrease in employee numbers this
reporting year.

PLH Aviation Services Incorporated

United Airlines continued to experience
significant financial challenges as the result
of filing for Chapter 11 bankruptcy protection
with the United States Bankruptcy Court for
the Northern District of Illinois, on December
9, 2002. As the result of this filing, in January
and February of 2003, United Airlines
reduced its work force by approximately
10,000 employees.

United Airlines Inc.
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A report commissioned by the federal
Department of Transport released in 2003
found that the level of airline competition in
Canada was inadequate, and recommended
that the Government take immediate steps to
open up the industry to alow foreign-owned
companies to operate in Canada. It also
recommended easing or abolishing therule
that no foreign entity may acquire more than
25% of a Canadian airline. Another
recommendation would permit point-to-
point service within Canada by foreign-
owned carriers.

Air Canada, Canada s largest airline
company, faced another challenging year
in 2003. It filed for bankruptcy protection
on April 1, 2003 and reported a sizeable
workforce reduction during the year. The
company had an estimated $12 billion debt,
$373 million of which required servicing in
2003. To reduce its debt Air Canada sold
one third of its Aeroplan frequent flier
program to Onex Corporation for $245
million. The company also contemplated
selling the regional carrier Air Canada Jazz
aswell as stakes in ground service and
baggage handling operations.

Despite these financial woes, Air Canada
managed to retain 70.0% of the airline
market. Zip (asubsidiary of Air Canada) and
WestJet, a competitor, engaged in afare war
in early 2003, with both airlines offering
cheap tickets to Canadian destinations. The
discounting of fares followed a Quebec
Court decision in January that struck down a
key provision of the Competition Act giving
the Competition Commissioner the power to
issue a cease and desist order unilaterally
against adominant airline, such as Air
Canada, that was deemed to be engaging in
“anti-competitive” behaviour.
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Although Air Canada faced many labour
issuesin 2003, it remained dedicated to its
employment equity plan. The company
spends an annua $3 billion (or 31% of its
annual costs) on salaries and benefits. In
March 2003, the company announced plans
to lay off 3,600 employees, roughly one-
tenth of its workforce, to help “create amore
efficient, lower cost airline”’. The company
projected that these cuts would save $200
million ayear. At the same time, it asked its
unions to agree to a 27.0% cut in wages.
Later in the year, Air Canada announced
further cuts of 7,800 jobs, and the remaining
employees would be required to work longer
hours for less money. These cuts were to be
implemented over three years and would be
on top of the 16,000 announced lay-offs that
stemmed from the merger between Air
Canada and Canadian Airlinesin 2000. By
the end of 2003, Air Canada reported that it
had achieved $1.1 billion in annual labour
cost savings.

Meanwhile, other airlines posted mixed
results in 2003. WestJet has seen its business
grow by 40.0% ayear sinceits launch in
2000. Jetsgo, another airline company that
was becoming a national carrier in 2003,
was the third largest airline company after
Air Canada and WestJet. Air Transat, on the
other hand, announced 500 lay-offsin May
2003, due to a lump in the tourism industry.
United Airlines, despite many lay-offs since
September 11, 2001, remained committed
to equity principles and practices and
continued to embrace the competitive value
of adiverse workforce.

Truck Transport

The trucking industry has been struggling
with a shortage of skilled drivers as older
workers leave the industry. This, however,
has opened the way for more drivers from
designated groups, such as visible minorities
and Aborigina Peoples. The Manitoba

Trucking Association signalled in March
2003 that the shortage of drivers and
operational workers (dispatchers, terminal
managers, supervisors and dock men) was
an “employment crisis’ and one of the
“biggest challenges facing the industry”.

A total of 265,000 people, the overwhelming
majority of them male, reported “truck
driver” astheir occupation in 2003, 29.0%
more than in 1991. The growth is attributed
to increased reliance on trucking, ease in
learning the necessary skills, the relative
cost-efficiency of truck transportation, and
an increased demand for “just-in-time’
service. In addition, industry deregulation
has led to lower load rates and an increase
in the number of owner operators. However,
higher fuel costs and insurance rates, as well
as competition from American truckers
moving goods from Canada to the U.S,,
have cut into industry revenues.

In February 2003, Transport Canada
announced new rules that restrict drivers
to amaximum of 13 hours driving time a
day (down from 16 hours), 60 hours a
week, 70 hours over aweek and a half, and
120 hours over two weeks. This averages
out at 84 hours every seven days compared
to the previous maximum of 108.

Rail Transport

The Government introduced a bill to amend
the Canada Transportation Act and to create
aseparate VIA Rail Act. The amendment
would block railway mergers deemed
contrary to the public interest. A railway
merger approval authority would also be
given to the Minister of Transport and the
Cabinet over and above the Competition
Bureau process. The House of Commons
Standing Committee on Transport also
recommended reducing subsidiesto VIA
Rail by $9 million, which meant that the
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government provided VIA Rail with
$257.2 million in 2003-04, compared to
$266.2 million in the previous fiscal year.

Therail industry’ s workforce shrank in
2003, owing in part to a reduction of
demand. Canadian Pacific Railway (CPR)
of Calgary, Canada’ s second largest railway
reported that fuel costs and cold weather
reduced demand for services such asgrain
shipments. CPR owns 22,500 km of track in
Canada and the U.S.; aone dollar rise in fuel
prices could trandate into a $10.0 million
loss in operating income. In response, the
company planned to lay off 300 of its
16,000 employees. It also has plans to cut
another 520 jobs over the next three years.

Most employers in this sub-sector have not
updated their employment equity plans and
goals for some time as they have focused on
downsizing in order to survive. Canadian
National (CN) Railway Company of
Montreal made a successful $1 billion bid
for BC Rail, owned by the British Columbia
government, which is Canada’ s third largest
railway with almost 1,800 employees. In
doing so, it announced plans to cut the
acquired workforce by 430 jobs while
expanding its fleet of rail cars. CN also
announced plans to buy morerail linesin
the U.S.A. in order to boost exports from
western Canada, thus adding to the
company’s presence in that country. These
purchases are part of a $500 million cross-
border deal announced in October 2003.

European-Style Train Service in Canada

Talk of a European-style rapid rail service in
the Windsor-Quebec corridor linking Toronto
and Montreal made news in 2003.
Championed by Bombardier, a transportation
manufacturer headquartered in Montreal, it
would reduce travel time between downtown
Montreal and Toronto while raising fuel-
efficiency and lowering pollution. While the
cost of such a service would have been
prohibitive 20 years ago, new technologies,

17

larger populations and greater road
congestion have made the idea more
attractive. Bombardier's new JetTrain
requires no installation of overhead electrical
lines and would cost $3 billion instead of the
initial $20 billion proposed in 1998 based on
the French TGV model. Bombardier also
claims that JetTrain would emit 40% less
pollutants than cars.

Communications Sector

The workforce in this sector declined in
2003, owing mainly to cost-cutting measures
and company restructuring. Thesein turn
were the result of increased competition and
media convergence strategies.

Telecommunications

Following a string of bankruptcies and
company restructurings in 2001 and 2002,
the Canadian telecom industry showed some
signs of recovery and increasing stability in
2003. Overall revenues were $35.3 billionin
2003, compared to $33.5 billion in 2002.
The decline in revenues from two years ago
has been an international phenomenon:
Nortel Networks Limited in Canada, Alcatel
in France, and Lucent Technologiesin the
U.S.A. al shed many jobs and business
lines. Nortel aone has cut 60,000 jobs, two
thirds of its workforce, and lost $40 billion
in market value since its peak in 2001.

The telephone services sector aso improved
in 2003, as compared to the previous year,
when three suppliers (Teleglobe, 360
Networks, and Group Telecom) went out

of business. Sprint Canada, Call-Net and
AT&T undertook restructuring in 2003,
while the big regional telephone companies,
led by Bell Canada, entered a period of
relative stability. Bell Canada' s parent
company, BCE, has shed many of its non-
core assets to pay down the debt left by a
media-convergence buying spree. Other
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regional players, such as Telusin the west,
MTSin Manitoba, and Aliant in eastern
Canada, were dl in relatively good shape.

Capital spending by Canadian carriers on
telecommuni cations equipment dropped
again this year, from $7.2 billion in 2002 to
$5.8 billion, or 20.0%, as industry players
focused on dashing costs and postponed the
introduction of new services to 2004 and
2005. This came on the heels of a46.0%
drop in capital spending in 2002. The largest
decline was at Rogers AT& T Wireless.
Spending last year was only $413 million
compared with $550 million in 2002, as the
company completed its high-speed wireless
network. Bell Canada trimmed spending
from $3 billion to $2.65 billion and Telus
from $1.7 billion to $1.5 billion. Capital
spending is expected to stabilize in 2004.

Canada’ s biggest telecom companies made
several important employment decisionsin
2003. Bell Canada undertook a major
reorganization, reducing its number of
executives to 100 and cutting 1,700 jobs,
thus bringing its total workforce down to
42,000. In December 2003, Bell Canada
requested that the CRTC approve plansto
expand high-speed Internet service to rural
areas of Ontario and Quebec, including
several Aboriginal communities, at a cost
of $150 million.

Telus of Vancouver completed its 2001
reorganization plan to cut 6,500 jobs and
save $540 million ayear. It thereby reduced
the size of its fixed-line workforce by more
than one-fifth. However, the company also
announced a $500 million investment
program that will create 800 jobs in Quebec.
This investment will qualify for a 10-year
provincial tax exemption, and the province
will provide an additional $16 million for
job creation.

Meanwhile, Telus negotiated a new contract
with the Telecommunications Workers
Union (TWU) in 2003. Workers had been
without a contract since the company
merged with BC Tel in 2000. Employeesin
five former unions continued to work under
the terms of their previous contracts. TWU
Won successor status to represent all 17,000
unionized employees, and resisted the loss
of 5,000 members under Telus' plan.

Microcell, with its Fido brand, the smallest
of four wireless telephone service providers
in Canada, announced plans to double its
subscriber base to 2.4 million by 2008. The
company also received approval to swap
$1.7 billion in debt for equity issue.

In March 2003, the CRTC rglected AT&T’s
appeal of amajor regulatory decision
capping local residential ratestill 2006. The
CRTC aso cut prices that competitors pay
established players like Bell Canada for
network facilities and services by 15%. This
was considered insufficient by AT& T and
other companies. Meanwhile, Bell Canada
claimed that such cuts have lowered its
operating profits by $1 billion.

On-Site CRTC Inspections

The CRTC warned in April 2003 that it

was getting tougher with anti-competitive
behaviour among phone industry players,
and that it was prepared to crack down on
companies that disobey competition rules. It
warned that on-site inspections would begin
as early as June 2003. CRTC auditors would
visit companies and access corporate offices
and documents as part of fact-finding
missions that could lead to prosecution in
case of breaches of the law. The CRTC
announced that in the first three months of
2003 there had been six occasions when
competition rules and commission decisions
had been violated. They included improper
bundling of services in order to under-price
competitors, and disregard for “win-back”
rules which restrict former monopolies that
are trying to lure back customers who have
gone to a competitor.
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Broadcasting

One of Canada's largest media companies,
CanWest Global Communications, and the
unions representing its employees went
before the Canada Industrial Relations
Board early in 2003. The unions were
seeking to create a single bargaining unit
to replace the existing 13 separate units,
and to negotiate a common contract with
the company’s TV stations. CanWest owns
16 conventional TV stations, 11 big-city
daily newspapers, and seven specialty
channels. The unions used the “common
employer” argument. Company lawyers
countered that, since station managers are
the ones who make decisions, oversee
budgets, conduct labour negotiations and
devise local programming, the individual
station is the appropriate employer.

CHUM Limited and CanWest competed for
TV licences in Calgary and Edmonton in
April 2003. In its application to the CRTC,
CHUM committed to spending $300 million
to expand its Citytv network into Alberta.
CanWest, on the other hand, wanted to
launch athird Alberta station by taking
control of a CBC ffiliate. Albertaisthe
home province of Craig Broadcasting
System, which considers the entry of rivals
adirect challenge to its market share.

Both Telus and Shaw put forward
convergence strategies in 2003. These
have now become standard in the
communications industry. As aresult,
these companies wound up being direct
competitors in several markets, and in
particular the market for high-speed Internet
service. Telus which entered the market in
2003, immediately signed up almost
500,000 subscribers, compared to 900,000
for Shaw. The latter lodged several
complaints with the CRTC, accusing Telus
of engaging in anti-competitive behaviour.
At the same time, Shaw was considering

entering the telephone services market,

and Telus announced plans to offer TV
programming, videos and movies on
demand over its high-speed Internet network
to subscribers in Alberta and British
Columbia. This move was opposed by the
Telecommunications Workers Union
(TWU), which filed an intervention with the
CRTC on the grounds that the company had
failed to provide sufficient information on
job opportunities.

Foreign Investment

A House of Commons Standing Committee
on Industry, Science, and Technology
considered altering rules restricting foreign
entry to minority stakes in Canadian phone
companies. Some broadcasting companies,
such as CanWest, support raising the limit
and even scrapping foreign ownership limits
altogether as long as broadcasters get the
same treatment. Foreign ownership was
limited to 46.7% for the operating arms of
domestic phone and cable TV firms. The
industry convergence that started over a
decade ago as a result of technological
improvements and government deregulation
has brought many communications products,
such as telephone, Internet, cable and
satellite TV broadcasting, media productions
and printed media, within a single corporate
entity. Canadian content rules are enforced
by the CRTC, and changes in foreign
ownership limits would not alter this. The
CRTC requires that broadcasters have an
overall Canadian content of 60% during
prime time, plus 8 hours of “priority
Canadian” content (drama) weekly.

In September 2003, the government
considered endorsing the recommendation
made by the Industry Committee to
eliminate foreign ownership restrictions on
cable television and telecommunications
companies. However, the Canadian
Heritage Committee made the opposite
recommendation: to maintain restrictions
on foreign ownership of up to 20% of an
operating company, and a third of a holding
firm. Opponents of lifting the restrictions
claim the industry is a key component of
Canada’s cultural sector; proponents argue
that the industry needs greater access to
capital in order to expand.
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Videotron, a cable TV and high-speed
Internet provider owned by Quebecor Inc.,
endured a lengthy work stoppage by its
2,200 unionized workers. The employer
eventually dropped its plan to transfer

650 employees to Entourage Technology
Solutions, which had first sparked the
dispute in May 2002.

The reception of satellite signals from
outside of Canada was a concern for
broadcasters in 2003. Nearly 500,000
households receive foreign signals, at a
cost of $400 million ayear to Canadian
business. To combat satellite piracy, many
companies have proposed to add digital

channels and ethnic channels to their rosters.

In November 2003, Department of Justice
Canada considered enacting legislation to
ban illegal signals.

Visible Minorities in Media Jobs

In January 2003, the Minister of Canadian
Heritage said that Canadian media outlets
should reflect Canada’s growing diversity.
There are too few members of visible
minorities in the senior ranks. Jobs for visible
minorities should go beyond on-camera
television work and extend to management in
both broadcast and print media. The CRTC
insisted on a diversity plan for each licence
renewal in 2003. Of the 2,600 news gathering
jobs, only 65 (or 2.6%) were held by visible
minorities or Aboriginal Peoples, compared to
a total labour market availability of over 15%.

Other Sectors

Other sectors under federal jurisdiction saw
adlight reduction in their workforcesin
2003. Among the industries faced with
laying off employees were nuclear energy
and agriculture. Atomic Energy of Canada

Limited (AECL) announced plansto reduce
itsworkforce by 200 in mid-2003. These
lay-offs mainly affected scientists and
engineers at the Mississauga, Ontario
offices. The situation at Agricore United, the
largest grain company in Canada, reflected
two years of drought on the Prairies.
Company revenues shrank substantially in
2003 and its workforce was reduced by 5%
to improve efficiency.

The grain industry encountered set-backsin
2003 as prices fell internationally. A strong
Canadian dollar negatively affected wheat
exports. The Saskatchewan Wheat Pool
(SaskPool) of Regina, Canada s No. 2 grain
company and Saskatchewan’s largest
private sector employer with almost

1,600 employees, restructured its debt in
2003 to secure new credit of $375 million
from its lender banks. Key to restructuring
was the conversion of medium term notes
to anew series maturing in 2008. The
provincial government lifted a 10%
ownership limit on outside investment in
SaskPool. As aresult, their employment
goalswill be adjusted for the newly formed
business units once their organizational
structure has been finalized.

The Canadian Wheat Board (CWB)
experienced further difficulties exporting
whesat to the U.SA., asthe U.S. Commerce
Department (at the request of the North
Dakota Wheat Commission) imposed a
series of new duties between March and
August 2003. The cumulative rate went as
high as 14.2%, a jump of 40%. The
Commerce Department argued that
Canadian wheat isillegaly subsidized and
is being exported to the United States at less
than cost value. The new levies would
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cost the CWB, the exclusive sdller of
Western Canadian wheat on world markets,
as much as $50 million in additional duties
and make Canadian wheat more expensive
in the U.S. market. Additional dutieswould
also have the effect of bringing the Crown
Corporation into a deficit situation for the
first timein 10 years.
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Trade Dispute: The Grain Industry

The U.S. Commerce Department has found
minimal evidence of illegal subsidies or
dumping by the CWB, and its random
checks of imports that led to new duties

in 2003 were based on shipments from

27 Canadian farmers among tens of
thousands. An Organization for Economic
Co-Operation Development (OECD) study
released in September 2003 showed that
U.S. farmers are subsidized at a rate that
almost doubles the Canadian rate, as 30%
of U.S. farmers’ income came from subsidies
against 18% in Canada, which translates into
an extra subsidy of $45 per tonne of wheat
for the American farmer.
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Chapter 3:
Good Practices

The Employment Equity Act requires federally regulated employers to submit an annual
statistical report on the representation of the four designated groups in their workforce, as well
as a qualitative narrative report. Included in this qualitative report are the measures taken to
remove barriers and to improve the situation of designated groups, together with the results
achieved, and any related consultations between management and employee representatives.

In 2003, various measures undertaken by employers helped increase designated group
representation in the workforce under the Act. Several employers found that a diverse
workforce not only made for a strong presence in the market place, it also promoted economic

success and improved morale among employees.

The Business Case

In 2003, employers continued to recognize
employment equity as a useful human
resources management tool and a good way
to prevent and correct inequalitiesin the
workplace. Many saw it as a fundamental
business asset that enhanced their standing
over competitors and facilitated corporate
planning.

More than a mere reflection of the
multicultural environment, fairnessin the
workplace becomes a definite advantage the
more it is supported by good employment
practices generally. Employment equity
helps employers enlarge their talent pool,
especially in today’ s knowledge-based
economy. Employers increasingly believe
that employment equity is not only alegal
obligation, it is the right thing to do. It also
contributes to greater corporate success.

Some employers promote service to their
clientele by ensuring customers can do
business with people like themselves.
Many make a point of integrating good

employment equity practices, such asthe
reasonable accommodation of specia needs,
as part of their business plans.

In the narrative part of their 2003 reports,
employers identified the following benefits
of implementing employment equity:

aworkforce that reflects Canadian
culture and diversity;

increased global competitiveness and
productivity;

high employee morale and less
absenteeism;

better relations with customers and
clients;

improved corporate reputation; and

greater profitability and a better bottom
line.

Employer reports also demonstrate that
employment equity contributes to business
success. When people of diverse
backgrounds and talents are brought
together, results are more effective and
organizations become more creative.

Good Practices
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One of AIR INUIT’s most remarkable
characteristics is that our team includes
individuals of all cultural backgrounds. This
diversity of experience provides us with great
strength — tolerance and teamwork — to meet
the challenges that an exceptional landscape
and a challenging market place presents to
us.

