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Highlights

THE BUSINESS CLIMATE

The Canadian economy enjoyed another year of
growth in 2001 despite the dampening enthusiasm
for new technologies and the political events in
the latter part of the year that influenced travel and
many service industries. Unemployment was at a
25-year low and trade was at an all time high. Yet
despite her advantages as a world economic
leader, Canada was not competing at its full
potential, because it was not attracting enough
foreign investment, and was not retaining and
utilising her own highly qualified human re-
sources. Also, the absence of mergers of busi-
nesses in Canada was seen as having implications,
ranging from the positive (more companies equals
more competition) to the negative (more employ-
ers equals less industry efficiency).

Canadian banks were already leading the way in
operating in a new world economy in 2001.
Extensive use of the internet, the integration of
financial markets in the European Union, and the
harmonised regulation through international
institutions, are pushing the creation of a new
global financial system. Banks were priming for
another round of attempted mergers as new
legislation was passed in June 2001. Meanwhile,
businesses in the communications sector focussed
on convergence, the coming together of technolo-
gies and media in the world of information. The
CRTC made efforts in 2001 to govern the dynam-
ics of the broadcasting and telecommunications
industries. While air transportation was hard hit by
the September 11 events, trucking and rail trans-
portation continued to enjoy rapid growth in 2001,
with plans for horizontal integration between
trains and trucks. North American railway merger
became possible again after restrictions were lifte
in the United States.

GOOD PRACTICES

The Employment Equity Acequires employers to
submit an annual statistical report and a narrative
report. The narrative report lists the measures

taken by employers to improve the situation of
designated group members within their
workforces, the corresponding results achieved
and the related consultation undertaken with
employee representatives.

In 2001, many factors impacted the implementa-
tion of employment equity within federally
regulated companies, most prominently, technol-
ogy and globalization. Special measures under-
taken by employers played a role in an increase of
designated group representation. Several employ-
ers found that a diverse workforce was not only
indicative of a strong presence among marketplace
competitors, but also of economic success and
improved morale among all employees, including
designated group members.

Many employers reported that their communica-
tion plans contained employment equity measures,
as well as support from senior management,
specifically in self-identification campaigns. They
also devoted resources to employment equity
plans, as well as developing more effective ways
to implement them. The sharing of good practices
has become more prevalent as many employment
equity initiatives were found to be common

among companies.

The Good Practices chapter contains information
on the Good Practices Index (GPI) which meas-
ures the degree of fullfilment of the employer
obligation to submit a narrative report. In 2001,
over two thirds of employers received the highest
GPI score of 5, while only 23 received scores of 3
or lower.

MPLOYER RATINGS

Individual employers are assessed on their nu-
merical results with regard to the situation of
designated group members in their workforce
and the efforts they made in 2001 to improve the
situation of these groups. The ratings are the
summary of six indicators.
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They measure the extent to which members
of a group were represented in an employer’s
workforce. It also reflects the progress that an

employer has made during 2001 in improving the

situation of a designated group.

The results for 2001 show that the highest
number of best ratings were for Aboriginal
Peoples, where a total of 177 out of 404
employers received an “A” for this designated

group.

Transportation led employers in the best rating
for Aboriginal employees, where 110
companies received an “A” for this designated
group.

109 employers were rated “A” for members
of visible minorities - against 101 last year -
while 91 employers were rated “A” for
women - against 88 last year. Also, there were
87 employers receiving a “B” for women
(against 84 last year) compared to 63 who
received the same rating for members of
visible minority groups (against 47 last year),
and 50 employers who had “B” for Aboriginal
Peoples (against 16 last year).

In combining both top ratings (“A” and “B”),
members of visible minority groups arrived
at third place after Aboriginal Peoples and
women, in that order, in all companies under
the Act. Also in terms of combined top ratings,
women were in first place in Banking and
Communications, while Aboriginal Peoples
were first in Transportation and the Other
Sectors.

Only 40.0% of the employers received “C”

or lower for Aboriginal Peoples, compared

to 55% of employers who did so for members
of visible minority groups.

The worst situation, as in previous years, was
for persons with disabilities, where only 26
employers received an “A” for this group
(against 21 last year), and another 28 received
a “B” (against 16 last year). Almost 83% of
employers received a “C” or lower for this
designated group.

THE WORKFORCE

An increase was observed in 2001 in the
number of employees reported by federally
regulated private companies under the Act
compared to 2000. The increase from 612,000
to 636,000 (a rise of 24,000 employees, or
4.0%) was due to the increase in the number
of employers from 394 in 2000 to 418 in 2001.
Sectorally, there was a sharp increase in the
workforce in Banking (a rise of 23,400 or
13.6%), and slight increases in Transpor-
tation (a rise of 1,900 or 1.1%), and
Communications (a rise of 3,900 or 1.8%).
The workforce in the Other sectors decreased
sharply (a decline of 6,100 or 11.9%).

Communications remained the largest
industry in the workforce under the Act,

accounting for 33.9% of the total, followed

by Banking at 30.8% and Transportation at
28.2%. Together, Transportation and
Communications employers accounted for
over 6 in 10 employees in the workforce and
are members of FETCO (the umbrella
organisation of federally regulated employers
in Transportation and Communications). The
Other sectors accounted for 7.1% of the
workforce under the Act.

Almost 9 in 10 employees under the Act
worked in four provinces in 2001: Ontario,
Quebec, British Columbia, and Alberta.

At 109,500, the number of hires increased
dramatically in 2001, and this was the highest
level since 1990. Hires totalled 102,600 in
2000 and only 74,300 in 1999. Transportation,
the fastest growing industry in 2001,
accounted for 37.8% of all new hires in the
current reporting year, followed by
Communications at 30.2%, Banking at 26.4%
and the Other sectors at 5.6%.

There was positive news in the terminations
statistics this year as they dropped from
94,000 to 91,300, despite the sizeable increase
in hirings in 2001. Employers under the Act
hired more people than they terminated, a
situation that was observed every year since
1998.
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e The number of employees promoted fell in
2001 from 60,500 to 51,000, but the new
figure is more in line with the historical trend,
while the figure observed last year was an
anomaly. Banking alone accounted for 27,600
promotions, which is more than half of all
promotions.

THE DESIGNATED GROUPS

Representation

The four designated groups experienced stable to
rising representation levels in the workforce under
the Act in 2001, most notably for women and
visible minorities.

» The representation of women increased from
43.8% to 44.8%, while that of employees with
disabilities steadied at 2.3%.

» During the same period, the representation of
Aboriginal employees increased from 1.5%
to 1.6%, while visible minority employees
increased from 10.7% to 11.7%.

* Representation of designated groups by sector
varied. Women’s representation fell in
Banking and Communications, but increased
in Transportation and the Other sectors.
Aboriginal employees’ representation rose in
all sectors except in Banking, and they had a
significant rise in Transportation. Repre-
sentation of persons with disabilities rose in
Transportation but fell in the three other
sectors. Visible minorities’ representation rose
in every sector.

e Almost nine in ten women in the workforce
under the Act were located in the four most
populated provinces, namely, Ontario,
Quebec, British Columbia, and Alberta. The
Yukon and New Brunswick had the highest
women’s representation in 2001, while
Saskatchewan, Manitoba and the Northwest
Territories had the lowest.

» Over three-quarters of Aboriginal employees
in the workforce under the Act were located
in four provinces: Ontario, Manitoba, Alberta,
and British Columbia.

» Almost three-quarters of all employees with
disabilities in the workforce under the Act
were located in three provinces, namely,
Ontario, Alberta, and British Columbia. Their

representation improved in Quebec and
British Columbia.

 The vast majority of visible minority
employees (96.2%) were located in four
provinces, namely, in Ontario, British
Columbia, Alberta, and Quebec.

