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INTRODUCTION

On December 15, 1995, the new Employment Equity Act received royal assent and on
October 24, 1996, the Act and its regulations came into force creating a new legislative
framework for employment equity in Canada. Under the Act, the President of the
Treasury Board is required to table before Parliament an annual report on the state of
employment equity in the federal Public Service; thisis the same requirement placed
on the federally regulated public and private sectors under the same legislation.

This fifth annual report on employment equity in the federal Public Service describes
employment equity activities covering the period from April 1, 1996 to March 31, 1997.
During this fiscal year, important benchmarks were established to ensure effective
implementation of the Act and its regulations. The Treasury Board of Canada Secretariat
(TBS) continued to provide leadership and assistance to departments and agencies to
enable them to meet the obligations set forth in the new legislation.

Chapter | looks at employment equity in the Canadian context and then in the federal
Public Service. The new legislative framework for employment equity is also described
in this chapter. An explanation of self-identification, as the means of counting members
of the designated groups within the federal government, is also provided.

Chapter Il reports on the main initiatives undertaken by the Employment Equity
Division, Human Resources Branch, TBS, often in collaboration with other partners, to
ensure progress in employment equity in the federal Public Service. Some activities
focused on ensuring effective implementation of the new Act, while others were
introduced to advance employment equity in general.

Chapter 111 describes mgjor initiatives by a number of departments and agencies to
implement employment equity in their individual organizations.

Chapter IV analyzes the statistics relating to the representation and distribution of
members of the designated groups in the federal Public Service.

Annual Report on Employment Equity




Representation of Designated Groups
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The 1991 Census data show that the Canadian population totalled 27,296,855 persons.

Figures for the designated groups were as follows: women (13,656,370); Aboriginal peoples (1,016,340);

persons with disabilities (1,285,220) and members of visible minorities (2,525,480).

*Canadian workforce availability corresponding to the federal Public Service occupational categories.

See also Technical Notes and Table 1.
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CHAPTER |
EMPLOYMENT EQUITY IN THE FEDERAL PUBLIC SERVICE

Employment equity and the Canadian context

Canada is known as a democracy that has given its linguistic and cultural diversity,
among others, an enviable legal, social and political status. Over the years, the
legislative framework for diversity has been refined through the adoption of a variety of
statutes such as the Citizenship Act, the Official Languages Act, the Canadian Human
Rights Act, the Canadian Charter of Rights and Freedoms, the Canadian
Multiculturalism Act and the Employment Equity Act.

Aswomen, Aboriginal peoples, persons with disabilities and members of visible
minorities are playing a more and more active role, there is increased recognition that
to succeed as a nation, Canadians must embrace the needs, views and ways of the
diverse groups from which the fabric of Canadian society is woven.

The ultimate goal of the federal Public Serviceisto serve

all Canadians well. To do so, it must be a strong national Employment equity
institution in which all Canadians see themselves reflected. is a key element in

A representative federal Public Service will be in a better maximizing Canada’s
position to understand and serve the collective interests full potential on the
of Canadians, both at home and abroad. In the context of eve of the twenty-first
globalization characterized by economic, demographic, century.

social and cultural changes, it is essential for the renewal

of the federal Public Service to pay special attention to the

representativeness of its members, to acknowledge that employment equity is consistent
with good business practices, and that employment equity is akey element in
maximizing Canada’s full potential on the eve of the twenty-first century.

Annual Report on Employment Equity




New legislative framework for employment equity

The new Employment Equity Act

The new Employment Equity Act received royal assent on
The legislation December 15, 1995. The Act and its regulations, which came into
applies to some effect on October 24, 1996, create a new legislative framework for

350 federally employment equity that applies to both federally regulated private-
regulated and public-sector employers. These employers were required to
private- and comply with all requirements of the new Act by October 1997.

public-sector
employers.

When the new Employment Equity Act took effect, the preceding
1986 Act, its regulations and the relevant provisions of the

Financial Administration Act were repealed.

The purpose of the Act is “to achieve
equality in the workplace so that no
person shall be denied employment
opportunities or benefits for reasons
unrelated to ability and, in the fulfilment
of that goal, to correct the conditions

of disadvantage in employment
experienced by

e women,
aboriginal peoples,

 persons with disabilities and

* members of visible minorities....”

Section 2, Employment Equity
Act, 1995.

Obligations

Objectives

The purpose of the Act is “to achieve
equality in the workplace so that no person
shall be denied employment opportunities
or benefits for reasons unrelated to ability
and, in the fulfilment of that goal, to
correct the conditions of disadvantage in
employment experienced by women,
aboriginal peoples, persons with disabilities
and members of visible minorities by
giving effect to the principle that
employment equity means more than
treating persons in the same way but also
requires special measures and the
accommodation of differences.”

(Section 2, Employment Equity Act, 1995.)

The responsibilites of the employer and the departments and agencies remain essentially
the same as those previously contained in the Financial Administration Act. The
obligations are now clearer and more precise, however. The compliance-monitoring
mandate assigned to the Canadian Human Rights Commission by the new legislation is
an important change for both the federal Public Service employer and other affected

1996-97




employers. Also, the employer isrequired to
consult and collaborate with employees’
representatives on various issues, including the
preparation, implementation and revision of the
employment equity plan.

The primary obligations under the Employment
Equity Act and its regulations can be
summarized by the seven ‘steps’ shown in the
figure below.

Other obligations are met on a continuing basis
by the employer, including communicating with
employees, consulting and collaborating with
employees' representatives, updating the
information, and establishing and maintaining
employment equity records with respect to the
employer, the plan and its implementation.

New Act

The obligations are clearer
and more precise.

The Canadian Human Rights
Commission has been mandated
to monitor compliance with

the Act.

The employer has to consult
and collaborate with employees’
representatives on various
issues including the
preparation, implementation and
revision of the employment
equity plan.

Activities under the legislation

3 Employment
systems
review

2
Workforce
analysis

_a—

1 workforce
survey (self-
identification)

=
N

(every 5 years)

" Audit by CHRC*

\

— -
4 Employment

Z equity plan
[reasonable progress]

N\

5 Monitoring of progress
(annual progress report)
[reasonable efforts]

o\

/ 6 Review and
revision of plan

*Canadian Human Rights Commission o

‘Communications
with employees

Consultation and
collaboration with
employees
representatives

Annual Report on Employment Equity

Updat

ing Record keeping'




Step 1: Workforce survey

The legislation requires the employer to survey its workforce to allow employees
to identify themselves as Aboriginal peoples, persons with disabilities or
members of avisible minority. The information must be provided voluntarily and
remain confidential. The identification of female employees is done through
administrative systems.

Step 2: Workforce analysis

The employer must conduct an analysis of its workforce. Data on designated
groups within the organization must be compared to the labour market availability
of qualified members of these groups in order to identify areas of under-
representation within the employer’s workforce.

Step 3: Employment systems review

When there is under-representation of members of designated groups, the
legislation requires the employer to review its employment systems, policies
and practices in order to identify barriers.

Step 4: Employment equity plan

The Act requires the employer to prepare an employment equity plan that

contains positive policies and practices to address areas of under-representation and
to remove employment barriers. The plan must also include numerical goals.

Steps 5 and 6: Monitoring of progress aswell asreview and revision of the plan
Once the employment equity plan has been established, the Act states that the
employer must monitor progress on its implementation and revise the plan if
necessary. Each employer must submit a progress report annually so that the
President of the Treasury Board can report on the state of employment equity in
the federal Public Service.

Step 7: Audit by the Canadian Human Rights Commission

The Act confers on the Canadian Human Rights Commission the responsibility
for monitoring compliance with the Act by the federal Public Service.
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Self-identification

The new Employment Equity Act
reaffirms that self-identification is the
only method by which persons can be
counted as Aboriginal peoples, persons
with disabilities or members of visible
minorities for the purposes of
implementing employment equity.

Over the fiscal year 1996-97,
departments and agencies continued to
provide opportunities for all employees
to indicate either that they are members
of these designated groups or to
confirm that they are not. The process
of voluntary self-identification,
therefore, gives all employeesarole

In ensuring the provision of accurate
information on the make-up of the
federal Public Service.l

Departments and agencies have
continued to include self-identification
forms with letters of offer to new
employees and persons moving into
new positions. A number of
departments and agencies used the
impetus of the new legislation to obtain
up-to-date information by surveying
their entire workforce. In response to
some concerns about the confidentiality
of self-identification information,
particularly in the context of persons
with disabilities that are not apparent,
the Treasury Board of Canada

For the purposes of the Employment Equity
Act and related regulations, the designated
groups are: women; Aboriginal peoples;
persons with disabilities; and members

of visible minorities.

With regard to the voluntary declaration
within the federal Public Service, the
following definitions are used for
collecting information on the minority
designated groups:

A PERSON WITH A DISABILITY (i) has a
long-term or recurring condition or health
problem that limits the kind or amount of
work he/she can do in the workplace; OR (ii)
feels that he/she may be perceived as
limited in the kind or amount of work he/she
can do because of a physical, mental,
sensory, psychiatric or learning impairment.

AN ABORIGINAL PERSON is a North
American Indian or a member of a First
Nation, or who is Métis or Inuit. North
American Indians or members of a First
Nation include status, treaty or registered
Indians, as well as non-status and non-
registered Indians.

A PERSON IN A VISIBLE MINORITY in
Canada is someone (other than an
Aboriginal person as defined above) who
is non-white in colour/race regardless

of place of birth.

1 Representation based on self-identification data may not coincide exactly with the actual representation of
members of the designated groups in the federal Public Service. The identification of female employeesis done

through administrative systems.