AIR INUIT

Communication

In 2003, many employers reported that their
business communication plans included
employment equity features that had explicit
support from senior management, and
particularly in self-identification campaigns.
This led to higher employee response rates
and better overall understanding of the goals
of employment equity.

Fairness in the workplace means that people
of all backgrounds are entitled to succeed,
grow, and make full use of their talents.
Canadian employers areincreasingly
committed to equality of opportunity and to
treating people from the designated groups
without discrimination.

Employers have used awide variety of
media outlets to convey this commitment

to their employees and clients. Employer
commitment is also featured increasingly

in corporate literature and in job
advertisements as employers try to attract
candidates from the designated groups. The
following are just some of the tools used for
communication and educational purposes:
intranets and websites, newsletters or other
internal publications, bulletin boards,
messages from senior management,
workshops, meetings and focus groups,
advertisements, special diversity days

or events, employee handbooks and new
hire packages, training and orientation
sessions for managers and employees, €tc...

A sound communication strategy is a
prerequisite for putting employment equity
into practice. The Canadian Press, like a
growing number of employers, provides new
employees with information on the purpose
of the Employment Equity Act along with an
equity questionnaire. Others, like SLH
Transport, include educational material

about employment equity policy and
initiatives in their company newsletters.

Documentation, visibility, continuity,
emphasis, confidentiality and openness
are among the key factorsto look for in a
successful communication strategy.

Documentation: verbal explanations
may be useful but they are not sufficient.
Some employers, like ACRO Aerospace
Inc., put written information on
employment equity in their orientation
packages as well as providing toll-free
and confidential accessto an
Employment Equity manager.

Vishility: at Kenn Borek Air Ltd.,
“amemo explaining the Employment
Equity Program and commonly asked
guestionsis posted at all company
bases to increase employment equity
awareness and understanding.”

Continuity: the Canadian Western Bank
believes in letting employees know
about itsinitiatives and strategies on
diversity on an ongoing basis, while
Bradley Air Services monthly
Employee Newdletter features an article
dedicated to employment equity in each
edition.

Emphasis:. CAFAS Fueling, ULC
emphasi zes the advantages of good

workforce representation as part of its
regular communication with employees,
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Confidentiality: Tippet-Richardson
Limited reported that it has made good
use of acommunication strategy
whereby “employees were approached
on an individual basis, explained the
importance of employment equity, and
assured that the records are kept
confidential and on a separate file’;

Openness: Westjet Airlines Ltd. held
periodic focus groups with employees
to discuss fairness issues and to develop
solutions to perceived barriers.

Employer reports identified several other
methods of reaching out to employees.
They include:

voluntary self-identification surveys that
help quantify diversity in the workplace;

committees devoted to employment
equity that are responsible for
conducting workshops, presentations
and sessions with employees,

dialogue with managers about their
position on employment equity;

internal and external newsletters and
magazines with sections and/or articles
on employment equity;

bulletin boards where job openings and
recent employment equity news are
posted,;

company internet web sites that contain
information on employment equity
plans,

internal employment equity memos and
pamphlets; and

exit interviews.
Some employers have adopted a proactive

approach to equity by making it a
continuous process rather than a one-time
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task. They redlize that year-round efforts,
not just the submission of areport, are
what make an employment equity strategy
successful.

Workforce Survey

More and more employers are giving
priority to workforce surveys as part of the
employment equity process. They seethis
as an essential starting point before taking
more comprehensive steps. Emphasis on
communication and an explicit commitment
to employment equity have helped
employers overcome employee resistance to
self-identification surveys and improved
response rates. This was done by providing
relevant information to employees with their
orientation packages, and occasionaly by
including letters from top executives.

To ensure a better response rate, follow-up
guestionnaires have been mailed to those
employees who did not return the form the
first time. Asaresult, there has been a
noticeable increase in the number of
employees who identify themselves as a
member of a designated group.

All new employees receive an employment
equity package during the orientation they
receive from HR on their first day of work.
The package includes a memo defining
Employment Equity, TBI Canada’s
commitment and responsibility, the
guestionnaire and the accompanying cover
letter.

TBI Canada

Educating Managers

While general education of the entire
workforce is important, many organizations
now readlize that in order to make a
difference in job fairness and career
development for members of the designated
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groups, managers need to have a sound
understanding of, and a solid commitment
to, the objectives of employment equity.
Educating managers then becomes an
employment equity priority. They are
encouraged to give ongoing and concrete
support to equity goals by:

providing alisting of organizations,
websites and magazines that are amed
towards the designated groups for
purposes of posting job opportunities,
and

giving guidance on how to put
employment equity into practice
through a management advisory group.

Attending workshops and seminars also
provides opportunities to network with other
employment equity practitioners and gain
valuable information and insights. At
Reuters Canada Limited, hiring managers
are given specific guidelines on how to
recruit and retain suitable staff, backed up
by the Human Resources division, which
generates a diverse candidate pool for open
positions.

representatives according to Employment
Equity requirements or informally through
open door policies and one-on-one
discussions. Although communication
between employers and employeesis
obviously not limited to employment equity
issues, equity is now a key part of such
discussions.

Twelve focus groups were held (in Toronto,
Vancouver and Calgary) in June by RBC Royal
Bank, which involved over 150 employees
representing a cross-section of ethnicity and
position levels. The result was the
establishment of a Minority Advisory Board
whose mandate is to increase awareness of
issues, identify solutions and provide
networking opportunities.

Royal Bank of Canada

The Leadership Hiring program to all
managers/supervisors of the company (...)
provides a structured, objective approach to
the overall hiring process and ensures a
consistent, fair and equitable approach to
hiring. This re-introduction was supported
throughout the year with one-on-one
coaching to hiring managers.

Landmark Feeds Inc.

Consultations

Employers are increasingly sensitive to
employee needs and are looking for ways
to improve their communications process.
There are consultations with employees,
either formally through their official

J.D. Smith and Sons Limited has an
employee advisory committee with
representation from the designated groups
and various levels of authority to gather
input on equity-related matters. At Manitoba
Telecom Services, there have been
consultations with the unions to resolve
situations related to harassment and the
accommaodation of special needs.

Informal discussions aso contribute to
positive employer-employee relations

and are becoming part of the regular
communication process in some
organizations. Many hold informal
dialogues with local union representatives
in an effort to prevent employment equity
from being perceived as athreat to the
employment or advancement of non-
designated groups.

In small organisationslike TSI Terminal
Systems Inc. “size allows for most
communications with staff to take place on
an on-going basis, most often informally, on
aone-to-one or small group basis’. Rawlco
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Radio Ltd. “believes that regular on-going
dialogue with all employees, not just
representatives, is key to addressing all
concerns’. TD has “additional venues for
employees to provide input and feedback on
diversity initiatives through the creation of a
website, generic email address and Human
Resource group who meet weekly to discuss
equity issues’.

To support the objective of improved
designated group representation, CMHC
has added in each region and sector a
“follow-up on the representation indicators
and discussions of the staffing processes, as
well as strategies for continuing to improve
employment equity objectives’.

Employers also discuss with local union
representatives ways to improve the overall
understanding of employment equity
programs and the self-identification process
(Prince Rupert Grain Ltd.), or to conduct
employment systems reviews (Bradley Air
Services).

GlobeGround North AmericaInc. formed

a project team to develop communication
awareness within the organization “through
newsletters, a website feedback address and
aguide outlining principles and guidelines
of our communication strategy” .

Communication and opportunities for
consultation on a national and regional basis
occur through conference calls and on-site
meetings to share successes, ideas, best
practices and employee feedback.

Purolator

Employment Equity Committees

The mandate of employment equity
committees is to “review employment equity
policies for comments/suggestions, and to
foster an environment of understanding,
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acceptance and education around diversity”
(Citizens Bank of Canada). They also
“review progress toward hiring and
promotion goals, and recruitment of
designated group members’ (Worldwide
Flight Services).

Some employers establish aformal
consultation process by creating an
employment equity committee. Others
have broader diversity committees aimed
at creating a discrimination-free work
environment that is respectful,
accommodating and welcoming to all.

In 2003, employers continued to devote
substantial resources to developing ways
to put their employment equity plansinto
practice. Most have committees to review
policies and to monitor their compliance
with their obligations under the Act. Focus
groups are also used to identify solutionsto
perceived barriers in employment. Being
open with employees is seen as essentia to
the success of employment equity. Thisis
especially true when acquisitions occur and
new employees are added to the company
workforce.

FCC'’s Diversity Advisory Committee.

The group’s mandate is to address issues
related to the four designated groups, raise
awareness of diversity throughout the
Corporation and lead the change in attitudes
that will help build commitment to a diverse
workplace.

Farm Credit Canada

Many employers aim for a consultation
framework in which all segments of the
workforce are represented, not only union
officials. CHUM Limited’ s employment
equity committee meets on aregular

basis and consists of a*“cross-section

of employees of the designated groups,
including management, union and non-union
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employees’. The Bank of Canada's
employment equity committee is composed
of employee representatives from across the
Bank, including designated group members,
and advises Corporate Services on the
development and implementation of the
employment equity program. At Edmonton
Regional Airports Authority, the committee
consists of seven members. They represent
the four designated groups and a cross-
section of employees, as well as the local
union. All employees of Pole Star
Incorporated received a letter describing
the employment equity committee and
encouraging them to take part in the
committee’ s monthly meetings to monitor
and review the equity data, to develop
practical measures and ensure they are
carried out.

Our two internal Diversity Committees in
Mississauga and Montréal consist of
employees across occupational levels and
designated groups. We meet on a quarterly
basis and review the most recent workforce
analysis, discuss scholarships, internships,
communication measures, new policies and
initiatives, and monitor our progress on the
Employment Equity Plan.

Pelmorex

Other employers rely on employment
equity consultants to chair the joint labour-
management employment equity committee,
provide ongoing guidance in all matters
pertaining to the employment equity plan,
generate ideas and act as catalysts for
promoting diversity within the organization,
and for better responding to customer needs.

Sharing Good Practices

In 2003, many companies demonstrated
thelr commitment to employment equity
initiatives both through the collective

bargaining process with labour unions and
through contacts with other employers. In
some cases, these initiatives have targeted
one designated group in particular.

Sharing good practices has become more
prevaent. The following are some good
practices noted by employersin their
reports:

maintain an “open-door” policy that
encourages a positive environment
for employer and employees,

advertise employment opportunities
in specific national or regional
publications geared towards members
of designated groups;

celebrate specific cultural holidays such
as Nationa Aborigina Day or the
International Day for the Elimination of
Racia Discrimination;

provide flexible holiday policiesto allow
employees to celebrate their own special
days;

accommodate employees who need
specia help, especially those with
disabilities, as away of making them
more comfortable in their work
environment;

promote a workplace barrier-free; as
the workplace becomes more complex,
accommodative solutions become
more individualized; and

recognize that successful
accommodation involves encouragement
from senior managers, and the
development of a supportive
environment; among the practices
employers use to meet the special needs
of employees are private workspaces,
visual or hearing aids, job coaches, and
diversity training for managers and staff.
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Recruitment and Retention

It is now widely accepted that appropriate
recruitment practices are essential to
achieving more equitable workforce
representation. Widening the pool of
potential candidates by reaching out to
more than one of the designated groups
could be a solution.

Some employers offer recruitment training

to their Human Resources specialists. Others

provide leadership training to designated
group members so that there will be a good
pool of candidates available when vacancies
arise.

To reach a broad range of potential
applicants, many employers send all

job postings to community organizations
that represent or assist designated groups.
Rosedale Transport Limited has a
recruitment and retention committee
which meets every six weeks to discuss
recruitment, workplace equity and

the retention of drivers. The National Bank
of Canada has a special recruiter to attract
persons with disabilities and improve its
pool of potential candidates. Navigata
Communications Inc. continues to work
with an employment service which helps
mentally and physically challenged
individuals become candidates for available
positions.

Detailed job postings for all non-union jobs
were placed in various media (internet,
newspaper, intranet, terminals, on websites
for designated groups where available).
Outreach letters were sent to women'’s
organizations, Aboriginal centers, and groups
assisting people with disabilities.”

Allied Systems (Canada) Company

The company partnered with Equitek, an
employment outreach network focused
specifically on designated group members,
to distribute job postings to some

200 diversity related organizations across
Canada.

Bell Mobility Inc.

There are two ways in which the
benchmarks for representation of designated
group members can be achieved at
management levels:

by creating availability within
the internal market through skill
development and educational
support; and

by putting into effect measures to
remove workplace barriers and ensure
that the special needs of designated
group members can be met.

Companies with a comprehensive human
resources strategy are able to attract new
talent and retain the talents they have. Many
include employment equity information and
job advertisements on their web sitesin
order to reach a diverse audience and attract
suitable candidates. Others provide training
in bias-free interviewing and the use of afair
and objective selection process as a way of
ensuring a consistent and equitable approach
to the entire process.

Focus on training and development, as well
as equity-oriented training, is essential to
enhancing promotional opportunities for
designated group employees.

Ontario Power Generation
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Connecting with Aboriginal Peoples

Some employers are focusing their
employment equity efforts on particular
designated groups. Successful inclusion
sometimes requires specia attention and
accommodation for one designated group
in particular, while at the same time taking
into account the type of business, the work
environment, and previous experience with
other groups.

Some employers make special efforts

to build relations with the Aborigina
communitiesin order to attract candidates.
Canada Post, for instance, introduced
several initiatives under its Progressive
Aboriginal Relations program to strengthen
relations with Aboriginal Peoples and
improve its hiring, retention and promotion
rates.

Rawlco Radio Ltd. has sponsored
Aboriginal Awareness Seminars to educate
staff on awide range of issues related to
Saskatchewan's Aboriginal population. 1t
also provided financial support to the
University of Saskatchewan to recruit and
retain more First Nations and Métis students
in its business programs. Warren Gibson
Limited contacted an employment
placement group that deals specifically with
Aboriginal Peoplesto explore opportunities
to recruit qualified Aboriginal candidates.
Canadian Helicoptors Limited has
developed partnerships with Aboriginal
associations as a means of improving the
proportion of Aboriginal employeesin its
workforce.

A number of employers are alocating
scholarship funds to support Aboriginal
youth education. The Northern
Transportation Company Limited launched a
leadership training bursary in the Northwest
Territories “to recognize academic and
community leadership amongst the youth of

the North”. Similarly, the Canadian Western
Bank, in partnership with the University of
Alberta, “continues to participate in a
scholarship program for the benefit of
Aboriginal students’. Northwestel Inc.
provides scholarships annually to Aboriginal
students who are pursuing post-secondary
education, and the recipients receive priority
for any summer employment opportunities’.
Cameco Corporation provides financia
support to Saskatchewan Aboriginal
students who enrol in engineering, geology,
or commerce along with summer
employment opportunities and a two-year
employment contract after graduation.

Training and development programs
targeting designated groups can also present
a business advantage. To address the
shortage of skilled professional drivers,
ECL Group of Companies Ltd. isactively
working with the Canadian Trucking Human
Resources Council (CTHRC) on the “future
professional driver workforce within the
Aboriginal and Immigrant populations, and
addressing the special needs of these groups
in relationship to essential skills and
development strategies’.

Nasittug Corporation has established
contacts with educational institutions,
participated in college and apprenticeship
programs, set up a scholarship program for
Aborigina students, and sponsored external
courses, seminars and post-secondary
programs for its employees. Alliance
Pipeline’s Aboriginal Apprenticeship
Program provides an opportunity for
Aborigina Peoplesto gain experience in
the oil and gas industry. FCC has joined
with Aborigina Peoplesin a number of
community and business initiatives,
including adult learning programs, urban
outreach, and financial support to the First
Nations University of Canada.
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Accommodating Persons
with Disabilities

Serious commitment to employment
equity involves consistent workplace
accommodation of specia needs. At the
Canadian Broadcasting Corporation,
accommodations for employees with
physical disabilities include telephone
devices and professional-grade earphones
for the hearing impaired, as well aslarge
screen monitors and large fonts for those
with visual impairments.

Alcan Primary Metal Group reassigns
workers with reduced physical abilities to
more suitable positions. Menlo Worldwide
Forwarding Inc has made special effortsto
recruit and retain women and persons with
disabilitiesin its Material Handler position.
At Canada Cartage Systems Limited,
“employment policies, practices and
support policy systems are in place to make
reasonable accommodation for any member
of any designated group for health, religious
or family needs’.

Our goal is to prevent hiring barriers and
to actively identify and attract qualified
candidates from all the designated groups.
We have accessible premises and
consistently demonstrate a willingness

to accommodate people’s needs, e.qg.
ergonomic workplace assessments as
required, designated prayer rooms, work
hours accommodations, etc.

Paging Network of Canada Inc.

TransCanada Pipelines’ Duty to
Accommodate Policy “recognizes that
sometimes fairness requires treating people
the same despite their differences, other
times it means treating them as equals

by accommodating their differences’.
Some employers attended “Duty to
Accommodate” workshops as an
opportunity to network with other equity
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practitioners and to discuss best practices.
The St. Lawrence Seaway Management
Corporation devel oped modified work
programs to “accommodate employees who
are unable to perform their regular duties as
aresult of awork-related injury or illness’.
CTV Inc. MCTV works closely with unions
to “develop early return-to-work programs
and accommodation programs for
individuals with temporary and permanent
disabilities’.

Securicor Canada Ltd. continues to work
with its national property manager to
“improve workplace sites (physical
environment and future physical sites) so
that persons with disabilities will be able to
function more comfortably and effectively”.
The City of Ottawa created for the first time
an award to recognize architectural and
interior design innovations to lower
workplace barriers and provide accessibility
for all.

The National Bank of Canadatook part
in the colloquium “Hiring persons with
disabilities, for achange’ asaway of
underscoring its commitment to this
group. It also used the occasion to make a
presentation on the servicesit providesto
employees with sensory and functional
l[imitations.

A positive relationship with unions can

be very helpful when the need for
accommodations arise. Work training
programs can also bring disabled workers
back into the workplace or facilitate an early
return to regular duties for someone who has
been temporarily disabled.

For CanJet Airlines, an accommodation
policy for employees with disabilities
demonstrates a strong commitment to
overcoming barriers in the workplace.
Transport TFI 1 has modified the interior
of thelir trucks to make all controls easy to
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reach to make sure that drivers with
disahilities can do their work without
undue effort.

At Midland Transport Limited, disability
management continues to be a growth area.
Information packages and procedures are
prepared for injured workers to help them
adjust to workplace injuries and facilitate
their return to work. A “disability
management co-ordinator works closely
with managers to provide accommodations
and modified work assignments for disabled
workers’.

Persona Communications Inc. joined
together with the Canadian Council on
Rehabilitation and Work in a*Partners for
Workplace Inclusion” program to help
people with disabilities develop pre-
employment skills through on-the-job
training and volunteer opportunities. The
Canadian Wheat Board assists employees
on short or long term disability and provides
aternative job accommodations to
employees returning to work.

Some employers have created employee
advisory bodies to get direct feedback on
specia needs. Others have focused more on
career development measures for persons
with disabilities.

Workplace Diversity

Employment equity enables Canadian
businesses to increase both their local

and global competitiveness by making the
best use of all available skills. In many
organizations, equity issues are inseparable
from the achievement of broader diversity.
More and more employers are
acknowledging and featuring workforce
diversity within their organizations.
Although higher representation does not
initself fulfill the goal of employment
equity, it remains a good start and a

potential indicator of implementation of

the Act. Employers go beyond mere cultural
diversity by making sure that employees
from the designated groups enjoy career
opportunities commensurate with their skills
and qualifications.