Workforce Flows

Women

Women had a significantly higher share of hirings
in 2001, rising from 38.7% to 41.3%. In terms of
numbers, 45,200 women were hired in 2001
compared to only 39,700 in 2000. This is the
highest level of hires for women since 1989 and
almost 20,000 higher than the number of women
hired in 1997. Women'’s share of hires rose in six
occupational groups but fell in eight.

Fewer women were terminated in 2001, as their
share of all terminations in the workforce under
the Act fell from 41.3% to 39.9%. The drop
occurred only in Banking as women'’s termina-
tions increased in the three other major sectors.

Women received 53.2% of all promotion opportu-
nities in 2001, slightly lower than the 53.4% level
observed in the previous year. Over 68.4% of
promotion activities in Banking were received by
women, followed by Communications where
women won 46.1% of all promotions in that
sector.

Aboriginal Peoples

Aboriginal Peoples again had a higher share of
hires in the workforce under the Act this reporting
year (1.7% in 2001 against 1.6% in 2000 and
1.3% in 1998). Transportation led the hiring of
Aboriginal Peoples, accounting for almost half of
all hires from this designated group.

Terminations of Aboriginal employees as a pro-
portion of all terminations, increased from 1.6% to
1.7% in 2001. Terminations increased in Transpor-
tation and Communications, but fell in Banking
and the Other sectors. Hires of Aboriginal employ-
ees exceeded terminations in 2001, a positive
departure from trends in previous years.

More Aboriginal employees were promoted in
2001, as their share of all persons promoted rose
from 1.4% in 2000 to 1.6% in 2001. Their share of
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promotions rose in all industrial sectors except in
Banking where it fell by 0.1% to 1.2%.

Persons with disabilities

Persons with disabilities’ share of hirings in the
workforce under the Act rose by 0.2% in 2001 to
1.2%, compared to only 0.9% in 1999. Hiring of
this designated group rose significantly in Trans-
portation and in the Other sectors, but fell in
Banking and Communications.

The share of this designated group in all termina-
tions by employers under the Act in 2001 was
1.9%, unchanged from the level observed in the
previous year. This remains much higher than
their hiring share. Terminations of employees with
disabilities were evenly distributed across indus-
trial sectors. More employees with disabilities
were terminated than hired. This has been the case
every year over the past ten years, leading to
serious erosion of this group in the workforce
under the Act.

The share of persons with disabilities in the
number of employees promoted in 2001 was
unchanged at 1.9%.

Members of visible minorities

Members of visible minority groups had a higher
share of hirings in the workforce under the Act in
2001. The share rose to 12.6% from 10.7% in
1999 and 12.1% in 2000. Among the four major
industrial sectors, only Banking showed a de-
crease in the share of hirings of members of this
designated group.

Fewer visible minority employees were terminated
by federally regulated employers under the Act
this year compared to the previous two years.
Over 70.0% of these terminations occurred in
Banking and Communications. Hirings exceeded
terminations of visible minority employees again
this year, and this was the trend every year since
1995.

The share of visible minority employees in the
number of persons promoted in 2001 increased to
14.6%, the highest ever since 1987, and was also
higher than their 2001 representation in the
workforce (11.7%).

Occupational profile

The workforce under the Act continued to be
largely concentrated in administrative and clerical
personnel jobs in 2001, followed by professional
and management jobs. The concentration varied
across industrial sectors. Whereas almost 75.0%
of employees in Banking were in clerical and
professional positions, only a quarter were in these
two occupations in Transportation.

The representation of women has been increasing
in senior managerial and professional jobs and
decreasing in administrative and clerical occupa-
tions. Banking had the highest representation of
women (71.0%), where they have been moving up
to more managerial and professional positions.
Women were the majority in middle and other
management in Banking in 2001 (51.0%). The
lowest representation of women was in Transpor-
tation (23.0%), but they made good progress in
several occupations in this sector.

Almost 6 out of 10 Aboriginal employees in the
workforce under the Act were largely concentrated
in three occupational groups in 2001, namely,
clerical personnel, skilled crafts and trades and
semi-skilled manual work. The representation of
this designated group rose in all occupations in
2001.

In 2001, the representation of persons with dis-
abilities increased in six occupations but fell in the
remaining eight.

Almost 8 in 10 visible minority employees worked
in 5 occupational groups, as managers, profession-
als, administrative and clerical personnel and
manual workers. This designated group was more
concentrated in the professional and semi-profes-
sional occupations compared to other designated
groups. Over 20.2% of visible minority employees
were in these two groups, against 14.6% of
women, 12.0% of Aboriginal employees, and
14.7% of employees with disabilities.

SALARIES

The salary gap between all men and all women in
the workforce under the Act narrowed slightly
from 21.0% to 20.6% in 2001. Women earned on
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average 79.4% of what men earned for full-time
work. However, the gap widened for visible
minority women and Aboriginal women against
all women and for men with disabilities and
Aboriginal men against all men. The only sub-
groups who realised an improvement were visible
minority men against all men and women with
disabilities against all women.

Given that women are designated as an employ-
ment equity group, and the fact that a salary gap
exists between women in each minority desig-
nated group against all men, a situation of double
jeopardy exists for Aboriginal women, visible
minority women, and women with disabilities.
These employees are disadvantaged twice: for
being women and for belonging in another desig-
nated group. This is evident not only in the salary
gap but also in the distribution of income and in
the concentration in lower occupations. While
only 25.2% of all women earned $50,000 and over
in 2001 compared to 47.4% of all men in the
workforce under the Act, this ratio was only
15.3% of Aboriginal women, 19.8% of women
with disabilities, and 22.0% of visible minority
women.
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1. Coverage

The Minister of Labour is responsible for the Employment Equity Act which covers federally requlated private
sector employers, the federal public sector, and many contractors doing business with the federal government.

In 2001, over two million employees at 1,425 private and public institutions were either covered by the Act
or worked at companies doing business with the federal government.

INTRODUCTION

The purpose of thEmployment Equity Aés to
achieve equality in the workplace for women,
Aboriginal peoples, persons with disabilities and
members of visible minorities. In the fullfilment
of that goal, employers are asked to correct
disadvantages in employment experienced by the
designated groups.

This report is focussed mainly on private sector
federally regulated employers, but provides an
overview of the designated groups in the
workforces of other types of employers.

The subsequent chapters will review the situation
of the designated groups in federally regulated
private sector companies, and how they fared in
terms of hiring and promotion in 2001.

On June 1, 2002, federally regulated private sector
employers covered under tBenployment Equity
Actsubmitted their fifteenth annual report. The
information in these reports depicts the employ-
ment situation of the four designated groups in
their workforce and the progress that organisations

have made toward achieving an equitable repre-
sentation of the groups during 2001. TAimual
Reportprovides a consolidation and an analysis of
the data contained in the individual employers’
reports. Chapter 2 describes the measures that
employers have taken to recruit and retain mem-
bers of the designated groups in their workforce.
Succeeding chapters discuss the business climate
in industries covered by the Act, present profiles
of the workforce under the Act and of the four
designated groups, and provide an assessment of
employers’ results.