Annual Report on Employment Equity




Secretariat issued a ‘ Code of Confidentiality’. This document outlines how the
confidentiality of information collected by federal departments and agencies will be
maintained in accordance with the provisions of the Privacy Act and the Employment
Equity Act and its regulations. The Treasury Board of Canada Secretariat also issued
a brochure on Self-identification in the Public Service for use by departments and
agencies as an informational document or in support of self-identification surveys.
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CHAPTER ||
CENTRAL AGENCY INITIATIVES

As the employer for departments and agencies
of the federal Public Service, the Treasury
Board is responsible for establishing a range
of policies, programs and tools to assist in

the implementation of the Employment

Equity Act and to encourage the advancement
of employment equity in the federal

Public Service.

This chapter describes the main initiatives
taken by the Employment Equity Division,
in 1996-97 to meet employment equity
objectives in the federal Public Service.

Strategic and administrative framework
for implementing the new legislation

Employer’s vision

Employment equity goals in the
federal Public Service:

* To establish a workforce of
qualified employees that reflect
the diversity of Canadian society.

» To ensure equal access to job
opportunities by eliminating
employment barriers and
correcting the conditions that
have impeded the equitable
participation and distribution of
persons in the designated groups.

The Employment Equity Division has taken the opportunity

Employment equity: provided by the coming into force of the new Employment
a fundamental Equity Act to begin developing a strategic framework that
component of federal  will present the employer’s vision of employment equity in
Public Service the federal Public Service for the next five years. This
renewal. framework envisions employment equity as a fundamental

component of federal Public Service renewal and highlights
its contribution to rethinking the role of government. Many consultations have been
held with departments, agencies and employees’ representatives. It is expected that
during the next fiscal year the Employment Equity Division will distribute the document

to managers and employees across the country.

More specifically, consultations have been held on the following:

Annual Report on Employment Equity
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OUR VISION

We should integrate the principles of fairness, inclusion, cohesion and relevance

To ensure that the federal Public Service remains a strong national institution, in which
Canadians see themselves reflected, are inspired to pursue a career in and to contribute
fully to the prosperity of the nation.

We should fully make employment equity a core value

To ensure that the federal Public Service reflects the composition of the Canadian
population; this value relates directly to its mandate of being a non-partisan, professional
institution committed to serving the public.

We should recognize that employment equity is an asset in the federal Public Service
To ensure that the public sector continues to have a qualified, competent workforce
drawn from diverse backgrounds and perspectives that forms a receptive, flexible,
creative public service capable of adapting to change.

Making our Vision a Reality

To achieve our vision, in which employment equity is fully integrated into the
organizational culture, we must:

...change the culture within the federal Public Service
by changing behaviour, attitudes and relationships among employees and between
managers and employees,

...ensurethat senior managers are committed and provide leadership
by practising what we preach to make sure that employment equity is ahigh priority that
Is clearly linked to organizational values and goals,

...make all managers and supervisors accountable
by ensuring that employment equity is part of the accountability statement and istied to
operational objectives;

...seethelinks with operational and human resources plans
by taking employment equity into account when planning and implementing all human
resources activities,

...convey and provide education on the rationale for and goals of employment equity
by increasing the awareness of employees and managers in the regions and at
headquarters and by promoting the skills needed for effective diversity management;

...seek innovation and create partnerships

by strengthening partnerships among members of designated groups, consultation
groups, federal regional councils, unions, federal departments and agencies, various
levels of government and the private sector.
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Accountability framework

Accountability is a concept that is receiving considerable attention in the federal Public
Service. For the purpose of implementing the new legislation, the Employment Equity

Division has prepared an accountability framework to help departments and agencies
meet their obligations under the new legislative scheme as they apply to the federal
Public Service. The framework, which was distributed to all deputy ministers and
agency heads in March 1997, has three components. expected results; elements of the
employment equity program; and performance indicators. The expected results reflect
the ultimate goals of employment equity, whereas the performance indicators are
gualitative or quantitative standards that indicate whether progress has been made in

employment equity activities and programs.

Sharing of roles and responsibilities

Under the new legislative framework, roles
and responsibilities for implementing the
legislation are shared by the Treasury Board
of Canada Secretariat (TBS), the Public
Service Commission of Canada (PSC),

the Canadian Human Rights Commission,
departments and agencies for which the
Treasury Board is the employer, and
employees’' representatives. To implement
the Act and regulations effectively, it was
necessary that all organizations involved
come to an agreement on their respective
roles and responsibilities.

During the 1996-97 fiscal year, the Secretariat
undertook a series of consultations with the
Public Service Commission of Canada, the
Canadian Human Rights Commission, the
departments and agencies involved, and the
unionsin order to specify each party’s roles

The new legislative framework
provided an ideal opportunity to
examine how employment equity
is managed in the federal Public
Service, especially in terms of the
activities required by this new
legislation.

* In many cases, it will be
sufficient simply to make existing
practices official.

* In other cases, responsibilities
will have to be defined more
clearly to meet the requirements
of closer public scrutiny resulting
from audits by the Canadian
Human Rights Commission.

and responsibilities. The results of the consultations form the basis for a document that
will be distributed to deputy ministers and heads of agencies during the next fiscal year.
This document will serve as a delegation instrument.

Annual Report on Employment Equity 11
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Also, in February 1997, a Memorandum of Understanding was signed between the
Secretary of the Treasury Board and the Chief Commissioner of the Canadian Human
Rights Commission in order to maximize co-operation between the two agenciesin
implementing the new Employment Equity Act. The Canadian Human Rights
Commission now has the power to conduct audits of departments and agencies to
ensure that they are complying with the Act.

Special Measures Initiatives Program

Background and objectives

The Special Measures Initiatives Program
(SMIP) isaTBS program that complements the
broader employment equity program. The
program’s goals are as follows: to support
departments and agencies in improving the
situation of the members of the four designated
e hiring; groups (women, Aboriginal peoples, persons

e promotion; with disabilities and members of visible
minorities); to incorporate diversity principles
into their corporate culture; and to try out
promising new approaches that take account of
the current context in the federal Public Service.

The Special Measures Initiatives
Program (SMIP) provides
departments and agencies with
financial, technical or other
support to help them attain their
objectives in terms of:

o retention;

e training and development of
members of designated groups.

Program administration

The Public Service Commission of Canada administers the SMIP on behalf of the TBS.
The program began in April 1994 and is due to sunset in March 1998. Most SMIP
initiatives are individually driven by departments and agencies and are in most cases
funded on a cost-shared basis. These initiatives facilitate the integration of employment
equity and diversity management at the departmental and agency levels.

The activities of the program are distributed across several components: the Special
Measures Innovation Fund; the Special Measures Recruitment Program; Career
Consultation and Development Programs; the Diversity Management Technol ogy
Centre; and the Job Accommodation Fund. The Career Assignment Program (CAP)
and Interchange Canada (I1C) have also used SMIP funds.
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The Special Measures Innovation Fund

The Special Measures Innovation Fund (SMIF) is one of the most important components
of the Special Measures Initiatives Program. In 1996-97, the SMIF funded $6.5 million
in departmental and partnership initiatives across the country; leveraging from
departments was approximately $4.8 million. The total number of SMIF-approved
projects from 1994-1998 was 166, with 111 active projectsin 1996-97, 30 of which
were carried over from the previous fiscal years.

The Special Measures Recruitment Program

Through the Special Measures Recruitment Program 198 appointments distributed
across the four employment equity designated groups were made in 1996-97. Most of
the appointments were for a short period, which provided developmental opportunities
for the designated group members.

Career Consultation and Development Programs

In order to improve the access of members of designated groups to the Executive
category, the Career Consultation and Development Programs continued to provide
individual consultation and increased the number of workshops delivered in the
regions. This shift has resulted in workshops delivered in Vancouver, Montreal, Halifax
and Fredericton.

After four successful years, the Diversity in Leadership Program ended in March 1997,
one year before its planned completion. This came as aresult of the Canadian Centre for
Management Development’s realignment of its mandate and reorganization. The
Diversity in Leadership Program provided 70 participants with executive devel opment
assignment opportunities and executive leadership skills.

The Diversity Management Technology Centre and the Job Accommodation Fund
The Diversity Management Technology Centre's budget (which includes the Job
Accommodation Fund) for 1996-97 was spent on loans or purchases of adaptive
equipment for persons with disabilities. Loans of adaptive equipment were madein
199 cases. The Public Service Commission of Canada and the University of Toronto
launched the Universal Internet Access Project, providing a wealth of information
regarding use of special access technology.

The Career Assignment Program and I nterchange Canada

During 1996-97, 10 CAP/IC participants have used SMIP funds. Forty-three per cent of
active Interchange Canada employment equity participants (3 out of 7) and 37 per cent

of CAP employment equity participants (7 out of 19) have used SMIP funds to support

their assignments.

Annual Report on Employment Equity
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Evaluation main questions

» Have departments assumed a greater
share of responsibility for the
establishment and performance of
employment equity initiatives?

 Has progress been made in changing
behaviour, attitudes and relationships
among employees, and between
managers and employees in the
federal Public Service in order to
promote diversity management?

» Were the administration and
management of the Special
Measures Initiatives Program
efficient and effective?

» Is the Special Measures Initiatives
Program viable and still relevant?

Program evaluation

In March 1997, the TBS began an
extensive evaluation of the SMIP. The
evaluation was needed to help the
government decide the program’s future.
The evaluation report will be completed
and decisions on possible successor
measures to the SMIP will be made in
the 1997-98 fiscal year.