At the Roya Bank of Canada, employee
diversity councils have been created to
support and implement diversity and
employment equity strategies. The
Canadian Western Bank has made diversity
management a key ingredient of effective
management, and Bell Canada’ s web site on
diversity provides information on all aspects
of diversity, including employment equity
and human rights. CHMC has added a
guestionnaire on diversity in the workplace
toitsinternal and external recruiting system
in order to monitor designated group
representation throughout the staffing
process.

BMO’s commitment to diversity and
workplace equity is supported by a
comprehensive infrastructure, which includes
goal setting, monitoring and evaluation.
Through an extensive suite of online
management information reports, the
Chairman and all BMO executives monitor
progress towards these benchmarks on a
guarterly basis.

BMO Financial Group

A large number of employers now permit
the substitution of religious holidays to
accommodate those of different beliefs
along with adjusted work schedules to
accommodate those with different religious
practices. Others have reassigned

responsi bilities to accommodate employees
who have a permanent disability due to
accidental injury or disease.

Persona Communications Inc. has devel oped
an equity-related events calendar which
identifies those days, weeks and months of
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the year when the various designated
groups, or related initiatives, are recognized.
The Citizens Bank of Canada held a

potluck Lunch and Learn to celebrate the
International Day for the Elimination of
Discrimination, in order to “renew our
personal commitment to overcome all forms
of racism and discrimination and to show
that we respect, accept and celebrate al
cultural diversity”.

Internships/Scholarships

Many employers are devel oping internships
for members of the designated groups. This
helps them acquire valuable work
experience while waiting for employment
opportunities to open up. Internships are not
only for entry level employees, they can be
extended to include management positions.

Career Bridge — Bell Canada helped launch
this innovation internship program that
provides Canadian work experience for new
immigrants looking for jobs in their respective
areas of expertise.

Bell Canada

Ability Edge is a program that connects
young people with disabilities to meaningful
work experiences with Canadian companies.
Blackburn Radio Inc. continues to work
with local colleges for “internship
placements targeting members of the
designated groups’. Scotiabank has
provided “internships since 1996,

focusing primarily on Aboriginal and
disabled graduates’. The Canadian Museum
of Civilization has a program to help
Aboriginal trainees improve their knowledge
and experience in museum work.

Another way to provide work experience to
members of designated groups is through
co-op programs with higher education
ingtitutions. Employers continue to make
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use of various work and training placements.
Working with high schools and community
colleges, they offer some designated group
members an opportunity to take part in
job-shadowing, apprenticeships and other
work placements. They also maintain
relationships with colleges and universities
to foster possible career opportunities and
co-op placements for designated group
members.

The Canada Lands Company Ltd. hasan
internship program to give young Aboriginal
Peoples a better chance in the job market.

It offers them both work experience and
valuable references. Job openingsin this
program have been advertised in
publications geared toward Aborigina
youth.

A number of organizations are now
encouraging future employees from the
designated groups to pursue education in
non-traditional fields. Cameco Corporation
“continues to sponsor women in geology
scholarship fund” and Canadian National
offers scholarships to women studying in
non-traditional fields.

CIBC places a high value on being involved
with the external communities in which it
does business, as well as with educational
equity initiatives, understanding that without
educational equity, employment equity will
never be fully realized.

Canadian Imperial Bank of Commerce

Exit Interviews

Exit interviews can help employerslearn
more about the weaknesses and strengths
of their organization. In this regard, the
knowledge and experience of departing
employees can be invaluable.
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Many employers use an exit interview
process to capture critical data about
departing employees. This helps assess
employee perceptions of the work
environment as well as changes that could
be achieved through employment equity
measures. Some employers conduct
personal interviews, while others have a
guestionnaire that is filled out by hand or
online. Thistype of consultation is on the
increase among reporting organizations. Of
al the voluntary steps taken by employers,
exit interviews are now the most common.

Although not limited to members of
designated groups, exit interviews can be
very useful in detecting problems, setbacks
or barriers (whether real or perceived) to the
integration or promotion of members of a
designated group. They can aso be about
genera changes in human resource policies
OF Processes.

All employees of Execaire and Innotech
Aviation are subject to an exit interview “to
determine whether departures are related to
any systematic problems’. Exit interviews
at the Royal Canadian Mint are used to
identify any issue involving a designated
group. Williams Moving and Storage

(BC) Ltd. is promoting “a system of exit
interviews with the various levels of
management to ensure that the designated
groups are not leaving in disproportionate
numbers ...”. TransCanada Pipelines
Limited uses exit interviews “to identify
issues and concerns to both the

overal employee population and also issues
and concerns specific to the designated
groups, and to identify appropriate
corrective actions”.

Some employers use the results of exit
interviews analysis to demonstrate that
resignations were not the result of issues,
real or perceived, that affect designated

groups. Others analyze the data to pinpoint
ways to improve recruitment and retain
members of the designated groups.

Partnerships

In 2003, many companies continued to
seek the help of outside organizations that
speciadize in dealing with the needs of
designated groups. This not only helps
them achieve their employment equity
goals, it aso keeps up the morale of existing
employees. Employers established strong
relationships with such specialist agencies
to convey the company’s support for
employment equity and to advertise
appropriate job openings.

Partnerships are effective in recruiting and
retaining a qualified and diverse workforce
and could be conducive to organizational
success. They can also improve overall
employee morale by demonstrating to
employees the company’ s steady dedication
to the principles of employment equity.

Community Networking

A growing number of employers appreciate
the value of community involvement in
making diversity management practices a
part of their organizational culture. To
broaden the applicant pool, many employers
advertise recruitment opportunities through
designated group organizations. Others have
built a network of activitiesin partnership
with community organizations. Participation
in job fairs, for instance, can be a great way
to reach alarge pool of candidates and
improve employment equity results.

The following are some of the initiatives
employers have used to develop and
maintain effective working relationships
with external organizations.
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HSBC Bank Canada and the Toronto Port
Authority joined the Inclusion Network, an
Aboriginal Internet job site that connects to
over 300 Aboriginal employment centres
across Canada. As part of itslong-term
strategy to encourage designated groups to
pursue telecommunication careers, Manitoba
Telecom Services sponsors a High School
Career Mentorship program that is highly
representative of the designated groups.

Enbridge Pipelines Inc. recruited a manager
for its Aboriginal relations strategy which
involves “building and enhancing
relationships with Aboriginal stakeholders
and communities’. Provincial Airlines Ltd.
worked with employers and community
based organizations to provide more job
opportunities for persons with disabilities.
At Federal Express Canada, outreach
recruitment relations were established with
Career Edge, the Paraplegic Association of
Ontario and Jobs Market for Persons with
Disabilities.

To attract qualified applicants from
members of visible minorities, the
Edmonton Regional Airports Authority
included in its distribution list an
organization that assists immigrants with
employment searches. Westcoast Energy
Inc. took part in the Aboriginal Employment
Partnership Initiative, which helps create job
training for Aboriginal Peoples.

CHUM Limited joined in the National
Aboriginal Achievement Foundations
‘Taking Pulse Forum’, a“full day meeting
of Canada s top executives to share ideas
about how to provide the Aboriginal
community with improved access to the
Canadian job market”. Northwestel Inc.
works with many First Nations to find
potential employees for remote
communities. Société Air France has
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ongoing working relations with agencies for
purposes of recruiting and integrating multi-
ethnic staff.

Bell West Inc. works with many post-
secondary institutions to offer exciting
employment opportunities for current
students and new grads from the

designated groups. Access Communications
Co-operative Limited joined in work term
programs and work experience initiatives
sponsored by high schools in collaboration
with agencies representing the designated
groups.

Financial support, mock interviews, and
serving on boards, are just afew of the ways
organizations have helped the agencies
dedicated to promoting the four designated
groups. Conferences, seminars, networking
and the sharing of best practices with other
organizations are other common devices for
encouraging diversity and employment
equity.

One advantage of being in the broadcast
industry is that it enables the employer

to provide support to the four designated
groups through regular news coverage

and specia programming or promotional
material. CHEK TV educates not only

its employees but aso its viewers on issues
pertaining to employment equity. CHAN
TV participates in CanWest Global’s
‘Broadcaster of the Future Awards', which
are offered to members of designated groups
hoping to pursue careers in broadcasting.

Outreach recruitment efforts at TBayTel
include sending all open job postings to
21 external agencies. Symcor Inc. posts
job openings and maintains contacts with
20 organizations across the country. Not
only have successful hires occurred as a
result, but accommodation information,
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ideas and support have been provided to
employers. Airborne Energy Solutions Ltd.
has a full-time manager responsible for
promoting relations with native communities
in Northern Canada and providing
employment and training opportunities for
Aboriginal Peoples.

The Aboriginal Employment Partnership
Initiative is a new partnership between the
British Columbia government, Aboriginal
organizations and the Royal Bank. Itsgod
isto identify suitable jobs, “project future
employment vacancies and training
reguirements and examine economic
opportunities for Aboriginal businesses’.

Collective Agreements

Quite a number of employers have entered
into agreements with their unions that
provide for the specific creation of
employment equity positions that are not
subject to the seniority provisions of the
collective agreement. Such initiatives can
prove extremely useful in providing

opportunities for training candidates or
employees from the designated groups.
Continued progress can be made through
greater flexibility within collective
agreements for the creation of designated
employment equity positions.

Videotron Ltd. for example, pays for union
release time for members of its Accessto
Equality Committee, a management-labour
body that looks into the situation of
designated groups and promotes workplace
equity. Upper Lakes Group Inc. works with
those unions who do most of the hiring “to
make them aware of our needs and
commitment to employment equity”.

Frequently, measures to improve the
situation of designated groups are discussed
at the bargaining table and put into effect for
the duration of a collective agreement. CTV
Specialty television Inc. / RDS, for instance,
negotiated a new clause in the collective
agreement that allows them to consider
members of designated groups first before
making hiring decisions.
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Chapter 4:
Employer Performance Ratings

This chapter presents an assessment of the quantitative results that federally regulated private
sector employers achieved in working toward a representative and equitable workforce during
the reporting year ending December 31, 2003. It is based entirely on the numerical data
contained in the employers' reports.

The guantitative assessment consists of a single rating derived from six different indicators. The
indicators measure the extent to which designated groups are represented in the organisation,
and whether their jobs and salaries are similar to those of other employees in that organisation.
They also reflect the extent to which employers have improved the situation of designated
groups during the year, through promotions, hirings, and retention activities.

This chapter also evaluates the degree to which employers' employment equity reports were in
compliance with the requirements of the Act. This is done through the Report Compliance Index
(RCI).

For more details about the methodology used to calculate the performance ratings or the RCI,
please refer to the Technical Guide.

The Ratings

RATING RESULTS EXPLANATION
A Indicates superior The organisation made outstanding progress in
performance in all six improving the representation of the designated group
indicators. in its workforce through hiring and promoting group

members. Their situation compares very well with the
group’s labour market availability. The group receives
adequate shares of hirings and promotions, compares
favourably with other employees in terms of salary and
occupational distribution and does not suffer adversely
from termination compared to other employees.

B Indicates good The rating reflects an adequate ability to meet the
performance, but company’s obligations under the Act. However, the
problems persist. employer still needs to develop a long-term strategy for

sustainable progress. The situation of the designated
group in the company compares relatively well with the
labour market availability and with the jobs and salaries
of other employees in the organisation. But there are
some systemic barriers to achieving adequate
representation, as well as problems in the occupational
distribution and salaries. This rating also suggests that
the hiring and promotion of members of a designated
group may be less than adequate, or that members of
a particular group are leaving the organisation in
disproportionate numbers.

Employer Performance Ratings
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RATING RESULTS EXPLANATION

C Indicates average to The situation of the designated group in the company
less than average does not compare well with its labour market availability
performance. or with the jobs and salary of other employees. The

organisation also failed to hire and/or promote members
of the group at a rate sufficient to maintain its
representation in the company.

D Indicates poor Legislative obligations are not being met and the
performance. company scores low on all six indicators. A follow up

and an Employment Systems Review are required to
detect and remove barriers.

Z Indicates no presence | The organisation appears to have no representation of a
of a designated group designated group in its workforce. This could occur for
in the employer’s several reasons: no workforce survey or workforce
workforce. analysis has been conducted; there was no hiring of

designated group members; or there are no retention
policies. The employer needs to conduct an Employment
Systems Review and engage in specific efforts to hire
designated group members.

Summary of the Ratings

The two tables below provide a general overview of the situation of designated groups across the
rating spectrum, and a more specific look at each industry. More detailed results for each of the
four sectors and by individual employer appear in the table at the end of this chapter.

NUMBER OF EMPLOYERS BY RATING BY DESIGNATED GROUP

RATING
DESIGNATED GROUP A B C D z
Women 104 79 175 82 1
Aboriginal Peoples 182 52 33 62 59
Persons with Disabilities 33 19 133 152 51
Members of Visible Minorities 124 64 109 70 21
NUMBER OF EMPLOYERS BY RATING BY DESIGNATED GROUP BY SECTOR®
Banking Communications Transportation Other

A|lB|lCc|D|Z|A|B|C|D]|Z A B C D |Zz| A B C D | z
Women 18| 4| 0| 0|0 |34|3|11]|1]0 36 | 33 |143| 78 | 1 || 16 8 21 3 0
Al 6| 6| 0| 3|7 |45|21|4a|12|7|124|30|20|354]|17]|5]|8]|12]|5
Peoples
Persons with
Disabilities 0|0 |12|6 | 4|10l 3 |3]|26]|5 20 8 66 | 110 |36 | 3 8 20 | 10 | 6
Members
of Visible 18| 2|2 | 0|0 |23|19|24|10]| 3 65 | 38 | 65 | 55 |17 | 18 5 17 6 1
Minorities

9

Totals may not add up since first year employers report by gender only.
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As these two tables show, alarge number

of employers received high ratings for the
situation of women, Aboriginal Peoples

and members of visible minoritiesin their
workforce. However, a similar number
received low ratings for these groups. When
it comes to persons with disabilities, the vast
majority of employers scored poorly; only a
handful received top ratings for this
designated group.

Asin 2002, there were three employers who
received straight “A’s’ for each designated
group. In 2003, these employers were
Pelmorex Inc., PBB Global Logistics Inc.,
and Canadian Museum of Nature.
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There were 30 companies who received
three“A’s’, 88 companies who received 2
“A’s’, and 161 companies who received 1
“A”.

Report Compliance
Index (RCI) Summary

Asin the previous year, the majority of
employers obtained a high RCI. This year
269 employers obtained an RCI of 5 out of
5, and 115 obtained 4 out of 5. Another

27 employers received 3 out of 5, 24
received 2 out of 5, and only 5 employers
received 1 out of 5. Unlike last year, no
employers received an RCI of 0 in 2003.

How to Read the List of Individual Results

In the table that follows, each employer covered under the Legislated Employment Equity
Programis listed by itslegal name together with its assessment for each designated group (the
performance ratings). The number of employees for each employer appears in the first column
after the legal name'®. The last column is dedicated to the employers RCI. Below is an
explanation of the codes that appear in the table on the left of certain employers' names.

CODE RESULTS

EXPLANATION

small employee
population.

* An asterisk indicates a | The asterisk indicates that the employer's workforce
included fewer than ten members of a particular
designated group.

F Indicates employers
with no employees as
of December 31.

Employers are required to submit a Report when they
have 100 or more employees on any given day of the
calendar year. It is possible for an employer to have 100
or more employees during the year but no employees on
December 31%. When this is the case, the employer
does not receive a rating.

G By gender. Employers reporting for the first time do so by gender.
As a result, the performance rating is only calculated for
women.

L Indicates employer has | The employer submitted a report after the deadline of

submitted a late report.

June 1%, without permission from HRSDC, and may be
subject to a monetary penalty.

Late amendment.

An amendment to the report was requested but was
either not received or received after the closing of the
database.

10 Note: Employerswith 100 or more employees on any given day of the calendar year receive arating, but total
number of employeesin this column is based on the figure for December 31, 2003.
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CODE RESULTS EXPLANATION

N Not included in the Report received too late to be included in the database.
database.

P Indicates serious The employer has submitted a report but had serious
problems with the data problems. Revisions were not made in time to be
data in the report. included in the performance rating.

R Indicates no report The employer failed to submit a report as required in the
submitted. Employment Equity Act and Regulations.

Voluntary. The employer is not covered by the Act but has
submitted a voluntary report.

X Excluded from the The report was excluded from the database.
database.
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total W AP PWD VM RCI
BANKING SECTOR
ABN AMRO BANK N.V., CANADA BRANCH 95 B Z D* A 5
BANK OF AMERICA NATIONAL ASSOCIATION, CANADA BRANCH 246 A Z Cc* A 5
BANK OF CANADA 1,063 A A C A 5
BANK OF MONTREAL 23,129 A A C A 5
BANK OF NOVA SCOTIA 27,158 A B C A 5
BNP PARIBAS (CANADA) 220 B Z D* A 5
CANADIAN IMPERIAL BANK OF COMMERCE 30,112 A B C B 5
CANADIAN WESTERN BANK 684 B D C* A 5
CITIBANK CANADA 1,145 A B* C* A 4
CITIZENS BANK OF CANADA 329 A D* D* A 5
Y DEUTSCHE BANK AG, CANADA BRANCH 77
HSBC BANK CANADA 4,501 A B D A 5
ING BANK OF CANADA 662 A A*  D* A 4
INTESA BANK CANADA 266 A Z Z A 5
LAURENTIAN BANK OF CANADA 2,690 A D C C 5
MANULIFE BANK OF CANADA 122 A z zZ B 4
MBNA CANADA BANK 1,253 A A C A 5
NATIONAL BANK OF CANADA 12,546 A A C A 5
NATIONAL BANK OF GREECE (CANADA) 307 A zZ zZ cCc* 5
ROYAL BANK OF CANADA 38,585 A B C A 5
SOCIETE GENERALE (CANADA) 99 B z z A 4
SYMCOR INC. 3,032 A A D A 4
THE TORONTO-DOMINION BANK 35,781 A B C A 5
TRANSPORTATION SECTOR
101004597 SASKATCHEWAN LTD., 101008427 SASKATCHEWAN LTD. 156 C B* z A 2
G 1507953 ONTARIO INC. 133 D 5
1641-9749 QUEBEC INC. 387 D D D* D* 5
168886 CANADA INC. 1,310 D cC cC 5
3087-9449 QUEBEC INC. 234 C Z D¢ 3
3846113 CANADA INC. 126 B A*  A* B 3
591182 ONTARIO LTD. 328 C A* C* D* 5
682439 ONTARIO INC. 181 D¢ A* D* D* 4
L A.J. BUS LINES LTD. 129 A A* Dt D¢ 2
ACRO AEROSPACE INC. — HELIPRO INTERNATIONAL 126 D D+ D* A 4
ACRO AEROSPACE INC. 323 D D+ D* A 5
G ACTIVE TRANSPORT INC. 115 C 5
AEROGUARD CO. LTD., AEROGUARD INC., AEROGUARD
EASTERN LTD. 1,470 A A C
AIR CANADA 24,579 A A C B
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Totalk W AP PWD VM RCI
AIR CREEBEC INC. 199 ¢ A D* D* 3
G  AIRGEORGIAN LIMITED 194 D 5
AIR INUIT LTD/LTEE 377 C B D A 4
G  AIRNORTERRA INC. 208 A 5
G  AIRTINDILTD. 118 C 4
AIR TRANSAT A.T. INC. 1866 B A C- C 5
AIRBORNE ENERGY SOLUTIONS LTD. 175 D D* D* A* 5
ALBANY BERGERON & FILS INC. 110 cC zZ D z 5
ALCAN SMELTERS AND CHEMICALS LIMITED 200 C+ A~ A Z 4
ALGOMA CENTRAL CORPORATION 790 C A C A 5
ALLIANCE PIPELINE LTD. 82 A A~ A B 5
ALLIED SYSTEMS (CANADA) COMPANY 1340 C A B C 5
ALPINE HELICOPTERS LIMITED 107 Cc A~ Z Z 5
AMERICAN AIRLINES, INC. 234 A Z A A 4
G  ANDLAUER TRANSPORTATION SERVICES INC. 637 C 5
APEX MOTOR EXPRESS LTD. 134 B A~ D* A 3
ARMOUR TRANSPORT INC. 417 C A* C* A+ 5
ARNOLD BROS. TRANSPORT LTD. 359 C c c 5
L ATLANTIC TOWING LIMITED 280 Dt Z Z D* 4
L ATLANTIC TURBINES INTERNATIONAL INC. 240 D C* D z 4
V  AUTOCAR CONNAISSEUR INC. 72
LL.G AUTOCARS ORLEANS EXPRESS INC. 155 D 4
AVMAX GROUP INC. 291 D D* D* B 5
G  AYRMOTOR EXPRESS INC. 167 D 5
L B&RECKEL'S TRANSPORT LTD. 212 D A D* D* 4
G  B.RGREGOIRE INC. 168 C 5
G  BANDSTRA TRANSPORTATION SYSTEMS LTD. 104 C 5
BAX GLOBAL (CANADA) LIMITED 229 A A~ D* B 5
BAY FERRIES LIMITED 136 D z D* 4
BCR MARINE LTD. 53 D A~ Z D* 4
BEARSKIN LAKE AIR SERVICE LIMITED 29¢ B A D* B 5
BIG FREIGHT SYSTEMS INC. 254 D B D A* 5
BIG HORN TRANSPORT LTD. 128 D A* A D* 5
BISON TRANSPORT INC. 873 D A D C 3
BRADLEY AIR SERVICES 926 B C Cc A 4
BREWSTER TRANSPORT COMPANY LIMITED 62 Dt zZ zZ D* 3
BRITISH AIRWAYS 256 A zZ D A 2
BRITISH COLUMBIA COAST PILOTS LTD. 110 D* D* Z D* 5
BRITISH COLUMBIA MARITIME EMPLOYERS ASSOCIATION 3479 D A A B 3
G  BROOKVILLE CARRIERS VAN LP 178 ¢ 5
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Totalk W AP PWD VM RCI