Additional information is provided in the appendi-
ces. Appendix A contains a glossary that explains
key concepts used throughout this report and
Appendix B provides the rating methodology used
in evaluating the employers’ performance. Appen-
dix C provides the ratings methodology for the
Good Practices Index. Appendix D lists federal
government departments, special operating agen-
cies, and federal contractors and their respective
workforces. Appendix E includes statistical tables
that consolidate the information from employer
reports.
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EMPLOYER TYPES COVERED BY THE EMPLOYMENT EQUITY ACT, 2001

EMPLOYERS TOTAL WOMEN ABORIGINAL PEOPLES
EMPLOYEES
# # R WFA RI # R WFA RI
Federally Regulated
Private Sector 635,622 | 284,875 44.8 46.4 96.6 9,971 1.6 2.1 74.7
Federal Public Service 149,586 78,212 52.3 48.7 100.0 5,316 3.6 1.7 100.0
Separate Employers 69,451 38,198 55.0 48.7 100.0 1,325 1.9 1.7 100.0
Federal Contractors 1,147,876 n/a n/a n/a n/a n/a n/a n/a n/a
TOTAL 2,002,535 | 401,285 47.0 48.7 96.5 16,612 1.9 2.1 92.4
EMPLOYERS TOTAL PERSONS WITH VISIBLE
EMPLOYEES DISABILITIES MINORITIES
Federally Regulated
Private Sector 635,622 14,533 23 6.5 35.2 74,049 11.6 14.0 83.3
Federal Public Service 149,586 7,621 51 438 100.0 9,143 6.1 8.7 70.3
Separate Employers 69,451 3,031 44 438 90.9 5,228 7.5 8.7 86.5
Federal Contractors 1,147,876 n/a n/a n/a n/a n/a n/a n/a n/a
TOTAL 2,002,535 25,185 30 65 46.1 82,420 10.4 140 73.9

KEY: R - Representation (%), WFA - Workforce Availability Rate (%), Rl - Representativity Index (%) (R divided by WFA)

COVERAGE

The Minister of Labour is responsible for the
Employment Equity A@ndRegulationsThe
purpose of the Act is to achieve equality in the
workplace for women, Aboriginal peoples, per-
sons with disabilities and members of visible
minorities. In the fulfillment of that goal, employ-
ers are asked to correct disadvantages in employ-
ment experienced by the designated groups.
Employment equity means not only the removal of
barriers facing the designated groups, but also
taking special measures and accommodating
differences.

The core obligations of employers in relation to
implementing employment equity are:

e to survey their workforce to collect information

e to prepare an employment equity plan that
outlines what their organisation will do to both
remove employment barriers, and institute
positive policies and practices. (The employ-
ment equity plan must include a timetable and
establish short-term and long-term numerical
goals).

Four types of employers are covered by the Act,
namely, private sector employers and Crown
Corporation, the federal Public Service, the
Special Operating Agencies of the Government of
Canada (also known as separate employers), and
federal contractors.

PRIVATE SECTOR EMPLOYERS AND

on the number of members of designated CROWN CORPORATIONS

groups;

e to carry out a workforce analysis to identify
any under-representation of members of
designated groups;

e to review their employment systems, policies
and practices to identify and remove employ-
ment barriers; and

The Minister of Labour administers a program for
federally regulated private sector employers and
Crown Corporations. The criteria for coverage
under this type of employers are (1) to have a
minimum threshold of 100 employees and to (2)
be involved in a federal undertaking (banking,
communications, and transportation). Almost 450
employers were covered under this program in
2001, totalling 635,000 employees.
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The Act states that federally regulated employers
in the private sector and Crown corporations with
100 or more employees must report annually to
the Minister of Labour on their progress in achiev-
ing a representative workforce. A provision of the
Act allows the government to fine employers who:

« fail to file an employment equity report;

« fail to include in the report any information
that is required; or

e provide false or misleading information
in the report.

The penalty is up to a maximum of $10,000 per
day and a maximum of $50,000 per calendar year.

Chapter 4 (Employer Ratings) provides a list of
federally regulated private sector employers while
Appendix E provides a statistical summary of

this private sector.

THE FEDERAL PUBLIC SERVICE

Under thePublic Service Staff Relations Act, I,
the federal Public Service comprises more than
60 departments, agencies, and commissions, for
which the Treasury Board is the employer. These(
organisations vary in size, from large departments
with more than 23,000 employees, to small
institutions with 10 employees. The 100-employee
threshold applies to the entire federal Public
Service which is considered as one employer
under the Act, and not to individual departments.

Public Service workforce. The 2001 census
information and Participation and Activity
Limitation Survey (PALS) may show higher
availability figures.

In Fiscal year 2000-2001, women accounted for
57.8% of all hires into the federal Public Service,
Aboriginal Peoples 4.6%, persons with disabilities
3.1%, and visible minorities 8.1%. In contrast,

the share of women in all terminations from the
federal Public Service was 51.7%, that of Aborigi-
nal Peoples 4.1%, persons with disabilities 4.1%,
and visible minorities 5.6%. Women received
58.3% of all promotions, while Aboriginal Peoples
received 3.8%, persons with disabilities 4.7%,
and visible minorities 6.4%.

Women earning $50,000 or more in fiscal year
2000-2001 as a proportion of all female employ-
ees in the federal Public Service stood at 25.9%,
compared to a proportion of 49.4% for men. The
proportion was 26.7% for Aboriginal Peoples,
32.1% for persons with disabilities, and 38.3%
for visible minorities.

SPECIAL OPERATING AGENCIES
“SEPARATE EMPLOYERS”)

Special Operating Agencies of the Government

of Canada are listed in Schedule | Part Il of the
Public Service Staff Relations Athey are

separate public sector employers outside the
federal Public Service. Unlike federal depart-
ments, separate employers are subject to the Act if

Departments are required to report to the President they employ 100 employees or more. In 1996,

of the Treasury Board who in turn prepares a
single report. Appendix D contains employment
equity information on the various organisations in
the federal Public Service.

As of March 31, 2001, women'’s representation in
the federal Public Service stood at 52.1%, exceed-
ing their workforce availability rate of 48.7%;
Aboriginal Peoples at 3.6%, double their
workforce availability rate of 1.7%; persons with
disabilities at 5.1%, exceeding for the first time
their workforce availability rate of 4.8%; and
visible minorities at 6.1%, below their relevant
workforce availability rate of 8.7%. The availabil-
ity figures for the federal Public Service are
derived from the 1996 census and the 1991 Health
and Activity Limitations Survey (HALS), and are
adjusted to fit the occupational profile of the

there were just over half a dozen. Today, there are
approximately 30, 15 of which employ 100 or
more employees, including the Canada Customs
and Revenue Agency, the Canadian Food Inspec-
tion Agency, the Office of the Auditor-General,

and the National Film Board. These employers
engage approximately 60,000 individuals.

The Minister of Labour provides support to
federally regulated employers in the private sector
and the Treasury Board provides similar support to
federal public service departments, but neither
organisation is budgeted to provide support to
separate employers. In 2000, the Treasury Board
funded HRDC/Labour for one year to provide
support for separate employers. The statutory
review of theEmployment Equity Aetill explore

the idea of establishing a stable source of funding.
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In 2001, HRDC identified needs of separate technical support and guidance regarding census
employers and provided assistance to enable them information; development of products, tools and
to discharge of their statutory obligations under methods (e.g. Workforce Analysis Application,
the Act. HRDC was helpful in the following areas: Beyond 20/20); and assistance in preparing for
technical and general advice and consultation; audits by the Canadian Human Rights Commis-

training on legislative requirements, equity proc-  sion.

ess, National Occupational Classification and

availability data, Workforce Analysis, Employ- There were 15 Separate Employers covered by the

ment Systems Review, and reporting software; Act as at December 31, 2001. These are listed
along with workforce information in Appendix D.

THE FEDERAL CONTRACTORS PROGRAM

The Minister of Labour is also responsible for administering the Federal Contractors Program for Employ-
ment Equity (FCP). The program requires employers who do business with the Government of Canada to
achieve and maintain a fair and representative workforce. It requires companies that employ 100 or more
people, and which obtain goods and services contracts valued at $200,000 or more, to implement an em-
ployment equity plan that meets the program criteria. Companies having received contracts are subject to
on-site compliance reviews carried out by HRDC.

The following table shows estimates of the representation shares of the four designated groups under FCP.
They are based on a survey of 100 FCP employers. More accurate information will be available in future
releases of the Minister’'s Annual Report.

Appendix D includes a list of federal contractors covered by the Act and data on their workforces.