The evaluation will, among other things,
seek to clarify how responsibility for the
establishment and performance of
employment equity initiatives is shared
between the departments and the SMIP.
The evaluation will also look at the
progress that has been made in changing
behaviour, attitudes and relationships
among employees, and between managers
and employees in the federal Public
Service in order to promote diversity

management. Finally, the administration and management of the program will be
reviewed in terms of their efficiency and effectiveness, and the viability and relevance
of the Special Measures Initiatives Program will be evaluated.

Employment Equity Orientation Course

The TBS, in collaboration with the Public Service Commission of Canada, has designed
the Employment Equity Orientation Course for employees in the field of employment
equity/human resources management. The course was devel oped to assist employees

in responding to the implementation of the new Employment Equity Act. In 1996-97,
two pilot courses were offered in English and in French. Given the positive feedback
from participants, the Employment Equity Orientation Course is expected to be offered
on a more permanent basis in the coming fiscal year.
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Assembly of Manitoba Chiefs

In December 1990, the Assembly of Manitoba Chiefs filed a complaint with the
Canadian Human Rights Commission alleging discriminatory employment practices
against Aboriginal peoplesin 30 federal departments and agencies (24 after the 1993-94
government restructuring). With the exception of five cases, where it was decided that
no further proceedings were warranted, the others were settled through conciliation and
voluntary agreement. The TBS, the Public Service Commission of Canada and the
concerned departments collaborated in negotiating a settlement to the complaints. In
April 1996, a master agreement covering 15 departments was concluded. Four other
individual agreements were signed. All agreements were concluded largely within
existing employment equity policy and program implementation parameters. In June,
afinal signing ceremony took place involving the Secretary of the Treasury Board, the
Assembly Grand Chief, the Chief Commissioner of the Canadian Human Rights
Commission, a Public Service Commissioner, deputy ministers and departmental
representatives.

In February 1997, a meeting of all the departments concerned by the agreements
took place in Ottawa in the presence of representatives of the Assembly of Manitoba
Chiefs to review the implementation experience to date, to share success stories and
to exchange views on concrete practices. All parties admitted publicly that they were
pleased with the initiatives undertaken in response to the settlement.

La Releve

In January 1997, the Privy Council Office, in collaboration with central agencies and
departments, launched ‘La Reléve, a key governmental initiative to renew the federal
Public Service.

The federal Public Service, whose mandate is to serve Canadians in a modern and
dynamic fashion, recognizes that its human resources will guarantee the quality and
effectiveness of its services. In this context, employment equity is of special importance,
since the federal Public Service must reflect the diversity of the population it serves.

It isin this spirit that steps have been taken to ensure that members of the four
designated groups are and will be an integral part of all La Reléve initiatives.
Furthermore, all departments and agencies in their La Reléve plans included
employment equity objectives.

Annual Report on Employment Equity 15
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Consultations

Examples of workshop questions

What approach will be taken to
auditing small departments and
agencies?

What does the review of
employment systems imply?

What role will the TBS and the
PSC play vis-a-vis the
departments in relation to the
CHRC audit process?

What role will the TBS and the
PSC play in reviewing
employment systems?

What strategy will be taken in
setting numerical goals?

Workshops

On November 27, 1996, the TBS, together
with the Personnel Renewal Council (a group
of directors of personnel of departments and
agencies), organized a workshop attended by
120 personnel directors, employment equity
co-ordinators and departmental auditors.

The purpose of the workshop was to make
departments and agencies aware of the
requirements of the new Employment Equity
Act. More specifically, the goal was to make
them aware of the impact of the Canadian
Human Rights Commission’s audit mandate
under the new Act and of the audit criteria and
process established by the Commission.

The workshop gave the departments and
agencies an early opportunity to comment
on the relevance of the audit framework and

on the effects the audits to be conducted by the Canadian Human Rights Commission
(starting in the fall of 1997) might have on day-to-day operations. During the workshop,
anumber of participants, whose organizations were already the subjects of pilot audits,
had a chance to describe their experiences. Several issues were raised and gquestions
were directed to the Canadian Human Rights Commission, the TBS and the Public
Service Commission of Canada.

In response to the questions raised at the workshop on November 27, 1996, and as part
of the consultations on the implementation of the Act, the TBS organized a workshop on
March 24, 1997 in which 100 employment equity co-ordinators took part. The workshop
gave the participants a better understanding of their own roles and responsibilities, and
those of the central agencies, under the new Employment Equity Act. The meeting also
made it possible to identify the main support tools or activities that the Treasury Board
of Canada Secretariat and the Public Service Commission of Canada can provide to help
departments and agencies implement the new legislation.
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Role of the Treasury Board of Canada
Secretariat under the new Employment
Equity Act:

Play a strategic role.

Formulate and review policies
and priorities.

Provide leadership, advice and
direction.

Co-ordinate and share information
on best practices.

Develop implementation and
accountability tools.

Collect, manage and disseminate
employment equity data.

Manage essential central activities
related to employment equity.

Interdepartmental Committee

on Employment Equity

The Interdepartmental Committee on
Employment Equity is a partnership
between federal departments and
agencies and the TBS. That partnership is
reflected in the fact that representatives
of the departments and of the Secretariat
co-chair the Committee. Again this year,
the Committee played an essential role
in advancing employment equity in the
federal Public Service. Made up of
employment equity co-ordinators and
specialists from the departments and
central agencies, the Committee provided
advice and opinions on the TBS's
initiatives. Committee members took part
in consultations on the devel opment of
tools to implement the new Employment
Equity Act and on the audit framework

and criteria being prepared by the Canadian Human Rights Commission. Some
members were actively involved in the pilot audit projects carried out by the Canadian
Human Rights Commission or took part in the pilot project designed to evaluate the
Employment Equity Orientation Course. The participants also spent a good deal of time
discussing best practices, which often provided concrete solutions to problems
experienced by many.

Treasury Board of Canada Secretariat Consultation Committees

In 1996-97, the TBS reactivated its four consultation committees on employment equity.
The composition of the groups was renewed and their mandate updated. All of the
members are public servants from various occupational fields and from various federal

departments and agencies across Canada.

Annual Report on Employment Equity

17




Four TBS Consultation Committees

 Treasury Board of Canada

Secretariat Consultation Committee
on Employment Equity for Women

Treasury Board of Canada
Secretariat Consultation
Committee on Employment Equity
for Aboriginal Peoples

Treasury Board of Canada
Secretariat Consultation
Committee on Employment Equity
for Persons with Disabilities

Treasury Board of Canada
Secretariat Consultation
Committee on Employment Equity

The members of the consultation groups will
be called on to make comments and provide
advice to the Secretariat on the strategies,
issues, policies and initiatives relating to the
implementation of employment equity in the
federal Public Service.

National Joint Council -

Employment Equity Committee

The TBS believes that consulting employee
representatives is essential to the success of
employment equity in the federal Public
Service, notwithstanding that consultations
and collaboration are also required by the
new Act. The Secretariat has continued to use
the Employment Equity Committee of the
National Joint Council to consult unions
about such matters as: the Committee’s
revised mandate; activities relating to the

for Members of Visible Minorities implementation of the new employment

equity legislation and the related

management framework; the Employment
Equity Regulations; a self-identification brochure and guide; the TBS's communications
strategy and materials on employment equity; as well as the evaluation of the Special
Measures Initiatives Program.

To implement the provisions of the new Employment Equity Act concerning
consultation and collaboration, the Secretariat has begun discussions with unions to
define these concepts, as far as their application to the federal Public Serviceis
concerned, and to establish parameters for these activities. A guide will be prepared
during the next fiscal year to help departments, agencies and unions apply the concepts
of consultation and collaboration.
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Designated groups

Women
In response to concerns relating to
opportunities for women to access the

. 5 : A personal Un trajet
Executive group,? the Employment Equity journey personnel
Division organized two conferences on career
issues facing women. The conferences, e e b
entitled ‘A Personal Journey,” were aimed at Career Issues Facing
mid- to senior-level employees who were Women
interested in furthering their careers. Explore executive skill sets,

. . strategies for success,

Approximately 500 public servants from R o s

62 departments and agencies (26.5 per cent

. . . . D i d i k
from outside the National Capital Region) e
parti CI pated I n the% e\/entS. Carole Lafrance, Chair of the Board of Directors, Canadian Chamber of Commerce

Sharon Wood, the first North American woman to climb Mount Everest

Stimulating and interactive workshops

The conferences were designed to provoke
interactive interventions that would inform,
educate and motivate participants. They mochse o catsse i o s
provided an opportunity for employees to o T e e
reflect on issues relative to the pursuit of career e

aspirations at a senior level. The conferences

&i&&&&&&%%&%
generated a great deal of interest. Through the Bol e

Networking with executive women
A personal self-assessment kit

Canadd

overwhelming demand for the conferences and
their subsequent success, it became apparent that the TBS had met a personal
and professional need of the employees.

Aboriginal peoples

Renewal of the Aboriginal Workforce Participation I nitiative

The Aboriginal Workforce Participation Initiative (AWPI), which was launched in 1991
under the joint leadership of Indian and Northern Affairs Canada and the TBSin
collaboration with the Public Service Commission of Canada, was renewed in 1996
until the end of the decade. The Secretariat and the Public Service Commission of
Canada are responsible for the internal component (i.e. the federal Public Service) and
Indian and Northern Affairs Canadais mainly involved with the external component
(i.e. the non-federal Public Service sectors of the economy).

2 Women currently hold 23.0 per cent of the executive positions in the federal Public Service. See Table 3.
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The renewal of the AWPI reaffirms the government’s commitment to improving the
participation of Aboriginal peoplesin all sectors of the economy, including the federal
Public Service. This initiative will also ensure that afair share of the limited recruitment
opportunities accrues to Aboriginal peoples.