BRUCE R. SMITH LIMITED 308 C D D* B 1
BUFF-MAR CARTAGE LIMITED 249 B A~ Dt 4
BYERS TRANSPORT LIMITED 320 C B B D 4
CAFAS FUELING, ULC 116  C* 5
CALAC TRUCKING LTD. 354 D A C C 2
CALGARY AIRPORT AUTHORITY 139 C Z D c 5
CALM AIR INTERNATIONAL LIMITED 340 B B D B 4
CANADA CARTAGE SYSTEM LIMITED 1024 D A cC* 5
CANADA MARITIME AGENCIES LIMITED 410 A A* D* A 4
CANADIAN AIR TRANSPORT SECURITY AUTHORITY 133 A 5
CANADIAN FREIGHTWAYS LIMITED 950 C A C C 4
CANADIAN NATIONAL RAILWAY COMPANY 13,637 C B C C 5
CANADIAN PACIFIC RAILWAY COMPANY 12,956 C cC B 5
CANJET AIRLINES, A DIVISION OF IMP GROUP LIMITED 347 B A* D C 5
CANSHIP UGLAND LTD. 157 D 5
CANXPRESS LTD. ¥ Cc Cc zZ D 5
CARON TRANSPORTATION SYSTEMS PARTNERSHIP 2286 D Dt C* D* 3
CASCADE AEROSPACE INC. 405 D A C- A 5
CASCADE CARRIERS LTD. 139 C D* D* C* 5
CATHAY PACIFIC AIRWAYS LIMITED 44 A C- Z A 4
CELADON CANADA INC. 255 C A~ D* C 1
CENTRAL MOUNTAIN AIR LTD. 182 C 5
CHALLENGER MOTOR FREIGHT INC. 1,106 D cC B 5
CHC HELICOPTERS INTERNATIONAL INC. 420 C cc B 5
CITY OF OTTAWA 2224 C B A 5
CLARKE INC. 758 C A~ D* D 5
CLIMAN TRANSPORT (2747-7173 QUEBEC INC.) 138 C 5
CONAIR GROUP LTD. 134 D z z A 5
CONSOLIDATED AVIATION FUELING OF TORONTO, ULC 269 C* A D* B 5
CONSOLIDATED FASTFRATE INC. 920 C D* cC* 5
COONEY GROUP OF COMPANIES 328 C C+ C* D* 5
CORPORATION JETSGO 547 A 5
D&W FORWARDERS INC. 34 C A A A 4
DANFREIGHT SYSTEMS INC. 248 C 5
DAY AND ROSS INC. 1658 C B D A 5
DELTA AIR LINES INC. 272 A D C 5
DESGAGNES MARINE CARGO INC. 93

DICOM EXPRESS INC. 123 ¢ z z B 2
DIRECT INTEGRATED TRANSPORTATION 833 C A C

G  DUROCHER TRANSIT INC. 129 C
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total W AP PWD VM RCI
EAGLE GLOBAL LOGISTICS INC. 392 A B* D* A 4
G EASSONS TRANSPORT LIMITED 96 D 5
ECL GROUP OF COMPANIES LTD. 328 C D D* C* 4
EDMONTON REGIONAL AIRPORTS AUTHORITY 159 B B* D* B 5
G ELGIN CARTAGE LIMITED 127 C 5
G ELGIN MOTOR FREIGHT INC. 114 C 5
ENBRIDGE PIPELINES INC. 734 B ct C B 5
ERB ENTERPRISES INC. 1,097 C A C 5
EUROCOPTER CANADA LIMITED 140 C A*  D* A* 4
EXECAIRE, A DIVISION OF I.M.P GROUP LIMITED 212 D cr D* C* 4
EXEL GLOBAL LOGISTICS (CANADA) INC. 319 A A* Dt C 5
G EXPRESS GOLDEN EAGLE INC. 118 C 5
FEDEX GROUND PACKAGE SYSTEM LTD. 656 C B* z B 5
Y FEDNAV LIMITED 87
FIELD AVIATION COMPANY INC. 397 D cr D* C 3
FLOYD SINTON LIMITED 231 A A* Dt Z 5
GLOBEGROUND NORTH AMERICA INC. 2,129 A D D A 4
GOJIT 274 D B* z B 2
GOSSELIN EXPRESS LTD. 173 C z z z 2
GRAYLINE OF VICTORIA LTD. 284 C D* C* A 3
GREAT CANADIAN RAILTOUR COMPANY LTD. 174 A A Z B 5
GREATER TORONTO AIRPORTS AUTHORITY 952 B A B 5
GREYHOUND CANADA TRANSPORTATION CORPORATION 2,100 C cC B 5
GRIMSHAW TRUCKING AND DISTRIBUTING LTD. 252 D c* D* 4
GROUP 4 FALCK (CANADA) LTD. 523 A D* A 5
H & R TRANSPORT LTD. 539 C D z C 2
H.M. TRIMBLE AND SONS (1983) LTD. 239 D A C C 4
HALIFAX EMPLOYERS ASSOCIATION INC. 500 C A A A 5
HALIFAX INTERNATIONAL AIRPORT AUTHORITY 112 C Ar Ar AF 5
HARBOUR AIR LTD. 61  C* z 7z z 2
HELICOPTERES CANADIENS LIMITEE/CANADIAN
HELICOPTERS LIMITED 565 D A D* 4
HELIJET INTERNATIONAL INC. 145 C D+ D* B 5
HIGHLAND MOVING AND STORAGE LTD. 168 C zZ Z D¢ 1
HORIZON AIR INDUSTRIES INC. 118 A D zZ A 5
G HOYT'S MOVING & STORAGE LIMITED 99 C 5
HUTTON TRANSPORT LIMITED 154 C B* C* Z 5
G IMP GROUP LIMITED 144  c* 5
INNOTECH AVIATION LIMITED 153 C Z Z A 4
INTERNATIONAL AIR TRANSPORT ASSOCIATION 388 A B* D* A 5
J. & T. MURPHY LIMITED 411 B Z C D* 5
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total W AP PWD VM RCI
J.D. SMITH AND SONS LTD. 247 C A A B 5
J.E. FORTIN INC. 106 C 5
JAY'S MOVING AND STORAGE LTD. 111 B A D* B* 5
JAZZ AIR INC. 3,684 B cC cC 5
JET TRANSPORT LTD. 84  D* Z D* D* 5
JOHN GRANT HAULAGE LTD. 98 C* 5
JULES SAVARD INC. 180 C* D+ zZ Z 3
KEITH HALL & SONS TRANSPORT LIMITED 132 C* 5
KELOWNA FLIGHTCRAFT GROUP OF COMPANIES 796 D A C A 4
KELTIC TRANSPORTATION INC. 121 C 5
KENN BOREK AIR LTD. 303 D A D* C 4
KINDERSLEY TRANSPORT LTD. 693 C cr D* C 4
KLEYSEN TRANSPORT LTD. 259 C A C C 4
KOCH TRANSPORT LIMITED 147 C 5
KRISKA HOLDINGS LTD. 350 D cr Cc* B 4
KUNKEL BUS LINES LTD. 180 A A* D* D* 4
L.E. WALKER TRANSPORT LIMITED 280 C A*  D* D* 4
L-3 COMMUNICATIONS, SPAR AEROSPACE LIMITED 575 D D C A 4
LABRADOR AIRWAYS LTD. 174 C 5
LAIDLAW CARRIERS TANK LP 150 C 5
LAIDLAW CARRIERS VAN LP 122 C 5
LAIDLAW TRANSIT LTD. 6,768 A A C C 3
L,G LANGDON'S COACH LINES CO. LIMITED 21 Bt 4
LES ARMOIRES FORTIER INC. 244 C 5
LEVY TRANSPORT LTEE 76
LIBERTY LINEHAUL INC. 117 C D+ zZ Z 2
LINAMAR TRANSPORTATION INC. 159 C 5
LODWICK TRANSPORT LIMITED 99 D 5
LOGISTEC CORPORATION 166 C D* C* 4
LUFTHANSA GERMAN AIRLINES 90 A Z A 5
MACKIE MOVING SYSTEMS CORPORATION 115 A D* D* A* 5
MACKINNON TRANSPORT INC. 166 C A* C* D* 5
MAERSK CANADA INC. AND ASSOCIATED COMPANIES 145 A 5
MARINE ATLANTIC INC. 1,269 B ct B A 5
MARITIME EMPLOYERS ASSOCIATION 1,097 C A*  C* C 5
MCKEVITT TRUCKING LTD. 133 C A*  D* A* 4
MENLO WORLDWIDE FORWARDING INC. 275 B A A A 5
METROWIDE DRIVER SERVICES 99
MEYERS TRANSPORT LIMITED 284 C A C C 4
MIDLAND TRANSPORT LIMITED 1,110 C A C C
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total W AP PWD VM RCI
MILL CREEK MOTOR FREIGHT 133 C A~ D* D* 3
MONTREAL AIRPORTS 580 B A* D* C 5
MONTREAL PORT AUTHORITY 321 C zZ D~ Cc 4
MONTSHIP INC. 144 B Z D A 5
MULLEN TRUCKING INC. 373 D D* D* 5
MUNICIPAL TANK LINES LIMITED 102 C* A~ D* C* 5
G MUSKOKA TRANSPORT LIMITED 190 C 5
N. YANKE TRANSFER LTD. 626 C B D C 5
G  TRANSPORT JACQUES AUGER INC. 244 D 5
NASITTUQ CORPORATION 248 C D A 5
NAV CANADA 5677 C B C 5
NESEL FAST FREIGHT INCORPORATED 246 C A~ D* B 5
G NORMANDIN TRANSIT INC. 226 C 5
V  NORTHERN INDUSTRIAL CARRIERS LTD. 73
NORTHERN TRANSPORTATION COMPANY LIMITED 220 C B A* D* 3
NORTHUMBERLAND FERRIES LIMITED 174 D Z D~ Dt 4
G NORTHWEST TRANSPORT LTD. 107 ¢ 5
L OCEAN SERVICES LIMITED 106 D Z Z A 4
OCEANEX (1997) INC. 239 C B~ D* D* 4
L OK TRANSPORTATION LIMITED 151 C+ A~ Z B 2

G OTTAWA MACDONALD-CARTIER INTERNATIONAL

AIRPORT AUTHORITY 116 B 5
PACIFIC COASTAL AIRLINES LIMITED 215 B B* D* D 2
PAUL'S HAULING LTD. 249 D B D* D* 4
PBB GLOBAL LOGISTICS INC. 644 A A A 4
PCY CARRIERS INC. 248 D D* D* C* 5
PENETANG-MIDLAND COACH LINES LIMITED 233 B c* D* A 4
PENNER INTERNATIONAL INC. 165 C Z Z D* 2
PENSKE LOGISTICS LLC 211 C* 4 D* C* 5
PENTASTAR ENERGY SERVICES LTD. 241 C B D* D* 4
PERIMETER AIRLINES (INLAND) LTD. 287 C B D* D* 2
PLH AVIATION SERVICES INC. 203 D A A A 4
POLE STAR TRANSPORT INCORPORATED 322 C A* C* D* 5
PORTER TRUCKING LTD. 197 C A* D* D* 2
\Y PREMAY EQUIPMENT LTD. 94
\Y PRINCESS CRUISES BC LTD. 78
PROVINCIAL AIRLINES LIMITED 366 B A D* A* 5
PRUDHOMME GROUP OF COMPANIES 142 C D* C* D* 2
PW TRANSPORTATION LTD. 321 C Z D* D 4
QUEBEC NORTH SHORE AND LABRADOR RAILWAY 396 C D* Z Z 5
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total W AP PWD VM RCI

QUIK X TRANSPORTATION INC. 221 B A* Dt C 5
RAILAMERICA INC. 201 C B* A C* 5
RAINBOW TRANSPORT (1974) LTD. 240 C A C C 5
REIMER EXPRESS LINES LTD. 1,308 C A B C 5
RIDSDALE TRANSPORT LTD. 221 D A D* 4
RIVTOW MARINE INC. 175 C A* D¢ 5
ROBYNS TRANSPORTATION AND DISTRIBUTION SERVICES LTD. 157 D c* D* B 2
ROSEDALE TRANSPORT LIMITED 276 C B* C* 5
ROSENAU TRANSPORT LTD. 309 D A C C 4
RTL ROBINSON ENTERPRISES LTD. 189 D 5
RYDER TRUCK RENTAL CANADA LIMITED 708 C A C B 5
SASKATCHEWAN TRANSPORTATION COMPANY 222 D A A D* 5
SCHNEIDER NATIONAL CARRIERS, CANADA 674 D A* Dt C 4
SEABOARD LIQUID CARRIERS LIMITED 409 D Z D* C* 4
SEASPAN INTERNATIONAL LTD. 1,140 D cC cC 5
SECUNDA MARINE SERVICES LIMITED 267 D D* D* C* 1
SERCO FACILITIES MANAGEMENT INC. 500 C A D* 5
SERVICES AEROPORTUAIRES HANDLEX INC. 749 A D+ D* B 5
SGT 2000 INC. 516 D z Z 1
SHANNAHAN'S INVESTIGATION & SECURITY LTD. 478

SKY SERVICE F.B.O. INC. AND SKYSERVICE AVIATION INC. 287 D A*  D* D* 4
SKYSERVICE AIRLINES INC. 1,143 B cr c* C 5
SKYWARD AVIATION LTD. 240 C B D* D* 4
SMT (EASTERN) LIMITED 188 D A* C* D* 3
SOCIETE AIR FRANCE 283 A zZ D* A 5
SOCIETE DE TRANSPORT DE L'OUTAQUAIS 451 B A C A 5
ST. LAWRENCE SEAWAY MANAGEMENT CORPORATION 560 C A A A 4
SUNBURY TRANSPORT LIMITED 100 A z z z 3
SUNWEST HOME AVIATION LTD. 141 D 5
SWANBERG BROS. TRUCKING LTD. 195 D A D* D* 5
TALLMAN TRANSPORTS LTD. 93

TBI CANADA 189 C Ax  C* 5
TERASEN PIPELINES (TRANS MOUNTAIN) INC. 295 B D C B 4
THUNDER AIRLINES LIMITED 96 C 5
TIPPET-RICHARDSON LIMITED 185 D ct A B 5
TNT CANADA INC. 272 A A*  C 4
TORONTO PORT AUTHORITY 95 C Z D* C* 4
TRANSCANADA PIPELINES LIMITED 1,656 B cC B 5
TRANSFREIGHT INC. 306 B A* D¢ 4
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total w AP PWD VM RCI
TRANS-FRT. MCNAMARA INC. 112 C A* D* D* 2
TRANSIT WINDSOR 267 C cx C* A 3
TRANSPORT AMERICAIN CANADIEN C.A.T. INC. 213 C Z D* D* 5
TRANSPORT ASSELIN 184 C D* Z Z 3
G TRANSPORT BELMIRE INC. 123 C 5
TRANSPORT BERNIERES INC. 164 C Z Z Z 4
TRANSPORT CABANO-KINGSWAY INC. 1,575 C A* C C 5
TRANSPORT COUTURE ET FILS LTEE 177 D Z Z 4 4
G TRANSPORT FORESTVILLE INC. 85 D* 5
TRANSPORT GUILBAULT INC. 217 Z Z D* A* 5
G TRANSPORT GUY BOURASSA INC. 216 C 5
TRANSPORT HERVE LEMIEUX (1975) INC. 231 D A*  D* 4
TRANSPORT MORNEAU INC. 293 D D* D* 4
TRANSPORT NJN INC. 145 C Z Z D* 2
TRANSPORT ROBERT (1973) LTEE 247 D* c* D* Z 4
TRANSPORT TFI 1, SEC 253 C D* D* A* 4
TRANSPORT THIBODEAU INC. 470 D A* A C 4
TRANSPORT THOM LTD. 169 C D* D* A* 5
G TRANSPORT W. J. DEANS INC. 91 C 5
TRANSX LTD. 898 C A C D 4
TRAVELERS TRANSPORTATION SERVICES INC. 347 D A* C C 3
TRENTWAY-WAGAR INC. 591 C A*  D* C 5
TRIMAC TRANSPORTATION MANAGEMENT LTD. 237 B A*  D* B 5
TSI TERMINAL SYSTEMS INC. 257 D A*  D* B 4
TST SOLUTIONS INC. 1,054 C A* C C 5
G WESBELL GROUP OF COMPANIES INC. (THE) 128 C 5
UNITED AIRLINES INC. 162 A A*  D* C 4
\Y UNITED VAN LINES (CANADA) LTD. 87
UPPER LAKES GROUP INC. 405 D D* C* C* 5
US AIRWAYS GROUP INC. 108 A Z Z 3
VANCOUVER INTERNATIONAL AIRPORT AUTHORITY 304 B D* C* B 5
VANCOUVER ISLAND HELICOPTERS LTD. 213 D D* D* D* 5
VANCOUVER PORT AUTHORITY 157 A D* A* A 5
L VAN-KAM FREIGHTWAYS LTD. 254 B cx C* B 3
VERSPEETEN CARTAGE LTD. 226 C D* D* A 4
VIA RAIL CANADA INC. 3,360 C A B C 4
VOYAGEUR AIRWAYS LIMITED 239 C A C* A 5
WARREN GIBSON LIMITED 637 D A C C* 3
WASAYA AIRWAYS LIMITED PARTNERSHIP 292 B A D* D* 4
WESTCAN BULK TRANSPORT LTD. 524 D C* C D 5
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total W AP PWD VM RCI
WESTCOAST ENERGY INC. 829 Cc B B A 5
WESTERN STEVEDORING COMPANY LIMITED 141 D A*  D* D* 5
WESTJET AIRLINES LTD. 3,830 A Cc D D 5
WESTSHORE TERMINALS LTD. 174 Cc D* D* 4
WILLIAMS MOVING AND STORAGE (BC) LTD. 301 Cc B D* Cc 5
WINNIPEG AIRPORTS AUTHORITY INC. 118 Cc c* B* D* 5
WORLDWIDE FLIGHT SERVICES 1,064 Cc B D* A 5
XTL TRANSPORT INC. 147 A A* z Cc 4
YELLOW TRANSPORTATION INC. 237 C A*  D* C 5
COMMUNICATIONS SECTOR