FEDERAL CONTRACTORS COVERED BY THE EMPLOYMENT EQUITY ACT, 2001

# R WFA RI # R WFA RI
TOTAL WOMEN ABORIGINAL
EMPLOYEES PEOPLES
1,147,876 363,877 31.7 46.4 68.3 39,028 3.4 2.1 100.0
TOTAL PERSONS WITH VISIBLE
EMPLOYEES DISABILITIES MINORITIES
1,147,876 19,514 17 6.5 26.2 111,344 9.7 14.0 69.3

KEY: R - Representation (%), WFA - Workforce Availability Rate (%), RI - Representativity Index (%) (R divided by WFA)
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Readers who would like more data on members of
designated groups or information on the assess-
ment of employers’ results should communicate
with:

Policy, Reporting, and Data Development
Labour Standards and Workplace Equity

Labour Branch

Human Resources Development Canada
Place du Portage, Phase I

165 Hotel de Ville

10th Floor

Hull, Quebec

K1A 0J2

Mr. Kamal Dib
Telephone:  (819) 953-7499
Fax: (819) 997-5151

Readers can also reach program staff through the
Internet at the following address:

kamal.dib@hrdc-drhc.gc.ca

The report is available on the Web through the
Workplace Equity Electronic Dissemination
Information System (WEEDIS) site under Human
Resources Development Canada - Labour at:

http://info.load-otea.hrdc-drhc.gc.ca/
workplace_equity/leep/annual/annualrep.shtml.

Coverage
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2. The Business Climate

This chapter presents the significant trends and events, which occurred in 2001 for the industries covered
under the Act. It is important to note that within these industries, industrial consolidation and concentration
activities have had an impact on the dynamics of employment equity data.

Employers covered under the Act are influenced by the economic environment in which they operate. Hiring,
promotion and termination activities often respond to movements in the business cycle, general levels of
inflation, unemployment, and business expectations. The business climate provides a background perspective
to the data reported by employers on the four designated groups, and demonstrates whether progress in
representation of a designated group is linked to the industry and the economy or is particular

to an employer’s workforce.

In an otherwise stable year, two negative events
marked 2001: the recession that started in late
2000 and continued through 2001, and the violent
attacks that involved air travel which caused major
harm to key North American industries. Despite
these factors, the health of the Canadian economy
remained relatively solid.

In 2001, the unemployment rate was near a
25-year low, while the inflation rate remained well
below the average of the Group of 8 countries
over the past five years. The level of trade was at
an all-time high, as Canada was the most open of
the G8, and Canadian businesses relied on trade
for jobs and growth more than those in any other
industrialised nation. The Canadian dollar
remained steady in 2001, as the Canadian
economy outperformed the U.S. on many fronts.

Canada was also cited as the best place to live in
2001 (the United Nationduman Development
Index), a country with a highly educated
workforce (the highest rate of university enrol-
ment in the world), and the most wired nation with
very high Internet usage rates.

Despite the obvious advantages as a world eco-
nomic leader, Canada was not competing at full
potential, because it was not attracting enough
foreign investment, and was not utilising and
retaining her own highly qualified human re-
sources. Faced with the declared need for one

million skilled individuals over the next few years,
Canada is at the same time losing over 40,000
skilled Canadians who leave every year.

Also, the absence of mergers of businesses in
Canada was seen as having implications, ranging
from the positive (more companies equals more
competition and more jobs) to the negative (more
employers equals less industry efficiency). The
other implication is the erosion of economic
sovereignty, as Canadian firms invested in the
United States when they could not acquire other
entities within Canada, to the point that the U.S.
operations became bigger than the Canadian ones.

For example, Nortel's headquarters are in
Brampton, Ontario, but most of the executive
activity is in Dallas. After a wave of takeovers,
only a few big Canadian energy companies
remain - among them, Petro-Canada, Talisman,
and Alberta Energy. In 2001, most retailing
became largely American. Home Depot, Sears
Canada and Wal-Mart now dominate the market,
while Canadian Hudson’s Bay, owner of Zeller’s,
has a limited share of the market. All the auto-
makers are American-owned, so are big portions
of the forestry and mining industries. All the top
phone companies, including BCE pushed to scrap
foreign ownership rules.

The Business Climate
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BANKING

Canada’s industrial landscape has undergone a
makeover over the past two decades, as traditional
industries such as natural resources, construction
and the public sector have given up ground to
service industries. The resource sector which
accounted for 17.0% of the economy in 1985,
dropped to 14.0% in 2001. It included oil and gas,
agriculture, forestry, fishing and logging, and
resource-based manufacturing. This sector is
expected to slip further to 13.0% by 2010. In its
place, New Economy industries are steadily

banking mergers proposed in 1998 lacked federal
government support, but the new legislation made
the terrain more favourable. Canada’s small
number of major financial institutions will likely
get smaller after the legislative reforms are put in
place and more consolidation of the sector is
inevitable. There will be fewer but bigger banks
domestically, but their size will be adequate to
compete in the global market. Banks will also
concentrate on efforts to expand in the United
States.

growing, and they include communications and
electrical equipment, office and business ma-
chines, communications, energy, wire and cable,
scientific equipment, telecommunications -
broadcasting and carrier - and computers and
software developers.

Canada’s information technology is expected to he
the dominant force in the economy over the
coming decade. The economy is expected to be

less resource-based in 2010, more wired, and maoresreate a national service entity to give this fragmented

service-driven than ever before. The New
Economy sector would reach 13.0% of the gross
domestic product in 2010 from 4.0% in 1985,
effectively closing the gap with the resource
sector. In the period 1997-2000, a dramatic in-
crease in demand for computer equipment, soft-
ware, communications equipment and fibre optics
meant that the New Economy industries have
grown 17.0% annually. The rapid evolution of the
Internet and e-commerce added to the momentum.

Canadian banks were already operating in a new,
world economy in 2001. The Internet, the integra:
tion of financial markets in the European Union,
and the push toward harmonised regulation
through institutions such as the Bank for Interna-
tional Settlements in Switzerland and through
trade agreements such as the World Trade Organi-
sation are all helping to create a new global
financial system. National barriers to financial
services have disappeared, throwing open the
doors to foreign competition in Canada as well as
preparing Canadian institutions for competition
abroad.

Banks were priming for another round of at-
tempted mergers as legislation setting out rules for
mergers was passed in June 2001. The failed

New financial services legislation On June 13, 2001, the
federal government introduced legislation to reform the financial
services sector and it contained a merger review process. Under
the legislation, which took effect in October 2001, financial
institutions, insurance companies and securities dealers can
join the payments system. They will be able to offer services
such as deposit accounts, normally the purview of banks.

Retail stores and money market mutual funds could also join
in, provided they meet certain criteria. This will help small
institutions start and take root in communities deemed too
small for service by larger banks. Credit unions are allowed to

movement a national presence, and help small institutions
providing community service to remain viable.

Steps were taken to ease entry of foreign financial institutions
and allow the ones that are already here to expand the services
they offer. Previously, Canadian law gave foreign banks the
option to choose whether they wanted to be a regulated or
unregulated institution. They could not choose to split their
activities into separate businesses and do both; now they can.
One arm of a foreign institution could choose to be subject to
Canadian regulation and offer all the same services as a bank,
including accepting deposits. Another arm could choose to
remain unregulated and offer restricted services, such as credit
cards. The restriction has also been removed on the number
of banks a foreign financial service conglomerate can operate
in Canada. The limit used to be one; now they can set up any
number. The same holds true for Canadian financial
conglomerates.

One major area that foreign financial institutions remain at a
disadvantage compared with Canadian banks is taking small
retail deposits. They can do this only if they set up a wholly
owned subsidiary in Canada, subject to Canadian banking
regulation. This is the route ING Bank of Canada has followed,
offering Internet banking through ING Direct.