More specifically, the internal component of AWPI will emphasize the development of
Aboriginal employees so as to enhance their participation at all levels of the federal
Public Service. In this effort, the TBS in partnership with the Public Service
Commission of Canada will promote the development and the implementation of
specific activities. The Aboriginal Career Strategy, discussion forums and regional
seminars/workshops on employment equity and Aboriginal issues are among the
activities that will be carried out. An AWPI information kit will also be provided to
inform departments about the objectives of this initiative.

Discussion forums on Aboriginal issues
The Employment Equity Division organized
Aboriginal ) S,e,mﬂi,ne de ) aseries of discussion forums to promote a
Awareness - sensibilisafion au role greater understanding of Canada’s Aboriginal
Week des autochfones peoples and to learn from their history, culture
and experience. The overall theme of these
forums was the contribution of Aboriginal
peoples to Canadian society on the threshold
AT . of anew era.

modeles autochtones»
1:30 p.m. to 3:30 p.m. De13h30415h 30
L'Esplanade Laurier, East Tower, L'Esplanade Laurier, tour est,
22nd Floor, Room 22A 228 étage, piece 22A

prem e The forums were organized within the

L context of the TBS's mandate concerning

the employment equity program which seeks,

among other things, to promote a better
e AT, understanding of culture and emphasizes

e o, ook s the key role played by each department,

2 = manager and public servant in finding the

best way of valuing diversity and taking

into account individual differencesin

the workplace.

May 19 - 25, 1997 Du 19-au 25 mai 1997

Five forums were held and more than
200 employees participated in these events.
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Persons with disabilities

To facilitate the participation of persons with
disabilities in the federal Public Service, the
TBS and the Public Service Commission of
Canada began a special accommodation pilot
project in 1996-97. Ten federal institutions
have taken part in the project: Agriculture
and Agri-Food Canada; the Canadian Radio-
television and Telecommunications
Commission; the Canadian Security
Intelligence Service; Environment Canada;
National Defence; the National Parole Board;
Natural Resources Canada; the Offices of

the Information and Privacy Commissioners;
Public Works and Government Services
Canada; Transport Canada and the Treasury
Board of Canada Secretariat.

The project’s objectives are to enhance

the quality of working life and improve
prospects for the job enrichment and
advancement of participating employees. A

1«1 R Bl Gpsyescommsen Gy o Foreen pste

\;‘\JOB Accommodation

Pilot Project for
Employees with Disabilities

& Has your worksite ever been evaluated?

& Do you know of any technical aids and
measures that would help you perform better?

& Would you like more information on programs
and services for employees with disabilities?

The Treasury Board of Canada, Secretariat and the Public Service Commission
of Canada bring you this pilot project to help you assess your needs regarding
+ technical aids;
+ accessibility;
+ flexible work arrangements;
+ specialized services.

The Secretariat and the Commission will cover the costs of the assessments and
provide advice on implementing any recommendations.

We look forward to working with you on this initiative.

If you're interested, please contact your departmental project coordinator,
or The Job Accommodation Pilot Project:
E-Mail: i t.gc.ca
Telephone: (613) 952-2863 Fax: (613)952-2857 TIY: (613) 957-8657

Canadi

project information and promotion kit was distributed by employment equity

co-ordinators in the departments and agencies. The participating departments were asked
to assess the needs of their employees with disabilities working in the National Capital
Region and eastern Ontario in terms of work tools, accommodation in the workplace and
flexible schedules. Forty or so persons with disabilities are participating in the project.

An interdepartmental steering committee was established to assist with project
co-ordination and information exchange. An e-mail address was created to reach the
greatest possible number of persons with disabilities, especially those with a visual
impairment. The project will end during the next fiscal year.
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Members of visible minorities

The representation rate of members of visible minorities in the federal Public Service
remains well below their rate of availability in the Canadian workforce (9 per cent).
While their representation level has increased over the past 10 years, from 2.7 per cent
in 1987 to 4.7 per cent in 1997, there is no doubt that significant improvements are still
necessary. Members of visible minorities represent 2.5 per cent of the Executive group.

In 1996-97, the Employment Equity

Report of the Canadian Human Rights Division attempted to define the issues
Commission on visible minorities and surrounding this group’s under-
the Public Service of Canada (1997): representation problem as clearly as

possible. For example, discussion groups
were held to identify the variables that may
affect the hiring and promotion of members
of visible minorities. A preliminary study
was also carried out by the TBS, together
with the Public Service Commission of
Canada, to examine hiring in the federal

Recommendations for promoting
visible minorities
« Commitment and leadership by
senior management.
« A different way of thinking in
the Public Service.

* A more rigorous accountability Public Service in Ontario. Another analysis
system. was conducted, in partnership with the

* Greater efforts to ensure the career Public Service Commission of Canada, on
advancement of members of visible the promotion rate of members of visible
minorities. minorities into the Executive group. Based

 More intensive training and on the preliminary results of these analyses,
development for members of visible we should be able to anticipate working
minorities. assumptions and suggest projects and

initiatives that are more targeted.

The publication in February 1997 of areport funded by the Canadian Human Rights
Commission on the situation of members of visible minorities in the Public Service

of Canadais an important lever for improving the participation of members of this
group. The report invites the federal government to increase its efforts to ensure that
members of visible minorities are hired and promoted. When the report was published,
the TBS invited the personnel directors of the 14 departments that took part in the
study to a meeting to discuss the report’s recommendations and share initiatives that
their organizations intend to take in response to those recommendations. The study’s
constructive recommendations will be used to guide the TBS's efforts as well as those
of the federal Public Service as awhole.
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CHAPTER Il

INITIATIVES OF DEPARTMENTS AND AGENCIES

Every year, government departments and agencies implement many initiatives designed
to advance employment equity in the federal Public Service and ensure effective
application of the Employment Equity Act. Chapter 111 deals with some of the initiatives

carried out during the 1996-97 fiscal year.

Departments and agencies
Promoting and managing diversity

The objectives of employment equity in the federal Public Service are to establish
aworkforce of qualified employees that reflect the diversity of Canadian society,

and to ensure equal access to job opportunities by eliminating barriers and correcting
conditions that have impeded the equitable participation and distribution of the four
designated groups: women; Aboriginal peoples; persons with disabilities; and

members of visible minorities.

Demographic projections of the labour
force indicate that by the Year 2000, the
majority of new entrants into the labour
market will be members of designated
groups: women; Aboriginal peoples;
persons with disabilities and members

of visible minorities. As aresult, the
workforce will rapidly become
increasingly diverse. Consequently, human
resources management must incorporate
new principles and practices to enable all
employees to contribute fully to the
success of Canada’'s Public Service.
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Employment equity

The objectives of employment equity in
the federal Public Service are:

* to establish a workforce of qualified

employees that reflect the diversity of
Canadian society;

to ensure equal access to job
opportunities by eliminating barriers
and correcting conditions that have
impeded the equitable participation
and distribution of the four
designated groups:

- women;
— Aboriginal peoples;

— persons with disabilities;

— members of visible minorities.
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Thus, the majority of federal departments

Managing diversity and agencies have embraced the basic

As the workforce becomes principle that good human resources
increasingly diverse, human management means good management of
resources management must diversity. To help their organizations
incorporate new principles and incorporate the basic principles of sound
practices to enable all employees management of diversity, many of them offer
to contribute fully to the activities employees information and awareness-raising
of Canada’s Public Service. sessions, distribute promotional materials and

carry out special projects.

For example, Citizenship and | mmigration Canada, among other things, distributed
posters, invited speakers and organized video screenings and symposiums for
Aboriginal students to promote diversity. The innovative ideas produced by the Ontario
Region included raising funds for a shelter for battered women. In connection with the
International Week for the Elimination of Racial Discrimination, a promotional e-mail
message was sent to all managers. In addition, the department made cultural profiles,
including information on the history and culture of immigrant groups, available to

all employees.

The National Archives of Canada and the National Library of Canada have made
good use of alternative work arrangements. For example, 32 per cent of employees at
the Archives use a compressed work week and 16 per cent do so at the National Library.
Furthermore, in order to promote diversity in their workplaces, the Archives and the
Library employed Aboriginal peoples for the summer to develop and promote a
continuing relationship with the Aboriginal community.

Indian and Northern Affairs Canada and the Canadian Polar Commission
informed their employees of flexible work arrangements. The options described
included part-time work, a compressed work week, flexible hours, pre-retirement
transition leave and telework.

The Advisory Committee for Visible Minorities in the Quebec Region of Human
Resour ces Development Canada implemented a project to raise awareness of the
diversity of its workforce. The region put on a play, which addressed contemporary
social change, and the daily difficulties produced by the encounter with differences,
with humour and feeling. Over 338 departmental employees took part in the activity.
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Environment Canada encouraged the use of flexible work arrangements to help
employees find a better balance between work and family. Day care services are

available at some workplaces.

Training and development

To enable members of designated groups to upgrade their skillsin their fields of
specialization or to acquire new skills, many departments and agencies have set up
training and development programs for designated groups, often with the help of the

Special Measures Innovation Fund (SMIF).

The Pest Management Research Centre of Agriculture and Agri-Food Canada

in London, Ontario implemented a SMIF initiative to introduce Aboriginal students
to science. The program offered the students an opportunity to acquire scientific
knowledge and gain experience in laboratory practices. The project included an
Aboriginal awareness session provided to the staff by the project leader and the
summer students. As aresult of the summer project, both cultures gained a better

understanding of each other.

Also, the Swift Current Research Centre

of Agriculture and Agri-Food Canada
implemented a SMIF project to provide
work experience for women and visible
minority group members, who were
trying to re-enter the workforce and
update their research skills and
experience. The project provides an
opportunity to make valuable
professional contacts, develop
mentoring relationships, and acquire
increased self-confidence and social
skills, which will enhance their
opportunities for permanent
employment. The research centre will
also have aresource pool of better
qualified candidates.