ACCESS COMMUNICATIONS CO-OPERATIVE LIMITED 174 B D* D* A* 5
ALIANT 6,025 A B Cc A 2
ALLIANCE ATLANTIS BROADCASTING INC. 350 A z Cc* B 5
ALLSTREAM CORP. 3,292 B A Cc B 4
BELL CANADA 28,868 A B Cc C 5
BELL EXPRESSVU LTD. 1,323 B A Cc B 4
BELL MOBILITY INC. 3,411 A A Cc B 5
BELL WEST INC. 762 A B* C* B 5
BLACKBURN RADIO INC. 117 B A* D* D* 5
CALL-NET ENTERPRISES 1,703 A A Cc A 5
CANADA POST CORPORATION 54,896 A A Cc B 5
CANADIAN BROADCASTING CORPORATION 7,394 A A Cc C 5
CANPAR TRANSPORT L.P. 1,666 D A C A 5
CENTURY Il HOLDINGS INC. 1,118 B A B A 5
CHUM LIMITED 2,583 A B Cc Cc 5
COGECO CABLE (CANADA) INC. 848 A A* D C 5
COGECO CABLE CANADA INC. 347 A z z z 3
CONNEXIM SOCIETE EN COMMANDITE 600 B D* D* A 2
CORPORATION OF THE CITY OF THUNDER BAY (THE)

TELEPHONE DEPARTMENT 318 B A* A B* 5
CORUS ENTERTAINMENT INC. 1,836 Cc
CRAIG MEDIA INC. 558 A A 4
CTV - Total 3088

CTV INC. — CTV SASKATCHEWAN 154 B D* A B* 5
CTVINC. - CFCF 135 A A* D* B* 5
CTVINC. - CFRN 110 A D* D* D* 5
CTVINC. - CJOH 123 A D* D* A* 5
CTVINC. - CKY 100 A B* A B* 5
CTVINC. - MCTV 123 A A* A D* 5
CTV SPECIALTY TELEVISION INC. 393 B A* A D 5
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total w AP PWD VM RCI
CTV SPECIALTY TELEVISION INC. / RDS 180 B A*  D* Z 5
CTV TELEVISION INC. — ATV/ASN 184 C A* A A* 5
CTV TELEVISION INC. — CFCN 151 B c* A* D~ 5
CTV TELEVISION INC. — CFTO/CTV 1,112 A A A B 5
CTV TELEVISION INC. - CIVT 190 A B* D* B 5
CTV TELEVISION INC. — CKCO 133 A A* C* D* 5
DHL INTERNATIONAL EXPRESS LTD. 2,555 C A C A 4
DYNAMEX CANADA CORP. 534 B A C A 4
EASTLINK 588 A A C B 5
EXPERTECH NETWORK INSTALLATION INC. 1,810 C A C C 5
FEDERAL EXPRESS CANADA 4,153 B A B A 5
GLOBAL COMMUNICATIONS LTD. — Total 1337
GLOBAL COMMUNICATIONS LTD. — CH 153 B Z D* C* 5
GLOBAL COMMUNICATIONS LTD. - CICT 180 B c* D* cC* 5
GLOBAL COMMUNICATIONS LTD. - CITV 150 B D* D* C* 5
GLOBAL COMMUNICATIONS LTD. 402 B A*  D* 5
GLOBAL COMMUNICATIONS LTD. 100 C Z D* Z 5
GLOBAL COMMUNICATIONS LTD. 251 A D* D* 5
GLOBAL TELEVISION QUEBEC, LIMITED PARTNERSHIP 101 B 4 Z C* 5
GOLDEN WEST BROADCASTING LTD. 292 B D* D* D* 4
GROUPE RADIO ASTRAL INC. 905 A Z D* D 4
GROUPE TVA INC. 915 A D* Z C* 5
JIM PATTISON INDUSTRIES LTD. 410 B B* C C 5

LES SERVICES DE GESTION TELEGLOBE CANADA INC.
MANALTA INVESTMENT COMPANY LTD.

MANITOBA TELECOM SERVICES INC. 3,045 A B C C 5
MARITIME BROADCASTING SYSTEM LIMITED 235 B D* C* A* 5
MICROCELL SOLUTIONS 2,046 B C B 4
MUSIQUEPLUS INC. 154 B Z Z 5
NAVIGATA COMMUNICATIONS INC. 221 A A*  D* A 4
NEWCAP BROADCASTING, A DIVISION OF NEWCAP INC. 635 B A C C 5
NORTHERNTEL LIMITED PARTNERSHIP 211 B A* D* C* 5
NORTHWESTEL INC. 564 C C A 5
PAGING NETWORK OF CANADA INC. 160 A A*  D* B 4
PELMOREX INC. 282 A A* A 5
PERSONA COMMUNICATIONS INC. 374 C A* C* C* 4
PRIMUS TELECOMMUNICATIONS CANADA INC. 675 A A C* A 5
L PUROLATOR COURIER LTD. 10,590 C A D A 3
RADIO NORD COMMUNICATIONS INC. 201 B A*  B* C* 5
RAWLCO RADIO LTD. 182 B A c* D* 5
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total W AP PWD VM RCI

ROGERS COMMUNICATIONS INC. 11,595 A cC A 5
SHAW COMMUNICATIONS INC. 5,689 C D A 4
STANDARD RADIO INC. 935 A cC cC 5
STRATOS WIRELESS INC. 231 B D* D* B* 5
TELEBEC S.E.C. 538 A A* C* C* 5

G TELEGLOBE 522 B 5
TELE-MOBILE COMPANY AND TM MOBILE INC. 5,328 A A C A 5
TELESAT CANADA 467 B A*  C* A 5
TELUS COMMUNICATIONS (QC) INC. 1,703 B B C C 4
TELUS COMMUNICATIONS INC. 14,428 B A C B 5
THE SCORE TELEVISION NETWORK LTD. 142 C A* Dt C 5
TQS INC. 442 B Ax Z Dt 4
UNITED PARCEL SERVICE CANADA LTD. 7,203 C A 5
VIDEOTRON LTD. 2,120 C D C B 5
VIDEOTRON TELECOM LTEE 456 A A* D* C 4

OTHER SECTORS

L ADM AGRI-INDUSTRIES LTD. 962 C Z zZ C 4
AGRICORE UNITED 2,416 C cC Cc ¢cC 4
ATOMIC ENERGY OF CANADA LIMITED 3,206 B B B A 5
BRINK'S CANADA LIMITED 1,937 C A C C 5
BRUCE POWER LP 3,482 C A B B 4
BUSINESS DEVELOPMENT BANK OF CANADA 1,367 B A C A 5
CAMECO CORPORATION 1,452 C A B A 5
CANADA COUNCIL FOR THE ARTS 175 A A C A 5

Y CANADA LANDS COMPANY CLC LIMITED 89

L CANADA MALTING COMPANY LIMITED 175 C D* D* C* 2
CANADA MORTGAGE AND HOUSING CORPORATION 1,720 A A B A 5
CANADIAN DEPOSIT INSURANCE CORPORATION 91 A B* A 5
CANADIAN MUSEUM OF CIVILIZATION CORPORATION 362 A A*  C* A 5
CANADIAN MUSEUM OF NATURE 159 A Ax A* AF 5
CANADIAN PRESS (THE) 386 B A B C 4
CANADIAN WHEAT BOARD 487 B C D C 5
CARGILL LIMITED 920 C cC Cc ¢cC 5
COGEMA RESOURCES INC. 265 C A  D* A* 5
DEFENCE CONSTRUCTION (1951) LIMITED 306 C D* D* A 4

G DOVER INDUSTRIES LIMITED 173 C 5
EXPORT DEVELOPMENT CANADA 1,003 A D C A 5
FARM CREDIT CANADA 1,038 A cC Cc ¢cC 5
FRESHWATER FISH MARKETING CORPORATION 174 A A B C* 4
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Legend: Total: Number of employees as of December 31, 2003; W: Women; AP: Aboriginal Peoples
PWD: Persons with Disabilities; VM: Visible Minorities; RCI: Report Compliance Index

Name Total w AP PWD VM RCI
HUDSON BAY MINING AND SMELTING CO. LIMITED 1,416 C B A A 4
INTERMAP TECHNOLOGIES CORPORATION 133 C D* A* 2
INTERNATIONAL DEVELOPMENT RESEARCH CENTRE 227 A D* C* A 5
JAMES RICHARDSON INTERNATIONAL LIMITED 645 C D* C* C 4
LANDMARK FEEDS INC. 343 D C Z D* 5
MASTERFEEDS A DIVISION OF AGP INC. 331 C D* D* D* 5
MDS NORDION 764 B D* C* A 5
N.M. PATERSON AND SONS LIMITED 245 D c* D* D* 4
NATIONAL ARTS CENTRE CORPORATION 693 B D* C* A 4
NATIONAL CAPITAL COMMISSION 384 A A* B 5
NATIONAL GALLERY OF CANADA 255 A D* C* B 4
NATIONAL MUSEUM OF SCIENCE AND TECHNOLOGY 208 A A* B B* 5
NEWLIFE MILLS LTD. 220 C D* C* D* 2
ONTARIO POWER GENERATION 11,013 C B C B 5
\Y PACIFIC ELEVATORS LIMITED 85
PARRISH AND HEIMBECKER LIMITED 871 B D C C 4
PRINCE RUPERT GRAIN LTD. 99 C D* C* 4
REUTERS CANADA LIMITED 145 A 4 4 C 4
RIDLEY INC. 381 C D* D* C 5
ROBIN HOOD MULTIFOODS CORP. 836 B A C C 4
ROYAL CANADIAN MINT 424 A C C A 5
SASKATCHEWAN WHEAT POOL 1,157 C C C C 3
\Y SEAWATCH INC. 157
SECURICOR CANADA LTD. 2,740 C C C 5
SOCIETE DU VIEUX-PORT DE MONTREAL INC. 229 A 4 D* C* 5
TELEFILM CANADA 174 A A*  D* B 4
VERREAULT NAVIGATION INC. 77 C* Z Z 4
ZIRCATEC PRECISION INDUSTRIES INC. 258 C A* A D* 3
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Chapter 5:

Data Highlights —
Employers’ Reports (LEEP)™

This chapter describes the 2003 employment situation of the four designated groups in the
workforce of federally regulated private sector employers covered by the Employment Equity
Act. It also analyses how the situation of these groups has changed over the year. The first
section focuses on the total workforce. The following sections examine the situation of women,
Aboriginal Peoples, persons with disabilities and members of visible minority groups separately.

5.1 Workforce

In 2003, the private sector workforce under the Act decreased in all sectors (Banking,
Transportation, Communications and Other) by a total of three per cent.

58 employers reported for the first time this year. Another 23 who reported last year did not
do so this year, for various reasons. Overall, the number of employer reports increased to
458.

Total hiring as a proportion of the workforce has decreased over the last two years, from
17.2% in 2001 to 13.1% in 2002, and to 12.4% in 2003. As a proportion of the workforce,
promotions remained steady at 6.6% in 2003. Terminations, however, have decreased over
the last two years, from 14.4% in 2001 to 13.7% in 2002, and again to 13.2% in 2003.

NUMBER OF EMPLOYERS NUMBER OF EMPLOYEES

SECTOR 1987 | 2002 | 2003 SECTOR 1987 2002 2003
Banking 23 22 23 Banking 169,632 | 196,828 184,449
Transportation 208 265 302 Transportation 203,207 | 182,616 179,818
Communications 90 84 82 Communications 179,247 | 212,335 209,075
Other Sectors 52 52 51 Other Sectors 43,331 48,254 47,160
All Sectors 373 423 458 All Sectors 595,417 | 640,033 620,502

1 Totals may not equal the sum of components due to rounding and suppression.

Data Highlights — Employers’ Reports (LEEP)
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The Workforce in 2003

The decline in overall employee numbers
this year, from 640,033 to 620,502, was
largely due to the high number of
terminations and to the many mergers
that occurred in 2003. The private sector
workforce under the Act decreased by
approximately 19,500 employees, and
decreases occurred in all four sectors.

Fifty-eight employers submitted reports
for the first time in 2003, resulting in an
additional 10,000 employees. At the same
time, 23 employers no longer submitted
reports, thereby subtracting more than
6,000 employees from the total count.
Among possible reasons for this change,
employers may have reduced their
workforce to fewer than 100 employees,
or they may have merged with other
employers, or simply closed down
operations.

Sectoral Profile

The three largest federally regulated sectors
under the Act accounted for almost 92.4%
of the 2003 workforce. Communications
came first with 33.7% of the tota, followed
by Banking with 29.7%, Transportation
29%, and the Other sectors 7.6%.

The workforce in the Banking sector
decreased by a substantial 6.5%. The Other
sectors showed a 2.4% decrease, while the
Transportation and Communication sectors
each declined by 1.6%.

At 184,000, the number of employeesin
Banking was at its lowest since 2000. This
nevertheless represents an 11,500 increase
over the figure for 2000. These changes are
largely due to several bankruptcies and lay-
offs throughout the sector, as well asto

an increased use of outsourcing.

Transportation also experienced a decline,
falling from 182,600 in 2002 to 179,600 in
2003. The declineis largely attributable to
the Irag War and last year’s SARS outbreak.
The higher value of the Canadian dollar also
resulted in lower exports, which in turn
affected the Transportation sector.

There was asimilar declinein
Communications, from 212,500 in 2002
to 208,900 in 2003, owing to some
restructuring throughout the sector.

Regional Profile

Canada’ s four most populous provinces
(Ontario, Quebec, British Columbia and
Alberta) accounted for 87.2% of the
workforce under the Act in 2003. Ontario
had the lion’s share at 46.8%, followed
by Quebec with 18.7%, British Columbia
11.6%, and Alberta 10.2%. Compared with
2002, Ontario’ s share of this workforce
increased, while British Columbia’s
experienced a decline. Those of Quebec
and Alberta were practically unchanged.

The remaining 9 regions made up 12.8%
of the workforce under the Act, while the
three northern territories combined made
up 1,145 employees, or 0.2% of the total
workforce.

Annual Report — Employment Equity Act — 2004



Occupational Profile

DISTRIBUTION OF THE WORKFORCE UNDER THE
ACT BY OCCUPATIONAL GROUP IN 2003

Supervisors

Semi-Professionals and Technicians
Sales & Service

Skilled Crafts and Trades

Managers

Professionals

Manual Workers

35.7%

Clerical Personnel

0.0% 10.0%  20.0%  30.0%  40.0%  50.0%

In 2003, more than one third of employees
in the workforce were concentrated in
administrative and clerical personnel jobs.
Together, the clerical personnel and the
administrative and senior clerical personnel
categories accounted for 35.7% of the
workforce, marginally lower than 2002. On
the other hand, the percentage of employees
found in professional jobs has been steadily
increasing. In 2003, professional and semi-
professional and technical jobs represented
18.9% of the workforce, compared to 18.5%
in 2002 and 18.2% in 2001.

At 11.4%, management (senior, middle and
other managers) formed the fourth largest
group in the workforce in 2003, an increase
from 11.2% in the previous year. The
percentage in skilled crafts and trade work
decreased to 8.7% from 9.2% in 2002.

In 2003, the concentration of employeesin
certain occupational categories differed from
sector to sector. For example, 75.9% of
employees in Banking worked in clerical

and professional positions, compared to
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64.5% in Communications, 44.8% in

the Other sectors, and only 23.6% in
Transportation. In 2002, the concentration
was 76.8% in Banking, 63.8% in
Communications, 45.4% in the Other
sectors, and 23.3% in Transportation.

In contrast, 49.1% of employeesin
Transportation were in the skilled or semi-
skilled occupational groups, compared to
only 0.07% of those in Banking. Also
noteworthy in 2003 was the difference from
sector to sector in the share of management
jobs. For example, the two management
categories accounted for 19.0% of all
employees in Banking, but only 5.5% in
Trangportation, 10.2% in Communications,
and 8.9% in the Other sectors.

Hirings

There were 77,200 new hiresin the
workforce under the Act in 2003,
compared to 83,700 in 2002 and 108,300
in 2001. The 6,600 decrease in one year
reduced the overall ratio of hiring to the
overall workforce to 12.4%, compared to
13.1% in 2002.

Transportation led the way in recruitment
last year, accounting for 40.6% of all

hires by employers under the Act.
Communications followed, with 31.1%,
Banking with 23.3%, and the Other sectors
5.1%.

Hiring as aratio of the workforce increased
in both the Transportation and the Other
sectorsin 2003. It rose from 16.7% to 17.4%
in Transportation, and from 8.0% to 8.3% in
the Other sectors. Theratio fell in Banking

12" The supervisors category combines two occupational groups (supervisors and supervisors: crafts and trades); the
sales and service category combines three occupational groups (skilled sales and service personnel, intermediate
sales and service personnel, and other sales and service personnel); the managers category combines two
occupationa groups (senior managers and middle and other managers); the manual workers category combines
two occupational groups (semi-skilled manual workers and other manual workers) and the clerical personnel
category combines two occupational groups (administrative and senior clerical personnel and clerical personnel).

Data Highlights — Employers’ Reports (LEEP)
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from 10.9% to 9.7% and in Communications
from 12.9% to 11.5%. The year also
witnessed sharp declinesin total hiring in
the Banking and Communications sectors.
Total hirings in the Banking sector

dropped from 21,400 to 17,900 while
Communications experienced asimilar
decline from 27,400 to 23,900. Meanwhile,
the total rose slightly in Transportation to
31,200 from 30,800 and in the Other sectors
to 3,900 from 3,800.

Nearly 65.0% of the employees who joined
the workforce under the Act in 2003 were
full-time employees, 34.9% were part-time
employees and 0.9% temporary employees.
This marks a change from 2002 when 66.4%
of hirings were into full-time jobs, 33.6%
into part-time jobs and 3.8% into temporary
jobs.

Terminations

The number of terminations decreased from
87,500 in 2002 to 81,800 in 2003 (i.e., from
13.7% as a percentage of the workforcein
2002 to 13.2% in 2003). The level in 2003
was in line with the period from 2000 to
2002, but much higher than the levels
experienced in the 1990s. The number

of terminations also exceeded the number
of hirings. As aresult, the net effect was
negative for the second year in arow.
Terminations exceeded hirings every year
between 1990 and 1997, but there were
more hirings than terminations every year
between 1998 and 2001. In all, 4,600 fewer
people were hired than terminated in 2003.

Transportation accounted for 39.1% of all
terminations, followed by Communications
with 31.3%, Banking 24.3%, and 5.2% in
the Other sectors. Compared to the previous
year, terminations, as a ratio of each sector’s
workforce, increased in Transportation, from
14.9% to 17.8%, but dropped in the other
three sectors: from 11.5% to 10.8% in

Banking, from 14.7%t0 12.3%in
Communications, and in the Other sectors
from 12.8% to 9.0%.

There were more terminations than hiresin
all four sectorsin 2003. The Banking sector
hired 1,900 fewer people than it terminated,
Communications 1,700 fewer, and
Transportation 7,200 fewer. The Other
sectors had 350 more terminations than
hires.