Merger review guidelines appear in a policy statement that
accompanies the new legislation. The mergers will be subject
to a Public Interest Impact Assessment to which all merger
proposals will be subject, in addition to scrutiny by the
Competition Bureau, the Office of the Superintendent of
Financial Institutions and the department of Finance. The Impact
Assessment calls for public hearings by the Senate banking
Committee and the House of Commons Finance Committee.

The new legislation promised to set up a Financial Consumer
Agency of Canada. The agency will enforce consumer-related
provisions of the legislation, monitor the industry’s self-
regulatory codes and be involved in consumer education. The
legislation also created a national financial services
ombudsman position.
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Bankers welcomed the legislation as indication More consolidation, merger plans, and foreign
that mergers were now acceptable, but wanted investments occurred in the industry in 2001. TD
more elaboration of the guidelines and the mecha- and Canada Trust finished their merger activities
nism to complete almpact Assessme(gee box of 746 retail branches, the last step in the

on previous page). They complained that the $7.8 billion acquisition of Canada Trust in 2000.
policy statements and the legislation failed to Using the successful merger of TD-CT as a
provide enough clarity on key aspects of the measuring yardstick, the federal government
merger review process. They were concerned required that companies going into merger activi-
about the length of time it would take to permit ties should sell assets, including branches, full

mergers and make them go through, and whether a brokerage offices and investment dealers.
lengthy delay would damage Canadian banks’

prospects and further diminish their stature in The Royal Bank was the largest player in 2001. In
international financial services. Measured by June, it announced the sale of RT Capital Manage-
assets, they have slipped well down in world ment Inc. for about $350 million to UPS AG, a

rankings in the past decade or two. Royal Bank, Swiss financial services company. RT is a pen-
the biggest player in Canada, now rates no higher sion fund manager that managed $31.5 billion in
than 55th. assets and had 100 employees, and is the largest of
its kind in Canada with 700 institutional clients,
Banks want to merge to compete internationally,  such as Air Canada and Alcan Inc.
especially in the U.S., and to be able to spread
rising technology and other costs over a wider RBC expanded into branch-banking in the United
customer base. They view mergers essential to States in a bid to add to its U.S. operations. It
rationalise their operations as they continued to purchased Centura Banks Inc. of Rocky Mount,
consolidate activities in 2001. CIBC announced N.C., for $2.3 billion, and Wachovia Corp.
plans to cut 2000 jobs and sell off $1-billion of branches in North and South Carolina and Virginia
unwanted loans and credit commitments. for $150 million. In September, RBC made its
fifth U.S. acquisition in two years, buying broker-
Research in 2001 found that Canadian banks are age Tucker Anthony Sutro Corp. for $635 million
already large and that achieving larger economies U.S., bringing its total tab so far to $4.7 billion.
of scale may no longer be practical. Besides, there RBC was also exploring the purchase of a
would be a disadvantage as mergers lead to branch139 branch network ($4.5 billion in deposits)
closures, job losses, and higher prices for custom- in Florida with a market value of between

ers, and eventually a less competitive environ- $450 million and $750 million.

ment. Some analysts believe that getting too big

was not a healthy thing (the “extinction of the Other banks were also involved in investments
dinosaurs” approach to business), citing the south of the border. In November, Bank of Mon-

example of the Japanese giant Mitsubishi before it treal purchased CSFB Direct, a U.S. discount
collapsed. An alternative was the development of  broker for $830 million. CIBC also acquired the
market niches that would allow banks to perform  Canadian retail brokerage and asset management

at a world level, including electronic banking. operations of Merrill Lynch and Co. Inc. of New
Toronto-Dominion was able to put banking kiosks  York at a cost of almost $900 million. Bank of
under its own name in U.S. outlets of retailing Montreal and National Bank of Canada already
giant Wal-Mart Stores. had presence through their U.S. units.

While Canadian banks were still immune to COMMUNICATIONS
foreign takeover, they feared that the inability to
merge would cause an exodus of capital to the
U.S. to merge with American based financial
institutions. Domestic mergers were seen as
vehicles to keep the money within Canada.

If mergers were the talk of the town on Bay Street,
“convergence” was the hot word in the communi-
cations sector. The federal government started
reviewing the structure and mandate of the CRTC
to come to terms with the converging world of

The Business Climate



16

information. Despite the increase in mergers
among broadcasters, Internet interests, publishers
and telecommunications companies, the issue is
how these businesses were going to add value in
the public interest as well as in their own interests.

The CRTC held hearings in the spring over
applications by the CTV (BCE) and Can West
networks to renew their individual station and
group licences. This was the first major licence
review handled by the CRTC since the major
consolidation and cross-media takeovers took
place. Key issues for the industry in 2001 were the
impact of these changes and the autonomy and
editorial independence between the applicants’
broadcast and print media interests. Canadian
content was another issue.

In May 2001, Quebecor looked at a new owner-
ship structure for Sun Media Corp., publisher of
the Sun newspaper chain, which would see its
minority partners increase their stake in the
country’s second-largest newspaper chain.
Quebecor owned 70.0% of Sun Media, while three
minority partners owned 30.0%. Quebecor’s
refinancing effort came one year after its

$5.4 billion takeover of cable television and
broadcasting Groupe Videotron Ltee. Quebecor
was carrying a $7.3 billion debt and was negotiat-
ing refinancing with banks. Videotron will be
folded into a new subsidiary, Quebecor Media
Inc., along with existing Quebecor units, including
Sun Media and the Canoe Internet portal. In 2001,
Quebecor owned 54.0% of the Quebecor Media,
while theCaisse de Placement du Quelhedd a
46.0% stake. Videotron is the cornerstone of
Quebecor’s plan to build a multimedia giant that
would combine cable, Internet, newspapers,
magazines, book and CD retailing and television
broadcasting, among others.

Quebecor told the CRTC that its takeover of
Videotron would strengthen French culture and
language in North America. It argued that faced
with stiff competition from the emerging media
empire under BCE Inc., smaller Quebec media
assets stand a better chance of survival if they
unite together on a single platform, and Quebecor
would benefit from convergence. The CRTC
reviewed Quebecor’s acquisitions in order to
establish that th€aisse de placementble as a
major investor did not extend to possibly having

or taking effective control. The Caisse has right of
first refusal on any sale of Quebecor Media assets
or the participation of new investors. Also, the
CRTC had made it a condition of Quebecor’s
acquisition of TVA that it sells its 86.0% stake in
Télévision Quatre Saison (TQS), which it acquired
in 1997 for $34 million.

In September 2001, Cogeco Inc., another Quebec
player, teamed up with Bell Globemedia, a BCE
subsidiary, to acquire TQS from Quebecor for
$74 million. Cogeco would hold 60.0% of TQS,
while Bell Globemedia would hold the remaining
40.0%. This would allow Bell Globemedia to
reach francophone Quebec, more than double
Cogeco’s presence in broadcasting, and allow
Quebecor to go ahead with its own convergence
plans for the rival TVA network.

In April 2001, CanWest Global Communications
Inc, a Winnipeg-based broadcasting and newspa-
per company, sold interests in Montreal's CFCF
television station to CTV Inc for $90 million. This
met the CRTC'’s conditions following the
company’s acquisition of eight television stations
from defunct WIC Communications Ltd. CanWest
also sold Toronto’'s ROBtv for $30 million to
Thomson Canada Ltd. When CanWest bought
ROBtv through another transaction, the CRTC
required the company to resolve the impact of
holding interests in two competing entities, the
National Postand ROBtv’s partneifhe Globe

and Mail.

Despite its $4.1 billion debt, CanWest expressed
interest in July in media properties of CHUM Ltd,
if they were to come on the market. CanWest
continued to trim expenses through several
options, including centralising activities in
Winnipeg, freezing hiring in the Southam newspa-
per chain, and redesigning 13 newspapers.
CanWest also worked closely with Hollinger Inc
on a series of measures to improve the cost struc-
ture of theNational Postwhich they jointly own.