In Nova Scotia, visible minority
students were hired by Agriculture and
Agri-Food Canada for the summer via
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Special Measures Innovation
Fund (SMIF)

» Many departments and agencies have
implemented projects with SMIF
assistance.

e SMIF supports innovative projects
at federal institutions designed to
produce significant changes in the
- recruitment;

- training;
- professional development;
- promotion; and

— retention of members of designated
groups.

e SMIF also supports initiatives related
to the management of diversity in the
federal Public Service.
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a SMIF initiative. The purpose was to encourage students to pursue post-secondary
studiesin the field of science and to gain work experience in the scientific and
professional sectors. The students were assigned to activities in such areas as
health, animals and fisheries and were provided with mentors to ensure the success
of the project.

In response to arecommendation from its National Advisory Committee of Persons with
Disabilities, Revenue Canada developed the ‘Ability and Disability’ training program,
which focuses on the barriers that persons with disabilities often encounter. The purpose
of this program is to sensitize the managers and employees who deliver the department’s
services to the needs and concerns of persons with disabilities.

Revenue Canada’'s Newfoundland and Labrador Tax Office implemented the ‘ Edmonds
Bridging’ program, which is designed to correct the under-representation of women in
the auditing group, a non-traditional employment field for women. Under this two-year
program, female employees can take a six-credit university course in the workplace and
acquire the training, skills, support and information they need to meet challengesin

the workplace.

Public Works and Government Services Canada’s Executive Development

Program for Visible Minorities addresses the need to upgrade the skills and increase the
professional development opportunities of members of visible minorities. The purpose
of the program is to designate high-calibre employees who have identified themselves
as members of visible minorities at the levels of EX equivalent, EX minus 1 and

minus 2, and to offer them training and devel opment opportunities to enable them to
broaden their experience. The program initially received SMIF assistance; today, it is
totally financed by the department. In 1998, the program will also be open to
Aboriginal employees.

The Canadian Space Agency took part in a pilot project, which gave students with
disabilities the opportunity to do internships with government agencies and private
organizations on both sides of the Atlantic.

As part of its support for La Reléve initiatives, Fisheries and Oceansisimplementing
a bridging program to accelerate the appointment, training and marketing of promising
candidates from designated groups in order to ensure that they are better represented in
the department’s Executive category.
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Human Resour ces Development Canada’s Alberta Region organized a conference for
its Aboriginal summer students in order to identify these employees’ specific needs. Asa
result of thisinitiative, the department’s Aboriginal Student Program will be improved.

Recruitment

At atime of limited recruitment, many departments and agencies are demonstrating
creativity in their publicizing of federal Public Service employment opportunities to
reach the greatest possible number of members of designated groups and others.

Agriculture and Agri-Food Canada is such an example. It has established a fund with
the assistance of SMIF, specifically to recruit Aboriginal peoplesfor its Land
Management Program Service. This experience provides the skills training needed to
pursue a career in Agriculture and Agri-Food or elsewhere in the federal Public Service.
Judging from the exit questionnaire filled out by participants, most thought that the
program had been an enriching experience. Several of the program’s participants now
occupy indeterminate positions in the federal government.

The Canadian Grain Commission made a video on careers in the Commission. This
video, although useful for any of the designated groups, was specifically aimed at
increasing awareness among Aboriginal high school students of the opportunities
available to them and encouraging them to pursue a career at the Canadian Grain
Commission. Thanks to this video, Aboriginal peoples now have a better understanding
of the employment opportunities offered by the Commission and are participating in
greater numbers in these various programs.

The Royal Canadian M ounted Police implemented an initiative to recruit and
promote Aboriginal clerks in some detachments serving Aboriginal areas. The Force
obtained permission to make appointments
Mentoring without holding competitions, and through
Mentoring is an effective way to internal and external recruitment, in
help members of designated groups accordance with the provisions of section 44
acquire skills and experience in the of the Public Service Employment Regulations

federal Public Service with the under the employment equity program.

aSSISanCeaauiCE NS IppoNa) With SMIF financial assistance, Natural
others. A number of departmental

o Resour ces Canada set up a summer
and agency initiatives related to the | N ¢ it universit
recruitment or training of members employment program to |fe(.:rU| university )
of designated groups have a and post-secondary Aboriginal students. This
mentoring component. program focuses on students pursuing studies

in forestry-related fields. A guide and
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guestionnaire were prepared and a mentoring component was added to the program.
While acknowledging the government’s budgetary restraints, which limit external
recruitment, thisinitiative will increase the potential number of qualified Aboriginal
candidates when new recruitment opportunities become available.

Health Canada is administering a program designed to recruit and train Aboriginal and
visible minority university graduates to become human resources counsellors. Thisis an
experimental three-year program (1996-1999) that initially received SMIF assistance
and was designed to achieve two objectives: rejuvenating the PE group and promoting
employment equity.

Accommodation and access

Many departments and agencies are demonstrating a firm intention to ensure that the
workplace is accessible and so arranged as to facilitate the employment and retention of
persons with disabilities.

For example, Environment Canada approved numerous accommodations to promote
the well-being of employees and particularly of persons with disabilities. Departmental
funds were used to cover expenses related to ancillary services for employees with
disabilities.

During the year, the Canadian Space Agency installed more automatic opening doors,
and access to such common-use rooms as the cafeteria and training areas was improved.

Consultations

Under the new Employment Equity Act, departments and agencies have an obligation to
consult and collaborate with employee representatives. The majority of departments and
agencies have had employee consultation processes in place for a number of years.

For example, Indian and Northern Affairs Canada and the Canadian Polar
Commission are working in collaboration with their committee of Aboriginal employees
to develop Aboriginal recruitment, retention and employment policies.

Local Labour-Management Relations Committees at National Defence have generally
been the forum used by management and union representatives in the department to
discuss employment equity issues, plan initiatives, settle local problems and deal with
specific situations. At the national level, the presidents of all the unions represented at
National Defence and representatives of the Assembly of Manitoba Chiefs were invited
to take part in a two-day workshop on employment equity.
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National Revenue has four national employment equity advisory committees, one for
each of the four designated groups. Each has its own action plan. For 1996-97, for
example, the Women’s National Advisory Committee made recommendations on
facilitating a balance between work and personal life, relaxing leave provisions and
expanding opportunities for professional development; the National Advisory
Committee of Aboriginal People took a keen interest in the Prairie Region’s Aboriginal
Development Initiative with a view to publicizing the project in the other regions; the
National Advisory Committee of Persons with Disabilities established an active
communication network to promote better practices in the regions; and the National
Advisory Committee of Visible Minorities contributed to the department’s self-
identification strategy.

In the context of increasing awareness of employment equity, the Department of
Justice Canada has successfully begun or completed a number of initiatives, including
the establishment of a national and local union/management consultation committee,
and networks with non-governmental associations representing persons with disabilities,
visible minorities, and Aboriginal peoples through the Assembly of Manitoba Chiefs.

The Atlantic Canada Opportunities Agency conducts interviews with departing
employees to identify potential problems related to the organization’s culture or the
agency’s Employment Equity Program. The Treasury Board of Canada Secretariat
also uses departure interviews as a way to identify possible barriers to the retention
or advancement of members of designated groups.

Self-identification

Most departments and agencies go to great lengths to encourage their employees
to identify themselves so that their analysis of their workforces can be as accurate
as possible.

For example, at the Immigration and Refugee Board, the letter of offer contains a
paragraph encouraging new employees to identify themselves. Similarly, the Canadian
Space Agency attaches the new employee voluntary self-identification form and the
brochure Count Me In! to its job offers. In addition, the Space Agency will soon make
the self-identification form and the brochure available on its Intranet.
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Several departments and agencies, such as Citizenship and |mmigration Canada,
Solicitor General Canada, Transport Canada, Canadian Heritage and the Canadian
Radio-television and Telecommunications Commission have taken advantage of the
coming into effect of the new Employment Equity Act to initiate a survey of their

entire workforces.

A new brochure has been prepared by Natural Resour ces Canada to obtain self-
identification information from employees. The brochure provides staff with information
about the purpose of employment equity and encourages them to fill out the
guestionnaire.

Accountability

In the course of implementing the new Employment Equity Act, some departments and
agencies will take advantage of the opportunity to establish accountability systems while
others will improve those they already have.

The Canadian Human Rights Commission is one example. Managers will continue

to closely monitor activities related to recruitment, promotions, separations, and training
and devel opment opportunities. This approach will be supported by a management
accountability framework that is being developed by the Employment Equity and
Workplace Diversity Advisory Committee for approval by the Secretary General.

Accountability systems are part of the departmental culture at Veterans Affairs
Canada. The deputy head signs with each of the senior managers an agreement that
takes into account the expected results relating to employment equity.

Departments and agencies with fewer than 100 employees
All departments and agencies employed by the

As of March 31, 1997, there are
17 small agencies with fewer than
100 employees within the
governmental apparatus. This
year, the Treasury Board of
Canada Secretariat wants to
highlight several particular
contributions. Despite the small
Size of those agencies, they have
undertaken many employment
equity initiatives of various kinds.

Treasury Board are subject to the Employment
Equity Act, regardless of how many employees
they have. As of March 31, 1997, there are

17 small agencies with fewer than

100 employees within the governmental
apparatus. This year, the Treasury Board of
Canada Secretariat wants to highlight several
particular contributions. Despite the small size
of those agencies, they have undertaken many
employment equity initiatives of various kinds.
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At the Offices of the Information and Privacy Commissioners, for example,
management has undertaken to find and eliminate employment practices and structural
obstacles that are detrimental to the employment and promotion of personsin the
designated groups. In addition, these agencies have ensured that their two Web sites
are accessible to people with visual handicaps.