Promotions

At 6.6%, theratio of promotions to the
workforce under the Act remained
unchanged from 2002. There were 40,700
promotions in the workforce in 2003, almost
1,500 fewer than in 2002. This was the
lowest number of promotions since 1993.

Among the various sectors, banks again
promoted the highest proportion of
employees this year. They accounted

for 51.8% of all promotions, followed

by Communications with 21.8%,
Transportation 19.1%, and the Other sectors
7.0%. The share of employees promoted
increased in Banking from 11.3% in 2002
to 11.5%, and from 3.6% to 4.3% in
Transportation. However, it fell from 4.7%
to 4.2% in Communications, and from 6.5%
t0 6.1% in the Other sectors.

Salaries

Average salaries in the workforce under

the Act grew by $1,537, or 2.8% in 2003, to
reach $56,951. They have now grown by a
cumulative 22.0% since 1997. In the current
reporting year, 57.0% of the workforce
earned less than $50 000, compared to
58.5% last year. In the low salary range,
10.2% earned less than $30,000 in 2003,
compared to 11.1% in the previous year.
Almost half of the workforce (46.8%) wasin
the mid-salary range of $30,000 to $49,999,
compared to 47.4% in 2002.
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5.2 Women

The representation of women in the workforce under the Act fell slightly in 2003.
Fewer women were hired this year, but fewer were terminated.
Women'’s share of promotions decreased slightly this year, but they continued to receive a

majority of the promotions available.

Women earned 77.6% of the average salary for men, half a percentage point lower than last

year’s rate of 78.1%.

Women were highly represented in Banking (70.3%), followed by Communications (40.8%).
Women are still highly concentrated in clerical occupations, but are making some progress

in the management and professional ranks.

Representation

REPRESENTATION OF WOMEN IN THE WORKFORCE UNDER THE ACT
AND IN THE CANADIAN LABOUR MARKET WORKFORCE (CLMW)
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In 2003, the representation of women in the
workforce under the Act dropped dlightly
from 44.4% in 2002 to 44.0%. This year,
women'’ s representation compared very

well with the 1987 figure of 40.9%. In fact,
it was almost 93.0% of the labour market
availability figure of 47.3% based on the
2001 Census. There were 273,000 women in
the workforce in 2003, almost 7,000 fewer
than there were in 2002.

In terms of their distribution, 47.5% of all
women under the Act were in Banking,
followed by 31.2% in Communications,
15.6% in Transportation, and only 4.8%
in the Other sectors. The ratios for 2002
were 47.4% in Banking, 31.3%in

Communications, 15.6% in Transportation,
and 4.7% in the Other sectors. Therefore,
only Communications showed a decreasein
the share of female employees in 2003.

Women'’ s representation in 2003 fell in
three of the four sectors. Their
representation in Banking fell by 0.8% to
70.3%, in Communications by 0.4% to
40.8%, and in Transportation by 0.3% to
25.1%, while it increased by 0.1% in the
Other sectorsto 27.6%.

In 2003, almost 9 out of every 10 women in
the workforce were employed in the four
most populous provinces. Ontario (47.5%),
Quebec (18.7%), British Columbia (11.4%),
and Alberta (9.8%). However, only in
Ontario did the share of women increase.
Quebec remained unchanged, while British
Columbia and Alberta recorded a decrease.

Women'’ s representation in Ontario fell from
45.8% to 45.3%, in Quebec from 45.1% to
44.7%, and in Alberta from 43.6% to 43.1%.
Women' s representation in British Columbia
was unchanged at 43.8%.

Among all ten provinces, New Brunswick
continued to have the highest representation
of women (50.8%) in itsworkforce in 2003.

Women
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Manitoba and Saskatchewan continued to
have the lowest, with 37.1% and 41.7%
respectively. The Northwest Territories had
the lowest representation of women in the
whole country ( 23.9%), while the Y ukon
had the highest (53.1%).

Asin previous years, women were highly
concentrated in the five clerical and sales
occupations. Almost two-thirds of all female
employees were either in clerical personnel
(46.2%), administrative and senior clerical
personnel (9.7%), or intermediate and
skilled sales and service personnel (6.7%).
However, this concentration has decreased
from 63.8% in 2002 to 62.6%. Women's
representation in management and
professional occupations increased from
25.5% in 2002 to 26.5%. The shares of
women in management positions, as a
percentage of all women in the workforce,
also grew in 2003, from 10.4% to 10.8%.

The representation of women increased in
seven occupational groups in 2003, fell in
six and stayed the same in one. The most
notable declines were among skilled service
and sales personnel (from 37.7% to 32.1%)),
administrative and senior clerical personnel
(from 80.1% to 79.3%), and intermediate
sales and service personnel (from 66.1%

to 65.6%0). The greatest increase in the
representation of women was among other
sales and service personnel (from 28.5%

to 30.4%) and senior management (from
19.9% to 20.4%). The highest representation
of women in 2003 continues to be among
administrative and senior clerical personnel
(79.3%), clerical personnd (67.1%) and
intermediate sales and service personnel
(65.6%).

In Banking, the overall representation of

women in 2003 decreased from 71.0% to
70.3%. Their representation in this sector
increased in 4 occupations and decreased

in 10. The increase was apparent in middle
and other management (from 51.0% to
51.2%), in the semi-professionals and
technicians group (from 57.7% to 59.2%)
and in skilled sales and service personnel
(from 20.0% to 50.0%). In 2003, women
were also a magjority in severa other
occupations, most notably among clerical
personnel (84.6%), administrative and senior
clerical personnel (79.2%), and supervisors
(83.1%).

In Transportation, the overall representation
of women fell from 25.3% in 2002 to 25.1%
in this reporting year. However, arise
occurred in 8 occupational groups,
particularly among senior management
(from 13.9% to 15.2%), professionals

(from 33.3% to 33.6%), semi-professionals
and technicians (from 8.5% to 9.0%), and
supervisors — crafts and trades (from 4.6%
to 5.1%). Women also made up 69.0% of
intermediate sales and service personnel in
this sector, and 61.4% of clerical personnel.

In Communications, the representation of
women fell from 41.2% to 40.8%. It rose
dightly in 5 occupational groups but
dropped in the remaining 9. The most
marked decreases occurred among skilled
sales and service personnel (from 53.0% to
45.6%) and intermediate sales and service
personnel (from 57.6% to 54.6%). At the
same time, there was an increase in the
management occupations: in senior
management from 20.5% to 21.4%, and in
middle and other management from 43.5%
to 43.9%. Women also accounted for 40.3%
of professionals in the Communications
sector and 25.0% of semi-professionals and
technicians.

Their representation also rose in the Other
sectors, from 27.5% to 27.6%, and the
increase occurred in 9 of the 14 occupational
groups. Representation was down among
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middle and other management and
supervisors and among administrative and
senior clerical personnel. It was highest in
the two clerical occupations (80.9% and
79.7%).

Representativity Index

Although their representation in the
workforce under the Act reached 93.0% of
their labour market availability as per the
2001 Census (44.0% divided by 47.3%),
women remained severely under-represented
in six occupationa groups where their
representation was below 60.0% of
availability, notably among semi-
professionals and technicians, supervisors —
crafts and trades, workersin skilled crafts
and trades, and other sales and service
personnel.

WOMEN: REPRESENTATIVITY INDEX FOR
OCCUPATIONAL GROUPS BELOW LABOUR MARKET AVAILABILITY
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Hirings

Compared with their situation in 2002,
women had a smaller share of the hirings
in the workforce this year, dropping from
39.1% to 36.3%.

The decrease was observed in seven
occupations, and most notably among
supervisors (from 50.7% to 46.9%), skilled
sales and service personnel (from 28.2% to

25.2%), and other sales and service
personnel (from 41.2% to 36.0%). At the
same time, their share of hiringsrosein
seven occupational groups, particularly in
senior management (from 19.2% to 21.0%),
middle and other management (from 33.7%
to 35.9%), and among professionals (from
39.2% to 40.6%).

Terminations

Employers under the Act terminated

2,800 fewer women this year. At 39.4%,
the share of women who were terminated
as a proportion of all terminations was
lower than the 40.1% in the previous year.
Historically, women'’s share of all
terminations has ranged between 39.0% and
42.0%. Overdl, 4,250 more women were
terminated than hired in 2003. Sectorally,
women’ s terminations rose in Banking

but fell in the other three sectors with 64.5%
of al terminations in Banking, 40.5% in
Communications, 28.8% in the Other
sectors, and 24.5% in Transportation. It also
rose in ten occupational groups and fell in
four. In particular, more women were
terminated among intermediate sales and
service personnel and semi-skilled manual
workers, but fewer in the senior
management and supervisors — crafts and
trades groups.

Promotions

Women received 52.8% of all promotions
in thisworkforce in 2003, lower than the
53.5% they received in 2002. They aso
received a smaller number of promotionsin
2003, only 21,400 out of 40,700, as against
22,500 in 2002 and 27,100 in 2001.

Women’ s share of promotions in 2003 was
the lowest since 1987, and significantly
lower than the peak of 59.7% observed in

Women
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1990. However, it was still higher than their
representation in the workforce. Almost
66.6% of promotionsin Banking went to
women. The figures were 34.1% in
Transportation, 44.3% in Communications,
and 28.6% in the Other sectors. Historically,
women have received an average of 72.0%
of promotions in Banking.

Salaries

AVERAGE SALARIES OF WOMEN WORKING

FULL-TIME AS A PERCENTAGE OF
AVERAGE SALARIES OF MEN

Banking 64.4%
Transportation 73.6%
Communications 86.9%
Other Sectors 78.1%
All Sectors 77.6%

The overall salary gap between women and
men working full-time continued to widen in
2003, and the large imbalances in the upper
and lower salary ranges persisted.

In 2003, the average salary of women
working full-time in the workforce was
$48,588 compared to $62,582 for men.

The gender gap grew in 2003 to 22.4%,
from 21.9% in 2002, which means,

on average, awoman earned 78 cents
for every dollar earned by a man.

At the same time, women'’ s average salary
increased in all four sectors under the Act.
The increase was highest in the Other
sectors (+$3,079). In 2003, the salary gap
decreased in Banking and Communications,
but widened in Transportation and the
Other sectors. Banking, however, continued
to be the sector where the gap was most
pronounced (female earnings were only
64.4% of men’'s). The Communications
sector had the smallest gap: here, women
earned 86.9% of men’'s salaries.

Women in the Other sectors continued to
enjoy the highest average salary in the
workforce under the Act ($57,500), but the
average in Transportation was only $43,100.

In 2003, roughly 15.0% of women working
full-time earned less than $30,000,
compared to only 7.1% of men. Only 29.3%
of women were in the upper salary range

of over $50,000, compared to 52.2% of men.
In the mid-range ($30,000 — $49,999), the
figures were 40.7% for men and 55.7% for
women.
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5.3 Aboriginal Peoples

In 2003, Aboriginal Peoples maintained the same level of representation, 1.7%.
Representation rose in the Banking, Communications and Other sectors, but fell in

Transportation.

Almost 80.0% of all Aboriginal employees in the federally regulated private sector
workforce under the Act worked in four provinces, and the majority were employed in

three occupations.

Hiring of Aboriginal Peoples decreased this year, as did terminations, contributing to a

negative net effect.

Aboriginal Peoples’ share of promotions was unchanged from last year.

The difference in average salary between Aboriginal men and all men and Aboriginal
women and all women narrowed for the second consecutive year.

Representation

REPRESENTATION OF ABORIGINAL PEOPLES IN THE
WORKFORCE UNDER THE ACT AND IN THE CANADIAN
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The representation of Aboriginal Peoplesin
the workforce remained at 1.7% in 2003, the
highest level achieved since 1987 when their
representation was less than 0.7%. However,
based on the 2001 Census information, the
gap between Aboriginal representation and
their labour market availability is now the
widest since 1996. The 1.7% achieved in
2003 fell far short of the availability for
Aborigina Peoplesin the Canadian labour
market workforce, which was 2.6%.

There were 10,300 Aboriginal employees
in thisworkforce in 2003, 2,100 (20.4%)
of whom were in Banking, 3,850 (37.4%)

in Transportation, 3,050 (29.6%) in
Communications, and 1,250 (12.1%) in
the Other sectors.

In 2003, Aboriginal Peoples representation
increased in three of the four sectors. The
Other sectors continued to have the highest
representation, at 2.7% in 2003 (compared
to 2.6% in 2002). It also increased to 1.5%
in Communications (from 1.4% in 2002),
and to 1.2% in Banking (from 1.1%), but
fell in Transportation from 2.3% to 2.1%.
Since 1996, therise in Aboriginal
representation has been most marked in the
Transportation sector, from 1.2% to 2.3%.
It has also grown in Communications (from
1.1% to 1.5%), and in the Other sectors
(from 2.0% to 2.7%). This year’sincrease
in Aboriginal representation in the Banking
sector was the first in eight years, asit had
previously remained at 1.1% since 1996.

In 2003, amost 8 of every 10 Aboriginal
Peoples in this workforce were located in
four provinces. Ontario, Manitoba, British
Columbia, and Alberta. The number of
Aboriginal employees exceeded 1,300 in
each of these. At 1.2%, their representation
was 0.1% higher in Ontario. It also rose by
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0.3% in Manitoba, to 5.4%. The figure for
British Columbia remained unchanged at
2.0%, but continued to fall by 0.01% in
Albertato 2.1%.

Regional Aboriginal representation as a
percentage of the workforce under the Act,
surpassed the national representation
averagein all western provinces and in the
Territories. Aboriginal employees accounted
for 15.8% of the workforce in the Northwest
Territories, 5.9% in the Yukon, 5.6% in
Saskatchewan, and 5.4% in Manitoba.
Eastern and Central Canada by contrast,

had much lower Aboriginal representation,
ranging from 0.3% in Prince Edward Island
to 3.3% in Newfoundland. They made up
only 0.7% of the workforce in Quebec and
1.2% in Ontario.

REPRESENTATION OF ABORIGINAL PEOPLES
IN SELECTED OCCUPATIONAL GROUPS IN THE
WORKFORCE UNDER THE ACT, 2002 AND 2003

Senior Managers

Administrative & Senior Clerical
Personnel

Skilled Sales & Service Personnel

Semi-Skilled Manual Workers
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More than 6 out of every 10 Aboriginal
employees were concentrated in three
occupational groups in 2003: clerical
personnel, skilled crafts and trades workers,
and semi-skilled manual workers. Their
distribution across the 14 occupational
groups has shifted with 6 occupations
showing an increase, notably among middle
and other managers (from 5.9% to 6.2%),
and semi-skilled manual workers (from
18.8% to 19.2%). There were, however,
marked declines in five other occupations:
among administrative and senior clerical
personnel (from 4.7% to 4.3%), and among

skilled crafts and trades workers (from
12.7% to 12.2%). Three occupations showed
no change, professionals, supervisors (crafts
and trades) and other sales and service
personnel. Over one-third of all Aboriginal
employees worked in clerical positionsin
2003.

As a percentage of the workforce, the
Aboriginal representation rose in seven
occupations, fell in four, and remained
unchanged in three. The most notable
increases were in middle and other
management (from 0.9% to 1.0%) and
among skilled sales and service personnel
(from 1.5% to 1.7%). Notable declines
occurred in senior management (from 0.8%
to 0.6%), among administrative and senior
clerical personnel (from 1.5% to 1.3%),
and semi-skilled manua workers (from
2.7% to 2.5%). Representation was equal
to, or greater than, the national average of
1.7% in seven occupations, most notably
in other manual work (4.3%), semi-skilled
manual work (2.5%), and among crafts and
trades supervisors (2.5%). The lowest
representation was in senior management,
with 0.6%.

Representativity Index

This index measures the representation of
adesignated group in the workforce under
the Act compared to its labour market
availability in the Canadian workforce.
Aboriginal representation reached almost
65.4% of their labour market availability
as per the 2001 Census (1.7% divided by
2.6%). However, they remain significantly
under-represented in eleven occupational
groups (below 80% of availability), and
severely under-represented in one: senior
management, where representation is only
25.6% of availability.
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ABORIGINAL PEOPLES: REPRESENTATIVITY INDEX FOR
OCCUPATIONAL GROUPS BELOW LABOUR MARKET AVAILABILITY

Senior Managers 25.6%
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Hirings

Aborigina Peoples had a 1.9% share of
hirings in the workforce in 2003. The
number of Aborigina persons hired in
2003 was amost 1,500 and has now
exceeded 1,000 in 8 out of 17 reporting
years (i.e., in 1989-1990, and 1998-2003).

The hiring of Aboriginal employees

was uneven in the four sectors, with
Transportation accounting for 53.4% of the
total, followed by Communications, with
27.8%, Banking 12.3%, and the Other
sectors 6.6%. Aboriginal Peoples share
of hirings was highest in Transportation
(2.6%), followed by the Other sectors
(2.5%), and Communications (1.7%).
However, of all new positions offered in
the Banking sector, only 1.0% went to
Aboriginal candidates.

The percentage of Aboriginal Peoples hired
in 2003 increased in 7 occupational groups,
most notably in senior management (from
0.0%% to 0.3%), among supervisors (from
0.5% to 1.8%) and skilled crafts and trades
workers (from 2.4% to 3.2%). There were
no changes in two occupational groups and
declines in the remaining five, including the
semi-skilled manual work group (from 2.8%

to 2.5%), other sales and service (from
2.7% to 2.4%), and other manual work
(from 5.3% to 5.0%).

Terminations

Over 1,550 Aborigina employees were
terminated in 2003. This was the eighth
year in arow that Aboriginal terminations
have exceeded 1,000. In 2003, Aborigina
employees received 1.9% of dll
terminations, as they did in 2002. Taken
sector by sector, Aboriginal Peoples
share of al terminations decreased in
Transportation (from 2.8% to 2.3%) but
increased in Banking (from 1.1% to 1.4%),
Communications (from 1.6% to 1.7%) and
the Other sectors (from 2.5% to 3.0%). In
2003, the number of Aboriginal Peoples
terminated exceeded the number hired by
almost 100. The net results were negative
for the second year in arow, reversing the
positive results of 2000 and 2001.

Promotions

In 2003, the share of promotions that
went to Aboriginal employees remained
unchanged at 1.7%. This was above the
1.2% to 1.6% range observed between
1995 and 2001. Almost 34.9% of these
promotions occurred in Banking, followed
by 24.0% in Transportation, 22.1% in
Communications, and 18.8% in the Other
sectors.

The share of promotions that went to
Aboriginal employeesrose in the Other
sectors (from 3.9% to 4.5%) and in
Communications (from 1.6% to 1.7%), but
fell in Banking (from 1.3% to 1.1%) and
Transportation (from 2.3% to 2.1%). Their
sharerose in 7 occupations, most notably
in skilled sales and service (from 5.9% to
7.9%), other sales and service (from 1.7%
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to 2.7%), and among other manual workers
(from 2.9% to 5.5%). It also declined in

7 occupations, including intermediate sales
and service (from 3.5% to 2.2%), and semi-
skilled manual workers (from 5.5% to
3.1%).

Salaries

The salary gap between Aboriginal women
and all women narrowed for the second
consecutive year, as did that between
Aboriginal men and all men.

The average salary of Aborigina women
working full-time in the workforce under
the Act was $42,687 in 2003, compared to
an average $48,588 earned by all women.
The gap narrowed this year, as Aborigina

women earned 87.9% of the female average.

It also narrowed for Aboriginal men, as they
earned 85.9% of the average salary for men
in 2003 ($53,770 compared to $62,582).

Almost 22.7% of Aboriginal women
working full-time earned less than $30,000
in 2003, compared to 15.0% of all women.
And 10.3% of Aborigina men werein the
lowest salary range compared with 7.1% of
al men.