In November 2000, CanWest acquired most of
Hollinger Inc’s Canadian newspaper assets,
including a 50.0% interest Iational PostIn
August 2001, CanWest bought Hollinger’s re-
maining 50.0% interest in th¢ational PostThe
Hollinger group is owned by Ravelston of
Toronto, a holding company owned 64.4% by
Conrad Black. CanWest also planned to acquire
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Saturday Nightmagazine, the National Post
Business magazine, and National Post Online.

In July 2001, the Sifton family acquired the bulk
of Hollinger Inc. group’s remaining Ontario
newspapers for $220 million. The 28 publications
include theKingston Whig-Standardhe Sudbury
Starand theSault StarDespite the sale of the

bulk of its Canadian assets, the Hollinger group
continued to own a long list of publications in
Canada, principally in Ontario and British Colum-
bia. Also, after divesting extensive newspaper
holdings in the United States and Canada in 2000,
Thomson Corp still had for sale two newspapers
in Manitoba,The Winnipeg Free Pressmd the
Brandon Sun.

Torstar, publisher of five daily newspapers includ-
ing theToronto Starwas another major player in
2001. It considered convergence opportunities
with its competitors and potential partnership with
communications companies, including cable
television and satellite TV providers. In May,
Torstar filed an application with the CRTC to
launch three TV channels in southern Ontario.
Torstar promised to hire 300 people and to spend
$75 million on local programming over the
proposed seven-year licence term. Other compa-
nies showed interest also in obtaining licences to
operate stations in southern Ontario, such as CTV,
Rogers Communications Inc, Quebecor Inc, and
Craig Broadcasting Systems Inc.

Torstar also said that its strategy was not to be
integrated into other bigger entities when consid-
ering convergence options. In March, CBC was
looking into partnership with Torstar to diversify
its media base similar to other big players in the
industry. The CBC received about $800 million in
federal government funding in 2001.

In June, the CRTC allowed cable companies to
own specialty television channels and pay-per-
view services. This was viewed as sparking
further media consolidation, and ended months of
debate between cable operators and broadcasters
over the industry’s future ownership. For cable
companies, the decision eliminated a major barrier
to cross-media convergence, allowing them to
move into broadcasting. Major cable distributors
such as Rogers Communications Inc. of Toronto

and Shaw Communications Inc. of Calgary were
enabled to make broadcasting takeovers. The
potential targets of takeover attempts control most
of the country’s successful channels. These
companies include Chum Ltd and Alliance
Atlantis Communications Inc, both of Toronto,

and Astral Media Inc of Montreal.

Rogers, a cable, wireless, and media-company has
been pursuing full ownership of Sports Net from
CTV as a complement to its recent purchase of the
Toronto Blue Jays baseball team. Rogers applied
to the CRTC for licences to start four additional
digital television channels, after launching three
digital services in September. The CRTC an-
nounced it would hold public hearings to consider
multiple broadcasting applications. Also, Corus
Entertainment, owned by the Shaw family, had
plans to grow by increasing its control of three
specialty channels.

Telecommunications

Dynamic events continued in the Canadian
telecommunications industry in 2001, leaving
companies with huge losses and giving way to
major realignments of the sector. The collapse of
the dot-com market was preceded by signs of
weakened stock prices. Nortel Networks Corp.,
one of the world’s largest telecom-equipment
makers, also experienced plummeting profits and
stock prices, as did Lucent Technologies, Cisco
Systems, and Motorola. In October 2001, Nortel
Networks Corp shed another 19,500 jobs world-
wide on top of the 30,000 layoffs already an-
nounced.

Telecom companies also suffered in 2001 as
profits in long distance calls got squeezed even
tighter. Local telephone-access services were flat,
although money was being made in value-added
services such as voice messaging. AT&T Canada
Enterprises which sold its residential long-distance
services to Primus Telecommunications Group in
2000, showed losses in 2001. Call-Net Enterprises
(owner of Sprint Canada) and Telus Corp also
sustained major losses in the same year. Local
competitors Cannect Communications Inc., C1
Communications Inc. and Axxent Inc., went

under, and wireless broadband carrier MaxLink
Communications declared bankruptcy. Despite the

The Business Climate



18

promise of convergence and high-speed net
access, Rogers Communications also
lost $104 million.

While the long distance market continued its

22.0% owned by Verizon Wireless. In July, AT&T,

a U.S. company, purchased a large stake in Rogers
Wireless for $380 million (U.S.), from a British
shareholder, BT PLC.

downward spiral and local services flattened, the TRANSPORTATION

wireless and Internet markets and high-speed data
network markets grew. BCE posted healthy profits
in 2001 and BCE Emergis, its e-commerce unit,
almost doubled its revenues compared to 2000.

The activities in the sector did not measure up to
the expectations that telecommunications will be
the wave that Canada would ride into the 21st
century. It was not just the dot-coms who were
hurt. In the absence of investment money, compa-
nies striving to build Internet and wireless infra-
structure to provide for new capacity ended up
increasing their debts. Service providers made
major investments in 2000 and 2001 in prepara-
tion for future demand, building infrastructures as
manufacturers lined up to receive the service. But
the local exchange carriers could not match both
sides because they could not raise enough invest-
ment funds. Telecom companies invested more
than they earned in 2000, because they continu-
ously needed to invest in new network technolo-
gies - particularly wireless and optical - if they
were to increase revenue and compete.

In positive developments in 2001, there were
opportunities for IP (Internet Provider) telephony
and for vendors of equipment. Despite the dot-
com situation, there was an explosion in Internet
and mobility for telecom companies, to the extent
that a federal government report recommended
having high-speed access to every home by the
end of 2003. Telephone companies were focusing
on optical networks, third generation wireless
(networks to provide mobile high-speed access at
three-time dialup speed), and a shift from circuit
to packet switching.

Foreign ownership laws of telecommunication
companies were expected to relax to open the way
for greater foreign investment in Canadian media
and telecommunications outlets. In 2001, Bell
Canada was 20.0% owned by SBC Communica-
tions, a U.S. company, Microcell was 15.0%
owned by Deutsche Telekom, and Telus was

Air Transportation

The international air transport industry was doubly
hit in 2001: by a slowing economy that started in
2000, and by the attacks that involved civil air-
lines. Air travel in North America ground to a halt
on September 11 after four commercial aircraft
were hijacked. Two slammed into the twin towers
of New York City’s World Trade Centre, causing
the buildings to collapse, a third plane hit the
Pentagon structure in Washington D.C., and a
fourth crashed in Pennsylvania. Thousands of
people were killed in the attacks.

The psychological impact of the violent events
was swift. The World Travel & Tourism Council
projected that the long term economic impact of
the attacks would result in a loss of 26.4 million
jobs around the globe in the slumping travel
industry. The sector employed 210 million people
around the world in airlines, hotels, and credit
card companies. However, by December, the
gloom was adjusted by positive expectations that
no such dramatic declines in air travel would
occur in 2002, and that fears would eventually
disappear, especially in Canada where people rely
on air travel to move through the country.

Prior to 2001, Air Canada was expected to become
a strong and healthy carrier through the acquisi-
tion of Canadian Airlines in 1999. But merger
challenges, a slowing economy, and high fuel
prices, stood in the way, while its market share
dropped to 65.0% in July 2001 from 77.0% in
August 1999. To improve efficiency, Air Canada
reduced capacity in the regional markets by about
7.0% in 2000 and by 13.0% in 2001. It eliminated
several routes and served temporary layoff notices
to 1,280 employees. The void was not completely
filled by competitors as the big centres were the
focus of the competition and not the regional
markets. At the same time, Air Canada urged
employees to voluntarily reduce their hours or
take a leave of absence to help the airline cope
with the economic slowdown. The company
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outlined a plan in June 2001 to boost revenues
and cut costs by $1 billion within 8 months.