The Canadian Environmental Assessment Agency recognizes that employment equity
principles are a healthy management practice. This newly established agency has
adopted a plan for the ongoing implementation of employment equity that could serve
as amodel for other institutions.

Despite Program Review reductions, the Canadian International Trade Tribunal is
attempting to increase the representation of members of target groups, in particular
through the CO-OP program (a federal educational program that provides practical
experience to students). The Tribunal is very confident that it will meet its targets for
people with disabilities and visible minorities.

The Office of Commissioner for Federal Judicial Affairsis providing information
sessions on employment equity. The Office has also made telework available, granted
education leave and provided assignments to help employees make career changes.

The Patented M edicine Prices Review Board has established a TDD teletypewriter
service for people with hearing, visual or physical disabilities or trouble with speech.
The Board also distributes calendars promoting employment equity to all its employees.

The Hazardous Materials I nformation Review Commission is participating with
other agencies and departments in forming networks to implement a recruitment strategy
in the scientific area.

Finally, over the last eight years, a very small agency, the Competition Tribunal,
has promoted four women from the Administrative Support category to the
Administrative and Foreign Service category, and a fifth woman from the Technical
category to the Scientific and Professional category.

Partnerships

Partnerships among federal government departments and agencies, and with private
enterprises, ethnic groups, Aboriginal communities and provincial governments have
intensified during the last few years. Numerous partnership projects have been created
with help from the Special Measures Innovation Fund (SMIF).
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Partnerships among federal
government departments

and agencies and with private
enterprises, ethnic groups,
Aboriginal communities and
provincial governments have
intensified during the last few
years. Numerous partnership
projects have been created with
help from the Special Measures
Innovation Fund (SMIF).

The launching of the OMNIBUS concept by the
Public Service Commission of Canada in 1995,
as away of presenting projects funded by SMIF,
IS a good example of innovation in employment
equity that encourages partnerships among the
various departments present in the Northwest
Territories (NWT). The Northwest Territories
OMNIBUS is an umbrella that brings together all
the departmental proposals from the Northwest
Territories for projects funded by SMIF. The
OMNIBUS isled and directed by a group of
SMIF departmental project leaders and chaired
by the Public Service Commission of Canada

NWT regional office. The OMNIBUS's role is to encourage sharing of information
and best practices and to create partnerships.

For instance, the Land Surveyors of the North Project is a pilot partnership opportunity
in career development for Aboriginal organizations and Natural Resources Canadain
the Northwest Territories that has been developed under the OMNIBUS concept. The
objectives of the project are to develop a pool of qualified Inuit from Nunavut; to
encourage their interest in working with the federal Public Service and the future
territorial government; and to create a working environment within Natural Resources
Canada that is conducive to the retention and development of Inuit peoples.

The following are other examples of various partnership projects that started or
continued in 1996-97. They all received resources from SMIF.

Canadian Heritage led a project in partnership with the private sector. The initiative
aimed to develop innovative ways to explain the values of diversity to managers and
employees in the department. Corporations and institutions in the private sector were
brought together to discuss their programs and to solve problems with departmental
staff. Workshops were held across the country, and 23 companies participated including
the Royal Bank, Westin Hotels and Resorts, Kodak, SaskEnergy, CBC, BCTV and
others. There were also representatives from other departments who benefited from

the workshops.

In partnership with departments and agencies in its Quebec Region, the Public Service
Commission of Canada came up with a project to include and help retain persons with
disabilities people in the federal Public Service. The project consisted of listing the
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technical aids acquired by federal government departments in Quebec and those that

are available in the marketplace. Federal public servants with disabilities and their
supervisors were informed of the availability of appropriate technical aids on the cutting
edge of technology.

Together with the government of Newfoundland and L abrador, the Newfoundland
district office of the Public Service Commission of Canada launched a project entitled
‘“Work Experience and Employment for Persons with Disabilities in the Public Service’
The purpose of this project is to provide federal departments in Newfoundland and
Labrador with access to a larger pool of experienced, qualified public servants that have
adisability. This project meets the needs of both partners by taking advantage of their
resources. The provincial public service makesits list of employees with a disability
available to federal departments, while the federal Public Service offers career
development assignments to provincial employees with a disability.

In Nova Scotia, the representation of Black and Aboriginal peoplesin the federal Public
Service is lower than their availability on the labour market. To fill the gap, Revenue
Canada assumed aleading role in partnership with Human Resour ces Development
Canada and Health Canada by establishing a program to correct the historical
imbalances in employment through concrete, innovative measures, first in Halifax and
then in the rest of the province. The purpose of the project isto help members of the
Black and Aboriginal communities rise through the ranks of federal departmentsin
Nova Scotia. Thirty-two people have received enriching training assignments in several
federal departments. The project also provides for contacts with other cultures,
mentoring, networking, training within departments and community orientation to

help candidates develop their skills and values.

Fisheries and Oceans undertook a project in partnership with the First Nations in the
Yukon that will enable the department to recruit, develop and retain First Nations
members as Fishery Officers. The initiative will act as a catalyst to bring First Nations
individuals into the department’s specialized fields through a recognized training
program, ultimately resulting in aworkforce representative of the local First Nations
population in the Yukon.

Environment Canada, Public Works and Government Services Canada and the
Canadian Radio-television and Telecommunications Commission initiated a project,
with the assistance of the SMIF and the co-operation of the Canadian Centre for

M anagement Development and the Public Service Commission of Canada, to bring
together departments of all sizesin order to draw up alist of mentors to provide
amentoring program from which members of designated groups can benefit.
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The Canadian Heritage (Parks Canada) training project, in partnership with many
Aboriginal groups across Canada, is a comprehensive training program that provides
Aboriginal employees in the Warden Service with an opportunity to further their careers.
The project has five key components: the Individual Training Program helps the trainee
all through his or her training; the Mentoring Program provides the trainee with a
mentor who will act at once as a guide, counsellor, teacher and co-worker; the Exchange
Program encourages trainees to participate in a work exchange with another park; the
Ride-Along Program introduces participants to the different areas of Parks Canada;

and finally, thanks to the Horizons Program, the Aboriginal trainee can acquire the
knowledge and skills related to the Warden’s job and function as a patrol person at

the field level.
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CHAPTER IV
THE NUMBERS

The data in this report cover the fiscal year from April 1, 1996 to March 31, 1997.
Technical Notes that describe this report’s statistical base start on page 49. They
include an explanation of the population, which comprises indeterminate employees,
term employees of three months or more, and seasonal employees. It does not include
casual employees, term employees of |less than three months, or employees on leave
without pay.

The following comments are highlights of the information in this chapter.

Women

» Just about half of the federal Public Service workforce are women (49.5 per cent),
up from 48.2 per cent on March 31, 1996.

» Almost a quarter of all employees in the Executive category are women
(23.0 per cent), up from 21.3 per cent on March 31, 1996.

* Onein 10 female employees was also a member of another designated group, the
same proportion as in 1996.

* Six of 10 persons hired into the federal Public Service were women.

 Justover 7 out of 10 women entered the federal Public Service via the Administrative
Support category, compared with approximately 5 in 10 for all employees.

« Women continued to receive more than half of all promotions (56.5 per cent).
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Aboriginal peoples

Aboriginal peoples comprised

2.4 per cent of the federal Public Service
workforce, up from 2.3 per cent on
March 31, 1996.

Aboriginal peoples were 2.6 per cent
of all new hires into the federal Public
Service.

Half of all Aboriginal employees
(50.4 per cent) entered the federal
Public Service in the Administrative
Support category.

A quarter of all new Aboriginal employees
were hired in the National Capital Region.

Persons with disabilities

* Persons with disabilities

represented 3.3 per cent of the
federal Public Service workforce,
compared to 3.1 per cent as of
March 31, 1996.

One in 10 persons with
disabilities was hired as an
indeterminate employee.

Two out of three persons with
disabilities entered the

federal Public Service in the
Administrative Support category,
as was the case last year.

Persons in a visible minority group

Persons in a visible minority group represented 4.7 per cent of the federal
Public Service workforce, up from 4.5 per cent on March 31, 1996.

Just about a quarter of all persons in a visible minority group were in the

Scientific and Professional category.

Of all new hires, 3.1 per cent were persons in a visible minority group.

One in seven persons in a visible minority group was hired as an

indeterminate employee.

Half of all new employees in a visible minority group entered the Administrative
Support category (50.3 per cent) with another 22.8 per cent entering the

Administrative and Foreign Service category.

Just under 14 per cent of all new employees in a visible minority group entered
the Scientific and Professional category, twice the proportion for the federal Public

Service as a whole.
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Overall representation

The representation of all four designated groups increased over the fiscal year, the
increase for women (from 48.2 per cent to 49.5 per cent) being the largest. Figures 1
and 2 include information on representation and compare this with workforce
availability (see Technical Notes) for each designated group. These charts as well as
Figure 3 also provide historical information (1988-1997) on the four designated groups.

The comparison of current representation with availability shows that:

* Women (49.5 per cent) are the only group where representation exceeds workforce
availability (47.3 per cent).

* There was a slight gap between the 2.4-per-cent representation of Aboriginal
peoples and their workforce availability of 2.6 per cent.

* Representation of persons with disabilities (3.3 per cent) was just over two thirds of
their workforce availability (4.8 per cent).

» The gap between the representation of persons from visible minority groups and
their availability in the workforce (4.7 per cent versus 9.0 per cent) continues to
be significant.