In the upper range, 20.6% of Aboriginal
women earned over $50,000, compared to
29.3% of al women. Almost 43.2% of male
Aborigina employees were in the upper
bracket, which was more than both
Aboriginal women and all women, but less
than all men. The latter’s proportion in the
upper range reached 52.2% in 2003. In
proportional terms, there were ten menin
the upper salary range for every four women
in the overall workforce, while in the
Aboriginal workforce there were ten men for
only three women. Therefore, the impact of
double jeopardy for Aboriginal women is
Clear.

PERCENTAGE OF ABORIGINAL WOMEN AND MEN
WHO EARNED $50,000 OR MORE, 2001 — 2003

2001 Increase 2002 Increase 2003
(%) (% points) (%) (% points) (%)
Aboriginal
Men 35.4 4.7 40.1 3.1 43.2
All Men 47.4 34 50.8 14 52.2
Aboriginal
Women 15.3 21 17.4 3.2 20.6
All Women 25.2 2.6 27.8 15 29.3
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5.4 Persons with Disabilities

The representation of persons with disabilities decreased this year, continuing a trend that

started in 1996.

This group’s shares of promotions and terminations were also lower in 2003, but the share

of hirings improved.

In 2003, the salary gap between women with disabilities and all women narrowed, as did

that between men with disabilities and all men.

Representation

REPRESENTATION OF PERSONS WITH DISABILITIES
IN THE WORKFORCE UNDER THE ACTAND IN THE
CANADIAN LABOUR MARKET WORKFORCE (CLMW)
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At 2.3%, the representation of persons
with disabilities in the workforce under

the Act in 2003 continued a declining trend
that started in 1996, when representation
of this group stood at 2.7%. There were
14,400 employees with disabilitiesin this
workforce in 2003, down 400 from the 2002
level, and down 1,700 from the historical
high of 16,100 observed in 1995. This
year's representation is well below the
labour availability benchmark for persons
with disabilities in the Canadian labour
market workforce, which is 5.3%.

Representation of employees with
disabilities ranged between 2.2% and 2.6%
across the four sectors. About 33.7% of
these employees were in Communications,
followed by 30.3% in Transportation, 27.6%
in Banking, and 8.4% in the Other sectors.

REPRESENTATION OF PERSONS WITH DISABILITIES IN THE
WORKFORCE UNDER THE ACT BY SECTOR, 2000 — 2003

3.0%
2.0%
1.0% -
0.0% -

Banking Transportation Communications Other Sectors
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The share of persons with disabilities fell
from 2.5% to 2.4% in Transportation but
was unchanged in Banking (2.2%),
Communications (2.3%), and the Other
sectors (2.6%).

Banking was the sector where representation
of this group was the lowest. At 2.2%, there
was a sharp contrast with the 4.1% observed
in 1990. The decline in the number of
employees with disabilities in Banking,
from 7,500 in 1990 to 4,000, was no less
remarkable.

Almost 82.8% of all employeeswith
disabilities in thisworkforce were located in
four provinces: Ontario, British Columbia,
Alberta, and Quebec. Ontario had 6,400
employees with disabilities (45.6%),
followed by British Columbia with 2,000, or
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14.2%, Alberta with 1,800, or 12.8%, and
Quebec with 1,450, or 10.1%. The Atlantic
Provinces and the northern territories had
together 7.2% of employees with disabilities
in thisworkforce, while Manitoba had 6.9%
and Saskatchewan 3.1%.

In terms of representation, Manitoba had the
highest share of employees with disabilities
in 2003 (3.6%), followed by Nova Scotia
(3.4%), while Quebec had 1.3%. Y ukon had
the highest rate among the territories with
5.9%, the Northwest Territories had 2.2%.

REPRESENTATION OF PERSONS WITH DISABILITIES IN
SELECTED OCCUPATIONAL GROUPS IN THE WORKFORCE
UNDER THE ACT, 2002 AND 2003

Semi-Professionals & Technicians
Supervisors: Crafts & Trades
Skilled Sales & Service Personnel

Other Manual Workers
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Representation of employees with
disabilities increased dightly in three
occupational groupsin 2003, notably in

the semi-professiona and technical

category (from 1.9% to 2.1%), and among
supervisors — crafts and trades (from 3.1% to
3.3%). It was unchanged in five occupations
and fell in the remaining six. The drop was
most marked among skilled sales and
service personnel (from 2.0% to 1.8%) and
other manual workers (from 3.9% to 3.3%).

Representativity Index

This index measures the workforce share
of adesignated group compared to its
availability in the Canadian |abour
market workforce. At only 43.4%, the
representativity index was very low for

persons with disabilities in 2003 (2.3%
divided by 5.3%). This group remains
seriously under-represented in 11 of the
occupational groups (below 80% of
availability) and severely under-represented
in 5 of these groups, where representation
is below 50.0% of availability. This
nevertheless shows some improvement over
last year, when they were seriously under-
represented in all 14 groups, and severely
under-represented in 11 groups.

PERSONS WITH DISABILITIES: REPRESENTATIVITY INDEX FOR
OCCUPATIONAL GROUPS BELOW LABOUR MARKET AVAILABILITY
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Hirings

In 2003, persons with disabilities’ share of
the hirings in thisworkforce rose dightly,
from 1.0% to 1.1%. This was, however, the
only group whose share was substantially
below its representation in the workforce
(1.1% as against 2.4%). Furthermore, this
represents only afraction of the 5.3%
availability rate for this designated group in
the Canadian labour market workforce. Only
800 persons with disabilities were hired this
year, the same number asin 1988.

Hiring of persons with disabilities
significantly increased in the Banking
sector, from 0.8% to 1.3%, and in
Communications, from 0.8% to 1.2%, but
continued to fal in Transportation, from
1.2% to 1.0%, and in the Other sectors, from
0.9% to 0.7%.
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The recruitment of persons with disabilities
in 2003 increased in 8 occupational groups,
and their overall share of recruitment
increased to 1.1%. Hiring of persons with
disabilities increased significantly in the
supervisor group, from 0.5% to 1.3%, and
among administrative and senior clerical
personnel (from 1.0% to 1.7%). It remained
unchanged, however, in two occupations
and fell in the remaining four. The drops
were steepest in the skilled crafts and trades
group (from 1.4% to 0.9%), and among
other manual workers (from 1.3% to 0.5%).

Terminations

Persons with disabilities accounted for 1.9%
of al terminationsin 2003, slightly lower
than the 2002 figure of 2.0%. This share
was lower than their representation in the
workforce as awhole, and much lower than
the high of 2.5% observed in 1995. The
number of employees with disabilities
terminated was 1,550, a decrease from 2002,
but a significantly greater number than the
800 who were hired during the year.

Banking accounted for 27.2% of those
terminated in 2003, Transportation 33.5%,
Communications 31.8%, and the Other
sectors 7.4%. Compared to 2002, the share
of employees with disabilities terminated in
each sector this year was higher in Banking
(from 1.8% to 2.2%) and the Other sectors
(from 2.5% to 2.7%) but lower in
Transportation (from 1.9% to 1.6%) and
Communications (from 2.1% to 2.0%).

The rate at which employees with
disabilities are leaving the workforce is
disquieting. Not only was the number of
employees with disabilities terminated
higher than the number of those hired, but
this has now become along-running trend
that has taken the population of persons with
disabilities in thisworkforce from 16,100 in

1995 to 14,400 in 2003. In the period 1995-
2000, terminations exceeded hirings every
year, and the total net loss of employees
with disabilities amounted to over 5,800.

Thisis the only designated group in which
more people have been terminated than
hired in the past ten years. Moreover, it is
the only group which has experienced net
declines every year for the past 15 years,
with the sole exception of 1989.

Promotions

This year, the share of promotions that went
to employees with disabilities fell by 0.1%
to 1.9%. Thiswas well below their
representation of 2.4%. It was also much
lower than the record 2.8% share of
promotions observed in 1990.

Their share of promotions grew in the
Transportation sector, from 2.1% to 2.3%,
in Communications from 1.9% to 2.0%, and
in the Other sectors from 2.2% to 2.6%.
However, it fell in Banking from 1.9% to
1.7%. Banking nevertheless accounted for
44.9% of all the promotions of employees
with disabilities in the workforce under the
Act, followed by 22.8% in Communications,
22.5% in Trangportation, and 9.8% in the
Other Sectors.

Salaries

AVERAGE SALARIES OF PERSONS WITH DISABILITIES
WORKING FULL-TIME AS A PERCENTAGE OF

AVERAGE SALARIES OF ALL EMPLOYEES,
BY SEX AND BY SECTOR, 2003

MEN WITH WOMEN WITH

DISABILITIES DISABILITIES
Banking 99.5% 96.8%
Transportation 96.1% 100.3%
Communications 91.6% 91.3%
Other Sectors 97.0% 94.0%
All Sectors 95.1% 95.4%
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The salary gap between men with
disabilities and all men in the workforce
narrowed in 2003 to 4.9% (men with
disabilities earned 95.1% of the average
male salary for full-time work, compared

t0 94.7% in 2002). The gap was unchanged
for women with disabilities relative to all
women (95.4%). The average salary of men
with disabilities was $59,536 in 2003, and of
women with disabilities $46,338.

The percentage of men with disabilitiesin
the workforce earning $50,000 or more was
lower than the percentage of al men (47.8%
compared to 52.2%) while only 24.6% of
women with disabilities earned $50,000 or
more, compared to 29.3% of all women. In

the lower salary range, the differences were
smaller: 6.0% of men with disabilities
earned an average of less than $30,000,
compared to 7.1% of all men, while 15.2%
of women with disabilities earned less than
$30,000, compared to 15.0% of all women.

In the overall workforce under the Act, there
were four women for every ten men in the
upper salary bracket. By contrast, there
were only three women with disabilities for
every ten men with disabilities in the same
bracket. What this indicates is that women
with disabilities face a double disadvantage:
their salary situation compares unfavourably
with that of all women, and also with that of
men with disabilities.
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5.5 Members of Visible Minorities

Representation of members of visible minority groups again increased dramatically in 2003,
surpassing the workforce availability rate for the first time.

Members of this group had higher shares of hirings, promotions and terminations in 2003 as
compared to 2002. Hirings also continued to exceed terminations.

The salary gap widened for visible minority men and visible minority women in 2003.

Representation

REPRESENTATION OF MEMBERS OF VISIBLE MINORITIES IN THE
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LABOUR MARKET WORKFORCE (CLMW)
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In 2003, the workforce under the Act
included 78,800 members of visible
minorities. Thelr representation increased
again, from 11.7% in 2001 to 12.2% in
2002, and to 12.7% in 2003. Thisisa
significant improvement from their situation
in 1987, when visible minorities represented
5.0% of the workforce. In 2003, for the

first timein history, their representation
surpassed their labour market availability
rate of 12.6%.

Over three quarters of visible minority
employees were in the Banking and
Communications sectors in 2003. Banking
accounted for 45.0% of all employeesin this
group, followed by Communications with
31.6%, Transportation with 19.0%, and the
Other sectors with 4.3%.

The representation of visible minorities
increased in all four sectorsin 2003.
Banking continued to have the highest
representation (19.3% compared to 18.4%
in 2002), followed by Communications
(11.9%) compared to 11.6% in 2002),
Transportation (8.3% compared to 8.0% in
2002), and Other sectors (7.2% compared
to 7.0% in 2002).

In 2003, over 96% of visible minority
employees in the workforce were found in
four provinces: Ontario, British Columbia,
Quebec, and Alberta. Ontario alone
accounted for almost two-thirds of all visible
minority employees (48,900), followed by
British Columbiawith 13,900 or 18.0%. The
number of visible minority employees
exceeded 1,000 in three other provinces:
Quebec (6,300), Alberta (5,500), and
Manitoba (1,600).

Visible minority representation was highest
in British Columbia, with 20.1%, followed
by Ontario, with 17.5%. Alberta and Quebec
came third and fourth, with 9.0% and 5.7%
respectively. The lowest visible minority
representation was in Prince Edward Island,
which had 0.6%.

In 2003, eight out of ten visible minority
employees were in five occupational groups.
middle and other managers (8.3%),
professionals (18.2%), administrative and
senior clerical personnel (7.7%), clerica
personnel (37.3%), and semi-skilled manual
workers (9.5%).

Members of Visible Minorities



70

Compared to other designated groups,
visible minority employees wererelatively
concentrated in two occupational groups
(professionals and semi-professionals
and technicians). Over 20.8% of all
visible minority employees were in the
professionals group in 2003, compared to
15.7% of women, 12.8% of Aboriginal
Peoples, and 15.4% of persons with
disabilities. Only 8.5% of them werein
the two management groups, however,
compared to 10.8% of women, 9.9% of
persons with disabilities and 6.5% of
Aborigina employees.

REPRESENTATION OF MEMBERS OF VISIBLE MINORITIES

IN SELECTED OCCUPATIONAL GROUPS IN THE
WORKFORCE UNDER THE ACT, 2002 AND 2003
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Representation of visible minorities
increased in 12 occupational groups, notably
among supervisors (from 12.7% to 13.4%),
administrative and senior clerical personnel
(from 17.0% to 18.1%), intermediate sales
and service personnel (from 11.6% to
12.2%), and other sales and service
personnel (from 11.1% to 15.5%). There
were decreases in 2 occupationa groups.
skilled crafts and trades work (from 7.3% to
7.1%) and other manua work (from 5.9% to
5.5%). Visible minority representation was
above the overall workforce average of
12.7% in the following five occupational
categories. professionals, supervisors,
administrative and senior clerical personnel,
clerical personnel, and among other sales
and service personnel.

Representativity Index

VISIBLE MINORITIES: REPRESENTATIVITY INDEX FOR
OCCUPATIONAL GROUPS BELOW LABOUR MARKET AVAILABILITY
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Thisindex measures the percentage of
representation of a designated group against
the Canadian labour market workforce.
Visible minority employees' representation
in the workforce under the Act reached
12.7% in 2003, which is dightly higher than
the labour market availability rate of 12.6%.
However, they remain significantly under-
represented in 5 occupational groups. senior
management (48.2% of availability), semi-
professionals and technicians (45.8%),
skilled sales and service personnel (51.8%),
semi-skilled manual workers (63.8%), and
other manual workers (41.1%).

Hirings

Members of visible minorities also had
agreater share of hiringsin the workforce
in 2003 (12.9% compared to 12.8% in the
previous year). This was another record for
visible minorities (their previous high was
12.1% in 1997). Almost 10,000 members of
visible minority groups were hired this year,
down dlightly from 10,700 in 2002.

The Communications sector accounted
for 38.7% of al visible minority hiringsin
2003, followed by 29.5% in Transportation,

Annual Report — Employment Equity Act — 2004



29.0% in Banking, and 2.7% in the Other
sectors. This represents a sharp decline
from 1997, when the Other sectors made up
almost 12.0% of all visible minority hires.

Hiring of members of visible minorities rose
in Transportation, Communications and the
Other sectorsin 2003, but fell in Banking.
They accounted for 9.4% of al hiresin
Transportation (up from 8.5% in 2002),
16.1% in Communications (15.7% in 2002),
and 6.8% in the Other sectors (6.7% in
2002). At 16.0%, the share was lower in
Banking, compared to 16.3% in the previous
year.

Almost 77.0% of al visible minority
hirings in the workforce occurred in three
occupational groups. among professionals
(12.1%), clerical personnel (33.1%), and
semi-skilled manual workers (31.7%). The
remaining 23.0% were distributed unevenly
across the other 11 occupations: 4.4%in
middle and other management, 4.5% in
administrative and senior clerical personnel
and fewer than 0.1% were hired as senior
managers.

The share of hiring of members of visible
minoritiesrosein 7 occupational groupsin
2003, most significantly among supervisors
(from 8.1% to 11.3%), skilled sales and
service personnel (from 7.0% to 8.9%),

and semi-skilled manua workers (from
11.5% to 13.6%). It remained unchanged
among intermediate sales and service
personnel and fell in the remaining

6 occupational groups, notably in the skilled
crafts and trades (from 9.2% to 6.4%), and
among other sales and service personnel
(from 16.2% to 14.1%).

Terminations

Employers under the Act terminated
9,650 visible minority persons in 2003,
which represents 11.8% of all terminations
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in 2003. In comparison, there was
9,600 visible minority terminationsin
2002, or 11.0% of the total.

Sectorally, Communications accounted for
38.5% of al terminations of visible minority
employees, followed by Banking, with
31.9%, Transportation 26.6%, and the Other
sectors 2.8%.

Visible minorities share of terminations
rose in Banking from 14.1% to 15.5%, in
Transportation from 6.6% to 8.0%, and in
Communications from 13.3% to 14.5%.
There was adrop in the Other sectors from
7.7% 10 6.4%.

In 2003, the number of visible minority
employees hired was greater by almost

300 people than those terminated. Thiswas
in line with the overall trend established
since 1995. From 1995 through 2003,
hirings have exceeded terminations every
year. This represents acumulative gain of
10,700 employees.

Promotions

Of dl the promotions in this workforce in
2003, the share that went to visible minority
members increased from 15.2% in 2002 to
16.4%. This is much higher than their
overall representation which is 12.7%. It is
also the highest level of promotions received
by visible minority employees since 1987,
the first year of reporting under the Act. The
rise followed atrend that began in 1993,
when their share of promotions was 8.4%.

In 2003, 6,700 visible minority employees
were promoted, compared to 6,400 in 2002.

Almost 87.0% of these promotions
occurred in Banking and Communications.
Transportation (9.3%) and the Other sectors
(3.5%) accounted for the rest.

Members of Visible Minorities
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The share of promotions of this designated
group rose in the three mgjor sectors but fell
in Other sectors. In Banking, it rose from
19.4% to 21.4%, in Transportation from
6.5% to 8.0%, and in Communications from
13.7% to 14.5%. The Other sectors showed
asmall decline from 8.4% to 8.3%.

The share of visible minority members
promoted throughout this workforce
increased in ten occupational groups,

most significantly among skilled sales and
service personnel (from 7.5% to 11.2%),
semi-skilled manual workers (from 8.4%
to 11.7%), and other manua workers
(from4.8% to 7.7%). The share fell in four
occupational groups, in particular, among
semi-professionals and technicians, where it
went from 7.2% to 6.4%.

Salaries

In 2003, the salary gap widened between
visible minority men and all men and
between visible minority women and all
women. Visible minority women earned
95.0% of al women's average salaries
compared to 95.5% ayear earlier. Visible
minority men earned 92.0% of the average
male salary, compared to 92.5% a year
earlier.

PERCENTAGE OF VISIBLE MINORITY WOMEN AND MEN

IN THE WORKFORCE UNDER THE ACT WHO EARNED
$50,000 OR MORE, 2001 — 2003

2001 | Change |2002| Change |2003| Change
(%) | (% points) | (%) | (% points) | (%) | (% points)
Visible
Minority
Men 41.6 -1.5 40.1 -1.5 45.8 5.7
All Men 474 34 50.8 34 52.2 14
Visible
Minority
Women 22.0 -4.6 17.4 -4.6 25.4 8.0
All Women | 25.2 2.6 27.8 2.6 29.3 15

In 2003, 10.3% of visible minority men
earned less than $30,000, compared to 7.1%
of all men. At the upper end of the salary
scale, 45.8% of visible minority men earned
$50,000 or more, compared to 52.2% of all
men.

AVERAGE SALARIES OF MEMBERS OF VISIBLE
MINORITIES WORKING FULL-TIME AS A

PERCENTAGE OF AVERAGE SALARIES OF
ALL EMPLOYEES, BY SEX, 2001 - 2003

2001 2002 2003
(%) (%) (%)
Visible Minority Men 92.2 92.5 92.4
Visible Minority Women 95.1 95.5 94.2

In 2003, 16.6% of visible minority women
earned $30,000 or less compared to 15.0%
of all women. The difference was not as
small for women earning $50,000 or more:
25.4% of visible minority women were in
this salary bracket, compared to 29.3% of all
women. Although visible minority women
continue to face a double disadvantage, their
situation has relatively improved. In 2003,
the proportion of visible minority women in
the upper salary range was higher then the
proportion of Aborigina women (20.6%)
and women with disabilities under the Act
(24.6%).