After September 11, 2001, Air Canada announced
plans to cut 9,000 jobs of its 40,000 workforce,
and to ground 84 planes. The planned cuts came
on top of the 7,500 announced by the airline over
the previous 12 months, however, only 6,000 jobs
were expected to be lost following agreements
with the unions. For example, of the 720 planned
cuts in the number of pilots, the pilots union
rejected the idea based on a job security clause
preventing involuntary layoffs. A deal in Decem-
ber saved 170 pilot jobs through work-sharing, an
early retirement program and other measures.

Similar agreements were signed with the other
unions at Air Canada that saved 3,074 jobs in
flight attendance, customer sales, and service
agents, mechanists and finance agents. The com-
pany reached agreement with the Canadian Auto
Workers union in November to cancel 1,281
layoffs planned for that union. An earlier agree-
ment with the Canadian Union of Public Employ-
ees saved 543 jobs. Third party contracts to
provide technical services for other airlines saved
1,080 jobs among the International Association of
Machinists and Aerospace Workers. The Canadian
Auto Workers Union agreed to work with the
airline to cut about 1,500 jobs, despite the provi-
sion against layoffs until March 2004. Air Canada
has separate contracts with most of its unions,
guaranteeing job security till 2004. It was also
committed as part of its acquisition of Canadian
Airlines, not to lay off workers involuntarily until
March 2002.

Other Canadian companies suffered also. Air
Transat announced 1,300 layoffs after its bookings
fell 50.0% in the weeks after September 11. The
company employed 4,500 people in Canada and
another 1,000 in France. Canada 3000 went

Northwest Airlines, announced plans to reduce
workforces by as much as 100,000 employees, and
cut schedules by 20.0% to 40.0%. The figures
were the worst since the end of the Second World
War. In previous economic slowdowns, airlines
normally scaled back operations by 1.0% or 2.0%,
but never by 20.0%.

In Europe, British Airways announced job cuts, a
reduction in capacity, grounding of surplus air-
craft, and an end to advertising. Lufthansa froze
plans to buy new jumbo jets and stopped hiring
workers, and Air France froze hiring and took 17
planes out of service. Virgin Group reduced its
staff by 1,200 jobs and cut flights, while Swissair
declared bankruptcy.

The U.S. airline companies received $15.0 billion
U.S. in emergency benefits packages, while Air
Canada received some help as the impact was not
as severe as that in the U.S. In Canada, the Depart-
ment of Transport announced plans to revamp its
policy towards the air industry, calling for indus-
trial restructuring so that problems with airline
capacity and airline finances do not recur every
few years. The department introduced legislation
in October to make it easier for the airlines to
attract new investment. The government also
considered amendments to thempetition Act

that could make an airline subject to fines of more
than $10-million if it were found to have acted to
drive a competitor out of business. The amend-
ments would give the Commissioner of Competi-
tion the authority to issue a cease-and-desist order
to prevent what it considers to be predatory
behaviour. Air Canada argued that such amend-
ments would restrict its ability to respond to the
changing business world. Companies will be
required to run their initiatives past federal regula-
tors to ensure they do not violate competition

laws.

bankrupt in November, but investors were inter-
ested in salvaging what remained to start a new
airline. These developments allowed Air Canada’
share of air travel to increase to 80.0% in Decemt
ber from 65.0% in July.

\*2)

In the United States, the largest carriers, American

Women and Aboriginal Pilots In May 2001, the Air Transport
Association of Canada said women and Aboriginal Peoples
may be two largely untapped talent pools for pilots. Canadian
airlines say they need to increase the number of pilots by
60% in the next three years to avoid a severe shortage. The
cost of the training courses to become pilot ($30,000 to
$50,000) is a main reason why not many individuals are
attracted to this profession.

Airlines, United Airlines, Delta Airlines, and
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Land Transportation

A 15-month freeze on North American rail merg-
ers ended in June 2001, paving the way for deals
that would redraw North America’s railway map.
In Canada, CN Railway and CP Railway were
expected to be merger candidates. But they would
have to wait as the four major U.S. lines - Union
Pacific Corp, Burlington Northern Santa Fe Corp,
Norfolk Southern Corp and CSX Corp -
reconfigure as two transcontinental rail compa-
nies. The U.S. mergers will take three years to
complete, at which time Canadian rail companies
would be ready to participate.

Mergers are now subject to stricter rules from the
U.S. regulator, which imposed the moratorium in
2000 in the face of CN'’s now-dead $28-billion

plan to combine with BN Santa Fe. The U.S.
regulator feared that the deal would trigger imma-
ture mergers by other U.S. railways even though
the dust has not settled from previous transactions.
It also wanted time to study the ramifications of a
move that would leave the U.S. with two major
railways.

Before 2001, U.S. regulator encouraged mergers
to the extent that the number of U.S. rail compa-
nies decreased from 30 in 1978 to 6 in 1998 and to
4 in 2001. New U.S. rules put more pressure on
merging railways. Applicants should demonstrate
how a merger would enhance competition and
should submit a list of promises and detailed
accountability and contingency plans. Canada was
reviewing rail merger policies in th@anada
Transportation Actas the current policy showed
Canada as more lenient to mergers than the U.S.

Other major developments in the land transporta-
tion industry in 2001, involved a market share war
between rail and trucking companies. The Railway
Association of Canada, funded by CP and CN,
estimated that 44.0% of goods exported to the
U.S. went by rail, while trucks carried the rest.
With cross-border trade valued at $700-billion a
year, a few percentage points of market share from
truckers to railways would be worth billions in
extra revenues. Truckers are also represented by
lobby groups, the Canadian Trucking Alliance and
the Ontario Trucking Association.

The land transport infrastructure also provided a
point of conflict between the two industries.
Highways were built and maintained by govern-
ments and the taxes paid by truckers covered only
a fraction of the cost. The loosening of regulations
has allowed trucks to get bigger and heavier to
carry more goods. In contrast, the rail industry
paid for its own roads and infrastructure. Also,
while rail companies paid less diesel fuel taxes
than trucks, they paid more in other taxes, includ-
ing property and income taxes. The rail associa-
tion claimed that tax burden is twice that

of American rivals, and 29.0% more than that of
Canadian truckers.

Future considerations were important factors in
the industry. In 2001, there were 5 million truck
trips through the Toronto-Windsor corridor for
cross-border trade, and this number is expected to
increase to 12 million in 2020. This does not
include trucks making trips within Ontario, or
regular automobile traffic. Billions of dollars in
investments in land transportation infrastructure
were needed to keep goods and people moving
efficiently. As a first step, the federal government
has earmarked $600 million to contribute toward
strategic highways in Canada, and to better
integrate the national road system. The idea of
upgrading railway lines to reduce the number of
trucks on highways was also proposed. Noting the
current congestion, observers argue that rail is
cheaper, more practical and safer, and having
fewer trucks would allow commuters to use better
highways as pressure on the highways is reduced.

A third solution was the encouragement by the
federal government of inter-modal transport
strategies among rail and trucking. CP Rail al-
ready has an expressway service with a technol-
ogy for loading and unloading truck trailers on to
trains, while CN was building a new inter-modal
terminal in Ontario that could reduce the number
of trucks on highways.
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Trucking in Transition Prior to the 1990s, rail companies
thrived in a regulated, subsidised and anti-competitive
environment. Deregulation, both in rail and trucking,
globalisation, and government deficits, changed the
environment in which transportation firms operate. Today,
trucking is the dominant mode of commercial transportation
in North America. More than 90.0% of consumer products
and foodstuffs in Canada are shipped by truck. According to
Transport Canada, there are about 700,000 large trucks
registered in Canada, of which some 420,000 haul freight
commercially. There are approximately 10,600 for-hire
carriers, 450 private carriers and 2,400 courier companies.
According to Statistics Canada, for hire trucking firms
generate $20 billion in gross revenues annually. Almost
60.0% of the $300 billion in goods and services traded
between Canada and the U.S. travel by truck.