Gender

Table 2 presents the distribution of federal Public Service employees by type of
employment and gender as of March 31, 1997. The data reveal that 10.5 per cent of
women were also members of another designated group, the same proportion as last
year. Broken down by designated group, 4.5 per cent of women in the federal Public
Service were members of avisible minority group, 3.1 per cent were persons with
disabilities, and another 2.9 per cent were Aboriginal women. These percentages
are roughly the same as last year.

Employment type

Over the last fiscal year, there was a slight decrease in the proportion of designated
group employees who were indeterminate. As of March 31, 1997, the percentage for
women stood at 84.0 per cent down from 85.0 per cent; Aboriginal employees were at
83.2 per cent, down from 85.0 per cent; persons with disabilities were at 91.3 per cent,
compared with 91.8 per cent ayear earlier; and visible minorities were at 88.1 per cent,
down from 89.2 per cent. Indeterminate employees made up 87.4 per cent of the federal
Public Service as awhole, down from 88.6 per cent on March 31, 1996.
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Figure 1

Women in the Federal Public Service
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As of March 31, 1997, close to two thirds of the 22,267 term employees in the federal
Public Service were women, the same proportion as in 1996. Seven out of 10 term
employees were members of the designated groups, as was the case last year. There
were some 700 fewer term employees than in 1996.
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Figure 2

Minority Designated Groups in the Federal Public Service
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Figure 3
Minority Designated Groups in the Federal Public Service
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Occupational category

Despite a continuing decrease in the number of employees in the Executive category
(141 fewer in March 1997 than in March 1996 and some 900 fewer than in 1992),

the proportion of women in this category continued to rise. Table 3 shows that on
March 31, 1997, women accounted for 23.0 per cent of the Executive category, up from
21.3 per cent ayear earlier and continuing the pattern of gradual increase over the

past decade.

Since March 1996, the proportion of women has also increased in four of the other five
occupational categories, and declined slightly in the female-dominated Administrative
Support category (from 84.6 per cent to 84.0 per cent).

Representation of the minority designated groups in the Executive category showed only
marginal increases over the fiscal year. On March 31, 1997, 1.7 per cent of Executives
were Aboriginal peoples compared with 1.6 per cent previously; 2.2 per cent were
persons with disabilities versus 2.1 per cent ayear earlier; and visible minorities were at
2.5 per cent, up from 2.3 per cent on March 31, 1996. Representation of these three
designated groups was stable in the other occupational categories.

Age

The proportion of women in the federal Public Service aged 45 or older rose again this
year to 35.0 per cent (Table 4) from 32.5 per cent on March 31, 1996 and from

28.8 per cent three years ago. The proportion was, however, much lower than among
men where those aged 45 or older rose to 47.4 per cent from 45.6 per cent last year and
from 42.4 per cent three years ago. This ageing of the federal Public Service workforce
(now with 41.3 per cent of its employees aged 45 or older) persists, in large part,
because there have been only limited opportunities for the intake of young people.

Table 4 also reveals that 41.1 per cent of executives younger than 45 were women, an
increase of 4 percentage points from ayear ago. The most youthful of the designated
groups continues to be the Aboriginal population, where just over two-thirds are
younger than 45. By contrast, persons with disabilities and visible minorities had
significantly higher proportions of people who were 45 or older. Half of all employees
with disabilities and 46.9 per cent of personsin avisible minority group were in the
older age brackets, both percentages up from a year ago.

In the Scientific and Professional category, visible minority employees were more
likely to be 45 or older. Fifty-eight per cent of visible minority employees were in this
age group, compared to 44 per cent for employees in this occupational category.

Annual Report on Employment Equity

41




42

Departments and agencies

Although there were significant reductions in the size of some departments, these did
not have a negative effect on representational levels. Fifteen of the 19 large departments
(those with 3,000 or more employees) experienced reductions in the size of their
populations, five by more than 1,000 employees. Even at Transport Canada where
reductions were largest — resulting mainly from the creation of Nav Canada —
designated group representation remained stable.

Representation levels within individual departments and agencies continue to vary
widely (Table 5). More than half the employees in nine of the large departments were
women. For the RCMP (Public Service staff) and Human Resources Devel opment
Canada, 8in 10 and 7 in 10 employees, respectively, were women. Only at

Fisheries and Oceans, which has arelatively high proportion of occupations considered
“non-traditional’ for women — including fields such as engineering, natural sciences,
and ship’s officers and crews, for example — is the representation of women below

30 per cent.

Six departments continue to account for almost two thirds of Aboriginal employeesin
the federal Public Service: Indian and Northern Affairs Canada; Human Resources
Development Canada; Revenue Canada; Correctional Service Canada; Health Canada;
and National Defence. Thiswas the same situation as last year.

Aboriginal employees continue to be best represented at Indian and Northern Affairs
Canada, where 22.6 per cent of the employees were Aboriginal peoples. This was more
than three times the proportion in the next highest department, Health Canada

(6.1 per cent).

In al departments with at least 500 employees, the proportion of Aboriginal employees
was at least 1 per cent. Two years ago, Aboriginal representation was less than 1 per cent
in seven of these 29 departments.

The Canadian Human Rights Commission continues to employ the highest proportion
of persons with disabilities (11.1 per cent). Among the large departments, Human
Resources Development Canada (6.2 per cent), Citizenship and Immigration Canada
(5.9 per cent) and the federal Public Service component of the RCMP (5.8 per cent),
were the leaders. Human Resources Development Canada continues to have the largest
number of persons with disabilitiesin the federal Public Service (1,384) up from
1,313 ayear earlier.
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Revenue Canada, Human Resources Development Canada, and Public Works and
Government Services Canada are the only departments with more than 500 employeesin
avisible minority group. Together, they account for 44.3 per cent of all such employees.
With 2,248 employees from a visible minority group — two and a half times the number
in the next highest department — Revenue Canada alone employs more than a quarter

of all persons from this designated group in the federal Public Service.

Among departments with more than 100 employees, the Immigration and Refugee
Board continues to have the highest percentage (16.0 per cent) of employees from a
visible minority group. Citizenship and Immigration Canada (10.2 per cent) continues
to lead the large departments with more than 3,000 employees.

Geographic location

Datain Table 6 show that one third of federal Public Service employees work in the
National Capital Region (NCR). The proportions of designated group membersin the
NCR are as follows: women (34.6 per cent); Aboriginal peoples (26.4 per cent); persons
with disabilities (35.7 per cent); and personsin avisible minority group (33.0 per cent).

There continues to be much interest in the regional distribution of employeesin the
designated groups, particularly Aboriginal peoples and visible minorities. The pattern
has not changed significantly from last year. Excluding employeesin the NCR, the
province of Ontario continued to have the largest number of employees in each of the
four designated groups. Quebec continues to have the second highest number of women,
persons with disabilities, and now Aboriginal peoples. British Columbia still has the
second highest number of personsin avisible minority group.

Comparing the distribution of Aboriginal and visible minority employees with that of
all employees reveals some interesting facts. For example, 10.7 per cent, 6.6 per cent
and 10.5 per cent of all Aboriginal employeesin the federal Public Service work

in Manitoba, Saskatchewan and Alberta, respectively, compared to 4.5 per cent,

2.6 per cent and 6.0 per cent of federal Public Service employees. With respect to
visible minorities, 17.9 per cent of this group work in British Columbia compared

t0 9.9 per cent of all employees.

In most regions, more than half or close to half of all employees were women. Only in
Nova Scotia, Newfoundland and outside of Canada were the proportions lower than
45 per cent.

The Northwest Territories (21.2 per cent) and Yukon (12.6 per cent) continued to have
the highest proportional levels of Aboriginal employees, both increasing their share from
last year; however, these two territories together account for less than 1 per cent of the
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total federal Public Service population. More than a quarter (27.8 per cent) of all
Aboriginal employees worked in Alberta, Saskatchewan or Manitoba, a proportion
almost identical to last year’s. Another 26.4 per cent worked in the NCR.

Overall, the proportion of persons with disabilities among regional populationsis
roughly the same as last year. Persons with disabilities continue to be best represented in
Prince Edward Island (5.3 per cent), the same proportion asin 1996. At 4.5 per cent, the
Quebec portion of the NCR is next.

Persons from a visible minority group comprised 8.4 per cent of all federal Public
Service employees in British Columbia, up from 7.8 per cent last year. Ontario,
excluding the NCR, was next with 5.9 per cent, down from 7.3 per cent in 1996. On the
low side, less than 1 per cent of federal government employees in Newfoundland and
Labrador and in New Brunswick were from a visible minority group. This was also the
case last year.

Salary

There was a slight increase in the proportions of women, Aboriginal and visible minority
employees earning more than $50,000 this year. Table 7 reveals that 12.4 per cent of all
women in the federal Public Service earned at |least $50,000 per year, a slight increase
from 11.6 per cent ayear ago. These proportions compare to 32.5 per cent of all men.

The proportion of Aboriginal employees earning at least $50,000 rose to 13.6 per cent.
Aboriginal peoples and disabled employees, at 11.7 per cent and 20.2 per cent,
respectively, also showed increases in the proportions of employees earning at |east
$50,000 a year.

The proportion of visible minority employees earning at least $50,000 was 27.2 per cent,
adglight increase over ayear earlier. Thisrelatively high proportion is still largely due

to heavy representation of visible minority employees in the well-paying Scientific and
Professional category.

Hirings

Tables 8 to 10 show the number of hirings — persons added to the federal Public
Service payroll — between April 1, 1996 and March 31, 1997 (see Technical Notes
in the Appendix). Women continue to account for almost two thirds of all hiresinto
the federal Public Service. As occurred last year, more than half of all hirings

(54.2 per cent) continues to be into the Administrative Support category, where

8 in 10 entrants were women.
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Among the hiringsin 1996-97, 3.1 per cent were persons from a visible minority group,
2.6 per cent were Aboriginal peoples, and 1.4 per cent were persons with disabilities.