Annual Report — Employment Equity Act — 2004
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Chapter 6: Data Highlights —
Other Employers

This chapter describes the 2003 employment situation of the four designated groups in the
workforces of the Federal Public Service, Separate Employers, and organisations covered by

the Federal Contractors Program.

Federal Public Service

Asof March 31, 2003, women's
representation in the Federal Public Service
stood at 52.8%, exceeding their workforce
availability rate of 47.3%; Aborigina
Peoples were at 3.9%, exceeding their
availability rate of 2.6%; persons with
disabilities at 5.6%, exceeding their
availability rate of 5.3%. Visible minorities
representation, however, was 7.4%, which is
well below their availability rate of 12.6%.

FEDERAL PUBLIC SERVICE: REPRESENTATION OF
DESIGNATED GROUPS
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KEY: W —Women; AP — Aborigina Peoples,
PWD — Persons with Disabilities; VM —Visible
Minorities

In fiscal year 2002-2003, women accounted
for 55.9% of all hiresinto the Federal Public
Service, Aboriginal Peoples 4.5%, persons
with disabilities 3.1%, and visible minorities

10.0%. Women'’s share of all terminationsin
the Federal Public Service was 53.7%, that
of Aboriginal Peoples 5.0%, persons with
disabilities 5.6%, and visible minorities
6.7%. Women received 61.0% of all
promotions, Aboriginal Peoples 4.1%,
persons with disabilities 4.9%, and visible
minorities 9.4%.

In fiscal year 2002-2003, 40.9% of all
female employees in the Federal Public
Service earned $50,000 or more, up from
33.3% the previous year. The proportion
also rose significantly for Aboriginal
Peoples (from 36.1% to 42.0%), persons
with disabilities (from 39.5% to 45.7%),
and for visible minorities (from 44.4% to
51.2%).

Separate Employers’

There were 16 Separate Employers™
covered by the Act as of March 31, 2003.
This constitutes a workforce of 79,331
employees, adlight increase from the
previous year.

Women’ s representation among Separate
Employers was 50.9%. This exceeds their
workforce availability rate of 47.3%.
Aboriginal Peoples, at 2.4%, were dightly
below their availability rate of 2.6%.
Persons with disabilities also fell short of

13 statistics for this workforce represent an approximation based on the reports submitted to the Public Service
Human Resources Management Agency of Canada by Separate Employers listed in Appendix B.

4" The EE Act applies only to employers with 100 or more employees. There are more than 30 Separate Employers

intotal but only 16 have more than 100 employees.

Data Highlights — Other Employers



74

the 5.3% availability rate with representation
of 4.5%; as did visible minorities with 9.9%
(their availability rate' was 12.6%).

SEPARATE EMPLOYERS: REPRESENTATION OF THE
DESIGNATED GROUPS
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KEY: W —Women; AP — Aborigina Peoples,
PWD — Persons with Disabilities; VM —Visible
Minorities

More than half the employeesin the
Separate Employers’ workforce were
concentrated in two of the 14 occupational
groups. Administrative and senior clerica
personnel accounted for 36.4% of the
workforce, while clerical personnel made up
an additiona 20.7%. A large percentage of
employees were aso found in professional
and semi-professional and technical jobs,
representing 24.8% and 3.9% of the
workforce respectively. Taken together,

the management groups (senior, middle and
other managers) accounted for 8.2% of the
workforce.

DISTRIBUTION OF THE SEPARATE EMPLOYER WORKFORCE BY
OCCUPATIONAL GROUP IN 2003

Senior, Middle and Other Managers
Semi Professionals and Technicians
Professionals

Clerical Personnel

Administrative and Senior Clerical Personnel 36.4%

0.0% 10.0% 20.0% 30.0% 40.0%

Almost seven out of every ten women in this
workforce were in either clerical personnel
(30.6%) or administrative and senior clerical
personnel (39.3%). Supervisors were also
more often women than men: 3.3% of the
group compared to 2.3%. The remaining

11 occupational groups showed a lower
representation of women than men.

Most notably, women held a much lower
proportion of jobs in the professional and
semi-professional and technical categories,
17.6% and 2.6% of the workforce
respectively. Women also held fewer
managerial positions than men. Only 5.5%
of women were middle and other managers
compared to 11.0% of men, and 0.1% of
women held senior manager positions
compared to 0.3% of men.

Aborigina Peoples were aso highly
concentrated among clerical personnel and
administrative and senior clerical personnel,
38.9% and 25.7% respectively. Their
representation was also above averagein
five other occupational groups, notably
among semi-skilled manual workers (1.5%
compared to the 0.7% average for al
employees), other sales and service
personnel (2.7% compared to an 0.8%
overal average), and other manual workers
(4.2% compared to 0.9%). In contrast, their
combined representation in the professional
and semi-professiona and technical groups
was 17.6% (12.0% and 5.6% respectively),
significantly lower than the 28.5%
representation for all employees. Aboriginal
Peoples also held far fewer managerial
positions than did employees as awhole
(4.8% compared to the 8.2% average).

Persons with disabilities in the Separate
Employers’ workforce were even more
concentrated in the clerical, and the
administrative and senior clerical personnel

> Some separate employers, such as the Canadian Security Intelligence Service (CSIS), have a bona fide reason to
restrict hiring to Canadian citizens pursuant to the Public Service Employment Act and as aresult have a different

availability rate for visible minorities, which is 10.3%.
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positions than were Aboriginal Peoples,
with arepresentation of 39.6% and 26.2%
respectively. Their representation was above
average in four additional occupations:
supervisors — crafts and trades (1.0%), semi-
skilled manual workers (1.2%), other sales
and service personnel (0.9%), and other
manual workers (1.1%). Conversely, it

was below average in professional (18.5%
compared to 24.7%) and semi-professional
and technical positions (2.6% compared to
3.8%). The same was true for supervisors
(2.6% compared to 2.9%) and managers
(6.2% compared to an 8.2% average). At the
same time, persons with disabilities were
more highly represented among middle and
other managers than were the other three
designated groups. 6.1%, compared to 5.5%
for women, 4.8% for Aboriginal Peoples,
and 5.8% for visible minorities.

Visible minorities represented a smaller
share of clerical personnel than did
employees as awhole in the Separate
Employers’ workforce: (18.3% compared
to a 20.8%). Representation in the
administrative and senior clerical
occupations (36.5%) was almost equal to
the average of 36.9%. Visible minorities
were the only group to hold an above-
average share of professional and semi-
professional and technical jobs: 34.3%
of professionals and 2.6% of semi-
professionals and technicians, for a
combined total of more than 8.0% above
the average.

In 2003, women received 63.2% of the hires
in this workforce. Visible minorities came
next 10.4%, while Aboriginal Peoples and
persons with disabilities each received
approximately 3.0% of the total. Women
also received more than half of the
promotions with almost 56.5%. Visible
minorities followed with slightly more

than 11.0%, while persons with disabilities

received 3.7% and Aboriginal Peoples only
2.0%. Almost two thirds of the employees
terminated during the year were women
(66.0%), 3.3% were Aboriginal Peoples,
and 4.2% persons with disabilities. Visible
minorities accounted for 7.6% of those
terminated and was the only designated
group of which more employees were
hired than terminated.

Federal Contractors
Program (FCP)

Since 2000, HRSDC-L abour has taken
steps to improve the administration of this
program. It has been subject to an interna
evaluation and has received additional
resources to undertake more audits. The
House of Commons Standing Committee

on Human Resources Devel opment and

the Status of Persons with Disabilities also
reviewed the Employment Equity Act and
produced a report in June 2002 that
recommended improvements to the Federal
Contractors Program. In the fall of 2002, a
restructuring of the program took place,
aiming at streamlining activities and
accelerating the audit process across
Canada. A Compliance Management Board
was created to ensure that FCP audits are
conducted in a consistent manner across the
country.

ESTIMATES OF DESIGNATED GROUP REPRESENTATION IN FCP
COMPANIES, 2000-2003

# # R WFA RI # R WFA RI

Total
Employees in Women
Survey

Aboriginal Peoples

337,683 121,899 36.1% 47.3% 763% | 6945 21% 26% 80.8%

Total
Employees in Persons with Disabilities
Survey

Visible Minorities

337,683 6,199 18% 53% 34.0% | 36,699 10.9% 12.6% 86.5%

KEY: R — Representation %, WFA —Workforce
Availability Rate (%), Rl — Representativity Index
(%) (R divided by WFA). Please note: These figures
do not represent the entire workforce under FCP, but
only those who have been audited since 2000.
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The above table provides estimates of Appendix B of thisreport includes alist of
designated group representation based on federal contractors covered by the Act aong
the FCP employers that have been audited with their workforce data

since January 2000. The estimates are

derived from workforce surveys conducted

on 140 employers. An expanded information

base will be provided in future Annual

Reports.

Annual Report — Employment Equity Act — 2004
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Chapter 7:
Special Projects

This chapter provides an overview of the special projects that HRSDC-Labour is undertaking
to enhance employment equity in Canada. It also describes the consultations that have taken
place between HRSDC-Labour and foreign delegations interested in Canada’s employment

equity programs.

New Audit Framework for
the Federal Contractors
Program (FCP)

The House of Commons Standing
Committee on Human Resources
Development and the Status of Persons

with Disabilities recommended that
HRSDC-L abour do more to ensure that
federal contractors comply with the
requirements of the FCP. In reference to
section 42(2) of the Employment Equity Act,
the “equivalency clause” for FCP and LEEP,
the Committee recommended a greater
degree of operational equivalence between
the two programs. In response, HRSDC-
Labour established a New Audit Framework
similar to the one used by the Canadian
Human Rights Commission (CHRC)™.

The aim of the New Audit Framework

is for workplace equity officersto work
closely with the employer to achieve
compliance with the FCP requirements of
the Act. The audit process consists of four
successive steps to be carried out over a
period of approximately 10 months.
HRSDC-Labour provides the employer
with the tools necessary to implement
employment equity.

The New Audit Framework comprises the
following 4 steps:

1. Initiation of Audit and Data
Collection: HRSDC-Labour officers
contact employersto inform them that
an audit will be carried out. Employers
are then required to develop a
communication strategy which includes
mechanisms for consulting and
collaborating with employee
representatives. Employers must develop
a Sdlf-ldentification Questionnaire to
determine the composition of the
workforce, code al of their positions
on the basis of the 2001 National
Occupational Classification (NOC),
and enter pertinent datain an
information system. HRSDC-L abour
strongly encourages the use of the
Employment Equity Computerized
Reporting System (EECRS) Version 4.0,
which facilitates subsequent analysis.

2. Analysiss When Step 1 has been
satisfactorily completed, the workplace
officer helps the employer prepare an
analysis of its workforce to identify
any gaps between the company’s
representation of the four designated
groups and their labour force availability

6 The new Act of 1995 gave the CHRC the mandate to conduct compliance audits on legislated employment

equity employers.

Special Projects
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as determined by the 2001 Census of
Canada. When the analysis has reached
an acceptable standard, the officer
guides the employer through an
“Employment Systems Review” to
identify systemic barriersto the fair
representation of the designated groups
in that workforce.

3. Employment Equity Plan: Successful
completion of Steps 1 and 2 positions
the employer to prepare an effective
plan with numerical and qualitative
goals. This becomes a“road map” to
guide the organisation towards achieving
arepresentative workforce.

4. Audit Conclusion and Administration:
Thefina step involves an on-site visit
during which the officer verifies the
organisation’s commitment and
approves its Employment Equity Plan.
At this meeting, both partieswill ensure
that a monitoring system isin place to
track the progress made toward the goals
set out in the plan.

Strategic Planning for
Employment Equity

Although the situation for the designated
groups has improved since the Act came
into force, there are still strong pressures
to move more forcefully towards greater
integration of the designated groups. In
response to government inclusion polices
and the speech from the throne, HRSDC-
Labour has developed specific strategies
and action plans. These include the
Workplace Integration Strategy for Persons
with Disabilities and the Racism-Free
Workplace Strategy.

The Workplace Integration Strategy
for Persons with Disabilities

The House of Commons Sanding
Committee on Human Resources
Development and the Status of Persons
with Disabilities reviewed the Employment
Equity Act in 2002. In areport entitled
“Promoting Equity in the Federal
Jurisdiction: Review of the Employment
Equity Act”, the Committee pointed out that
there is significant under-representation of
Persons with Disabilities and Aboriginal
Peoples compared to the other designated
groups. It was therefore recommended that
the Minister of Labour develop and
implement a strategy to remove workplace
barriers and create greater upward mobility
for these groups. Of the 2 million workers
covered by the Act, only 48,200 are Persons
with Disabilities. Based on alabour force
availability rate of 5.3% there should be
over 100,000.

The Workplace Integration Strategy for
Persons with Disabilities aims to educate
employers on the benefits of employing
members of this designated group. Labour
Program officials help employers develop
action plansto remove the barriers that
impede the advancement of persons with
disabilities within the organisational
hierarchy. A further goal is to encourage
employers to take practical measures to
accommodate the special needs of this
group and thereby help to keep them in the
workplace.

As apart of this strategy, HRSDC-L abour
isworking with the National Institute of
Disability Management and Research
(NIDMAR). NIDMAR has developed a
comprehensive set of tools that employers

Annual Report — Employment Equity Act — 2004
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may use to ensure that workers who have
experienced disabling injuries or illnessin
the workplace can return to work as quickly
and safely as possible. The program features
both rehabilitation and accommodation
policies.

The Racism-Free Workplace Strategy

HRSDC-L abour has joined with the
Department of Canadian Heritage to
develop a Racism-Free Workplace

Strategy. HRSDC-L abour is now the lead
organisation for working directly with
employers to provide education and training
to over 1,500 employers across Canada on
how to combat racism in the workplace.

The Strategy aims to remove impediments
to the participation of Visible Minorities
and Aboriginal Peoplesin the workplace. It
includes measures to educate employers on
the strategic potential of employing this
important source of human capital. In its
first year the strategy has three phases:

Phase | will set the stage by preparing
background materials, drafting a discussion
paper to focus ensuing consultations, and
holding meetings with major stakeholders
such as the Assembly of First Nations, the
National Métis Council, the Canadian Race
Relations Foundation, and the Centre for
Research-Action on Race Relations.

Background papers will also be produced
on:

Closing the Knowledge Gap: by taking
stock of existing published or otherwise
available material on discrimination and its
costs in the workplace; by analysing the
evidence (quantitative and qualitative) of
race-related employment barriers; and by
comparing the situation in Canada with
workplaces in other countries.

A Review of Approaches: by examining
what has been done in Canada to remove
race-based barriers in the workplace
(policies, programs, initiatives, etc.) and
determining which were successful and
why. Thisreview will encompass initiatives
taken by employers under HRSDC-L abour
jurisdiction aswell as other government
initiatives.

A Review of Workplace Barriers and
Employer Practices. by analysing CHRC
audits, summarizing common barriers and
documenting good practices that employers
have used to remove barriers, this review
will create a baseline for collecting and
analysing the audit data on an ongoing basis.

Phase Il will ensure wide-ranging contacts
with stakeholders and effective distribution
of materials and tools to practitioners.
HRSDC-Labour will conduct cross-Canada
consultations and educational workshops
with employers, unions and members of the
public. The purpose of these meetings will
be to examine actual barriersin the
workplace and find ways to eliminate them.
They should also facilitate discussion among
stakeholders and establish a continuing
program of cooperative activities.

A published report of findingswill make
examples of good practices available for the
use of employers.

In partnership with the Public Service
Human Resources Management Agency
of Canada (PSHRMA), HRSDC-L abour
will conduct engagement and education
workshops for federal departments and
Separate Employersto create a synergy
between public sector employers, unions
and other organisations.

HRSDC-Labour will aso work with the
CHRC to develop ways of collecting and
analysing audit data, and implementing

Special Projects
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recommendations identified in the
background paper Review of Workplace
Barriers and Employer Practices.

Finally, HRSDC-Labour will develop
communication products and tools for
employers, unions and employees to
emphasize the benefits of integrating
Aborigina Peoples and visible minorities
in the workplace and to explain the costs
of racism and discrimination.

Phase |11 will evaluate the work
accomplished and set future directions
through a Needs Assessment and Action
Plan. The findings of the consultations and
the contracted projects will also serveasa
basis for plans in future years.

Performance indicators and an
accountability framework will be developed
to assess progress in terms of outputs, goals
and impacts. Benchmarks and milestones
will also be identified and tracked in afinal
report by the Minister.

Foreign Interest in Canada’s
Employment Equity Experience

The Canadian employment equity model has
attracted international interest and has
helped make Canada a world leader in this
area. Other countries have been inspired to
develop their own employment equity
programs. The Republic of South Africa’'s
1998 Employment Equity Act is one such
example. A number of foreign delegations
have also met with HRSDC-L abour
representatives to discuss the Canadian
experience. This international interest gives
HRSDC-L abour an opportunity to showcase
Canada s expertise in employment equity to
the world.

The following international visitstook place
in 2004:

In March, delegates from Denmark were
briefed on how immigrants in Canada
and visible minorities are integrated in
the workplace;

In June, a delegation from the Swedish
Integration Board examined Canadian
employment equity programs to see how
they might be adapted for use in that
country;

In July, officers from the Mexican
Interior Ministry’s Unit for the
Promotion & Protection of Human
Rights met with HRSDC-L abour and
other Government departments to
develop a human rights policy guide and
ways of consulting the public on human
rights issues;

In August, officials from the National
Human Rights Commission of India
inquired about Canada' s policies,
programs and legidlative framework
for promoting and protecting the rights
of persons with disabilities;

In September, delegates from the Equal
Opportunities and Gender Policies Unit
in Spain sought assistance in advancing
plans to ensure equality for women in
the workplace;

In October, the Committee on Social
Affairs of the Vietnamese Parliament
conducted a study in Canadato collect
information that would help improve
gender equality through policies and
legidation in that country.

In November, the Migration Policy
Group, an NGO from Belgium linked
to the European Parliament, met with
HRSDC-L abour officials to discuss and
gaininsight on local diversity issuesin
Canada.

In December, The Center for the
Advancement of Working Women
(CAWW) from Japan met with HRSDC-
Labour officials to discuss gender
equality issues.

Annual Report — Employment Equity Act — 2004
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Appendix A:

Statistical Summary

Under section 20 of the Employment Equity
Act, each year the Minister of Labour is
required to table in Parliament a
consolidation and analysis of the employers
reports received under the Act.

This is the seventeenth consecutive year that
consolidation of federally regulated
employer reports has been made available.
The consolidation includes detailed tables
for 2003 as well as tables showing the
representation of designated groups for
1987, 2002 and 2003.

Tables 1 to 8in this Appendix present data
aggregated to include full-time, part-time
and temporary employees. Table9isa

summary of data on designated groups
comparing their representation in the
workforce with the percentage of all
employees hired, promoted or terminated
who were members of the groups. It
includes only permanent workers (full-time
and part-time). The last two tables (table 10
and 11) present data on full-time and part-
time salaries printed separately.

Please see the chapter “ Employer
Performance Ratings’ for a complete listing
of the employersincluded in the
consolidation for 2003.

Statistical Summary
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Appendix B:
Other Employers

The data for the Federal Public Service The data for the Federal Contractorsis based
is based on the fiscal year ending on calendar year 2003.
March 31, 2003.

The data for Separate Employersis based
on the fiscal year ending March 31, 2003.

Other Employers
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