The most common type of employment for people entering the federal Public Service
continued to be term employment. Less than 10 per cent of all new employees were
hired for an indeterminate period. With respect to the designated groups, 6.5 per cent
of women, 13.1 per cent of Aboriginal peoples, 9.6 per cent of persons with disabilities
and 14.0 per cent of personsin avisible minority group were hired for an
indeterminate period.

Excluding the NCR, Quebec again led all areas in the number of women hired. This
year, it replaced Newfoundland and Labrador as leader in the proportion of women
hired, with three quarters of new employees being women. Prince Edward Island hired
the highest proportion of persons with disabilities (2.7 per cent), while Manitoba

(4.8 per cent) and British Columbia (4.0 per cent) both surpassed Ontario in the
proportion of personsin avisible minority group among new hires. The Northwest
Territories (17.1 per cent) and Yukon (14.1 per cent) led in the proportion of new
employees who were Aboriginal peoples.

Promotions

Tables 11 to 13 provide information on promotions. More than half (56.5 per cent) of
the employees promoted in 1996-97 were women, up from 54.6 per cent in 1996.

The proportions of Aboriginal peoples and persons in visible minority groups promoted
(2.9 per cent and 4.9 per cent, respectively) were slightly higher than the proportions
of those employees in the federal Public Service (2.4 per cent and 4.7 per cent,
respectively). By contrast, persons with disabilities continue to have a lower share of
promotions (2.6 per cent) than their internal representation (3.3 per cent).

For the federal Public Service as awhole, 78.1 per cent of promotions during 1996-97
went to indeterminate employees, down from the 82.9 per cent recorded a year earlier.
For the designated groups, the proportion of term employees among promotions
continued to be highest for Aboriginal peoples (at 31.4 per cent, up significantly from
20.3 per cent in 1996). Among the other designated groups, 25.8 per cent of visible
minorities, 23.9 per cent of women and 19.3 per cent of persons with disabilities who
were employed for specified terms, received a promotion in 1996-97.

For three of the designated groups, the highest number of promotions involved
movements to or within the Administrative and Foreign Service category, followed by
the Administrative Support category. The Administrative and Foreign Service category
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and the Administrative Support category again account for 8 in 10 of all promotions
received by women and 7 in 10 for persons with disabilities and Aboriginal peoples. One
in five of all promotions among persons in a visible minority group involved movements
to or within the Scientific and Professional category.

Separations

Thefinal three tables (14 to 16) present information on separations. These include
employees whose appointment for aterm or specified period ended during the 1996-97
fiscal year.

Just over half of all separations involved persons in the designated groups, down

from 62.0 per cent last fiscal year. This decrease applied to all designated groups.
Women accounted for 47.9 per cent of all separations, down from 52.7 per cent a

year earlier. Likewise, the proportion of Aboriginal peoplesin separations decreased
from 2.7 per cent to 1.7 per cent, persons in avisible minority group from 3.0 per cent
to 2.1 per cent, and persons with disabilities from 3.6 per cent to 1.9 per cent.
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CONCLUSION

The 1996-97 fiscal year will be
remembered as one in which major
milestones were reached in the effective
implementation of the new Employment
Equity Act and its regulations.

It should be borne in mind that
employment equity has been part of the
activities of the federal Public Service
since 1983. Since then, the federal Public
Service has implemented numerous
programs and projects to improve

the position of members of the four
designated groups. As aresult of these
initiatives, consistent progress has

been made, which has reinforced the
government’s commitment to the
objectives of employment equity.

Women, who represent 49.5 per cent of
the federal workforce, and Aboriginal
peoples, who make up 2.4 per cent of

all employees, are at or close to their
availability rates on the Canadian labour
market — 47.3 per cent and 2.6 per cent,
respectively, according to the 1991

The ultimate goal of employment equity
in the Public Service is to ensure that the
federal workforce reflects the diversity
of Canadian society.

Under the Employment Equity Act, every
employer shall ensure that

“persons in designated groups achieve
a degree of representation in each
occupational group in the employer’s
workforce that reflects their
representation in

* the Canadian workforce, or

 those segments of the Canadian
workforce that are identifiable by
qualification, eligibility or geography
and from which the employer may
reasonably be expected to draw
employees”.

Paragraph 5(b), Employment Equity

Act, 1995

Census. Representation rates of persons with disabilities and visible minoritiesin the
federal Public Service are still a challenge, however. Persons with disabilities represent
3.3 per cent of the federal workforce, although their external availability rate, according
to the 1991 Census, is 4.8 per cent. As for visible minorities, they make up 4.7 per cent
of the federal Public Service workforce, while their external availability rateis

9 per cent.
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During the following year, projects targeting the designated groups will be
implemented by the Treasury Board of Canada Secretariat in consultation with
members of the four advisory committees. The Secretariat is also planning to publicize
best practices that have promoted employment equity in the federal Public Service.

Among other priorities for the following year, the Secretariat plans to review
employment equity from aregional perspective, with afocus on its implementation
strategy. The Employment Equity Division is also planning to analyze the effects of
regional activities on the preparation of employment equity plans and on the
results obtained.

In fulfilling its obligations as an employer as defined by the Employment Equity Act, the
Treasury Board will review its policies in order to identify and eliminate barriers to the
employment of members of the designated groups.

Partnership agreements will also be introduced to promote co-operation with the main
parties involved: departments and agencies; the advisory committees representing
members of the designated groups; members of the Interdepartmental Committee on
Employment Equity; the Public Service Commission of Canada; the Canadian Human
Rights Commission; Human Resources Development Canada and interested unions.

The Special Measures Initiatives Program is scheduled to wind down in March 1998
and a thorough evaluation is under way. During the 1997-98 fiscal year, decisions will
be made on possible measures to replace this program. The Secretariat will also focus
on the anticipated results of the audit pilot projects conducted by the Canadian Human
Rights Commission during the year in the five federal institutions that agreed

to participate. These initial findings could help to identify certain problem areas and
provide valuable pointers for action.

Employment equity is a fundamental value of the federal Public Service as a
professional, non-partisan and respected institution representative of Canadian society
asawhole. In fact, employment equity is a definite advantage for the federal Public
Service, whose culture must increasingly and consistently integrate the principles of
equity in order to meet the challenges of the twenty-first century. The federal Public
Service wants to make a difference, and to do so, it must continue to explore new and
effective ways of managing its human resources, with the goal of providing the
Canadian public with ever better service.
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APPENDIX
STATISTICS

Technical Notes

This appendix presents statistical profiles of the designated groups in the federal Public
Service as of March 31, 1997. It includes summary data on women, Aboriginal peoples,
persons with disabilities and personsin a visible minority group, as well as statistics on
hirings, promotions, and separations of personsin these groups.

The federal Public Service

The Treasury Board of Canada is the employer for the population comprising the federal
Public Service as set out in the Public Service Saff Relations Act, Schedule |, Part I.
Most of these employees are appointed according to the merit principle under the
Public Service Employment Act, which is administered by the Public Service
Commission of Canada.

As of March 31, 1997, the Public Service population comprised 194,396 persons,
adecrease of 13,581 or 6.5 per cent from March 31, 1996. They were distributed
asfollows:

Indeterminate, terms of three months or more, and seasonal 186,378
Terms of fewer than three months 3,026
Casual employees 4,992
Total 194,396

Report coverage

This report includes information on indeterminate employees, term employees of three
months or more, and seasonal employees. Because of the rapid turnover of students and
casual employees, no information is reported on them. The statistics in this document
also exclude Governor-in-Council appointees, ministerial staff, federal judges, and
deputy ministers, all of whom are also on the federal Public Service payroll.

Asrequired under the Employment Equity Act, this annual report to Parliament presents
information for the fiscal year beginning April 1, 1996 and ending March 31, 1997.
Although previous reports on employment equity in the federal Public Service have been
submitted to Parliament, thisis the first under the new legislation.
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Federal departments and agencies

Under the Public Service Staff Relations Act, Schedule |, Part |, the federal Public
Service comprises more than 60 departments, agencies and commissions (listed in
Table 5) for which the Treasury Board is the employer.

Term employees (specified period of employment)

Effective June 1993, the Financial Administration Act was amended to change the
definition of an ‘employee’ so that it included persons hired for a fixed duration of at
least three months. Until then, a term employee for reporting purposes was an employee
hired for six months or more.

Term employees fall into two categories:

» short-term employees appointed for fewer than three months; and
* long-term employees appointed for three months or more.

Since short-term employees are not required to self-identify, the statistics in this report
include only long-term employees. During the course of their employment in the

federal Public Service, however, some persons who are initially hired as short-term
employees become long-term employees. When this change in status occurs and the
employee does not self-identify, designated group representation may be under-reported.
For this reason, departments and agencies have been asked to collect self-identification
information from all persons being added to the federal Public Service payroll.

Data on persons in the designated groups

The source for data in the statistical appendix is the Incumbent File, which contains
information on all employees for whom the Treasury Board is the employer, in
accordance with the Public Service Staff Relations Act, Schedule I, Part |. Data in the
Incumbent File are derived monthly from the pay system of Public Works and
Government Services Canada. Data on movements into and out of the federal Public
Service come from the Mobility File, a subset of the Incumbent File. Data on
promotions come from the Appointments File administered by the Public

Service Commission of Canada.
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All tabulations, other than those for women, contain data obtained through
self-identification, the process by which persons voluntarily identify themselves
as being from one of the designated groups. These data are generated fro