The trucking industry supports an enormous network of
manufacturers, distributors, and other suppliers of goods
and services. Almost 400,000 Canadian males list their
primary occupation as truck driver (the highest of any
occupation). More women worked as truck drivers in 2001
compared to 1977, when there were only 7 women in North
America driving big trucks. The North American Free Trade
Area and domestic changes have led to the growth of the
trucking industry. Domestic changes included the demise of
the Crow Rate, rail line abandonment, and the transition
from local grain elevators to super grain elevators.

More products are being transported by truck than ever
before. In addition to the traditional raw primary products,
Canada is now exporting value-added goods, which are time-
sensitive and need to be shipped by truck.

Trucking is a competitive industry where prices are driven
primarily by service and rates. Combined with expanded
markets and increased business potential, the competition
is now moving for the limited supply of skilled labour.
Employment equity has the potential to play an important
role in the success and growth of the trucking industry.
Success is determined by the availability of well-trained,
knowledge-based employees, where non-drivers make up
40.0% of the workforce. Trucking companies need a lot more
than drivers to run their business. They hire, among others,
business administration graduates, accountants, mechanics,
dockworkers, drivers, clerical staff, computer operators and
programmers, network administrators, marketing specialists,
salespeople, human resources specialists, trainers,
supervisors, managers, operational, maintenance and risk
management staff.

In the face of severe shortage of drivers, trucking companies
were targeting student recruits in 2001. The Ontario Trucking
Association launched a Career Highways recruitment program
to attract potential drivers. Trucking is competing for new
employees on the brink of a baby-boom retirement crisis.
The industry, like many others, is facing a retirement crunch.
The pool of 33-to-55-year-olds is expected to decrease 25.0%
over the next five years. Shortages were projects to be as
high as 50,000. Truck driving employs more workers over
the age of 55 and fewer under 25 than other occupations.

The Atlantic Provinces Trucking Association also stepped up
efforts to promote opportunities. Atlantic Canada will need
thousands of drivers over the next five years. Between 130
and 140 drivers graduate each year in the region, but this
comes much shorter of employers’ needs. Employers have
immediate needs for hundreds of drivers if they were found.

The shortage is not limited to Canada, as the U.S. and Europe
are responding to the crisis by lowering truck driving age. In
some Canadian provinces, truck driving age is now 19.
However, the dilemma is that commercial vehicles are today
technologically advanced, equipped with electronic controls,
satellite positioning systems, and computers, so individuals
should carry several skills besides driving and a high school
diploma. The typical salary for drivers in Canada is $50,000.

OTHER SECTORS

In December, the Ontario government announced
plans to privatise Hydro One through public
offering, with $5 billion in shares going on the
market. There was a concern that the company
would use the money to expand rather than pay
down the debt. The announcement triggered
speculations about the future of government-
owned hydro utilities, such as in British Columbia.
B.C. Hydro was seeking partners or purchasers
of its service divisions.

Hydro One, Ontario’s electricity transmission
company, and Hydro-Quebec joined in a project in
November to build cables under Lake Erie to
export hydro power to the United States. Hydro
One is one of two successor companies to Ontario
Hydro (the other is the Ontario Power Genera-
tion). Hydro One was intended to become a fully
commercial company.

The Business Climate
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3. Good Practices

The Employment Equity Act requires federally regulated employers to submit an annual statistical report
outlining the representation of designated group members present in their workforces, as well as a qualitative
narrative report. Included in this qualitative report are the measures taken by the employers to remove
barriers and to improve the situation of designated groups within their workforce, as well as the consequential
results achieved by the measures, and the related consultations conducted among management and employee
representatives.

In 2001, measures undertaken by employers helped increase designated group representation in the federally
regulated workforce. Several employers found that a diverse workforce was not only indicative of a strong
presence among market place competitors, but, also of economic success and improved morale among all
employees, including designated group members.

Many factors impacted the implementation of employment equity within federally regulated companies,
most prominently, technology and globalization. Both factors involved consolidation of business activities,
mergers and acquisitions, capital investment, as well as impacted labour dynamics.

The Good Practices Index is presented as a summary measure of the employers’ narrative report.

THE BUSINESS CASE

In 2001, employers recognized employment Employers who submitted a narrative report for
equity as a useful tool to administer the human 2001 mentioned the following benefits from the
resources side of their operations. They used itto implementation of employment equity in their
prevent or correct inequalities in their workforces, workforces:

and as a fundamental business asset to enhance
their standing among industry competitors, and
allow them to forge ahead with future business

» A workforce representative of Canadian
culture and diversity;

planning. * Anincrease in global competitiveness and
productivity;
Bell will continue to optimize its policy framework » High employee morale and decreased
and corporate environment so that the differences absenteei sm;
in people - be they employees, customers or
candidates for employment - are valued and respected. * Amicable relationships with customers and
Bell Canada clients;

e Enhanced corporate reputation; and

As a company who believes in “best practices” for our
employees and customers, Quik X looks forward to the
completion of an Employment Equity Plan that adds

e Increased profitability and a better bottom line.

value to the organization by addressing any existing Diverse Workplaces are an asset to employers.
barriers, improves upon current initiatives and ensures his d . hat di . d
we promote an environment of equity for everyone. New research is emonstrating that diversity an

employment equity contribute to business success.
IBM was cited in the media as a leader in diversity
where it contributed to business success.

Quik X Transportation Inc.

Good Practices
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COMMUNICATION

In 2001, many employers reported that their

communication plans included employment equity
measures and were supported by senior manage-

ment, specifically in self-identification campaigns.
This has led to high response rates in employee
surveys and better understanding of employment
equity by the workforce.

As an employer who is committed to promoting and providing

equitable employment opportunities, Sinton Transportation
will continue to recognize and implement initiatives that will
not only improve the quality of workplace, pay and
employment equity but to find solutions to and eliminate any
employment barriers that arise as we continue to grow.

Sinton Transportation

Many employers realized the importance of
managerial support to employment equity plans

employment issues. Maintaining transparency
with employees has become essential for a suc-
cessful implementation of employment equity.
This is especially true when acquisitions are made
and new employees are added to the company’s
workforce, as was the case in 2001 with Corus
Entertainment, which acquired various broadcast-
ing and entertainment entities, including the
Women’s Network.

Having a comprehensive human resources strategy
attracts new talent to the company and retains
current human resources. Many companies, such
as Atomic Energy of Canada Limited and Cana-
dian Satellite Communications Inc. have included
employment equity information and job advertise-
ments on their web sites, hoping to reach a diverse
audience and possible candidates for employment.

and initiatives. Companies such as Stratos Globa

concerning the company’s employment equity
initiatives led by the president and CEO. With

. ; . . There are two internal diversity committees in Mississauga
Corporation held open discussions with employeeSind Montreal, which consist of employees across
occupational levels and designated groups. These
committees play an active role in the company to help

; : - communicate, implement and monitor progress of their
emphasis on employment equity and commitmenit employment equity initiatives.

to their plan, employers overcame some resistance

Pelmorex

to self-identification and increased survey re-
sponse rates.

We created the Diversity Leadership Council (DCL), which is
comprised of all the executive champions and is chaired by
the CEOQ. The DLC is responsible for setting overall RBC
strategy for diversity and employment equity, discussing
issues, establishing a communication strategy and
overseeing progress.

Royal Bank

In 2001, employers devoted resources to their

employment equity plans and developed effective
ways to implement them. The Canadian Mortgage
and Housing Corporation and the Mohawks of the
Bay of Quinte held information sessions to discuss
diversity. Most employers have employment
equity committees to review policies and plans
and to monitor employer compliance with obliga-
tions under the Act. For example, focus groups
were periodically held at Westjet Airlines to
identify solutions to perceived barriers to employ-
ment, and Atlantic Turbines International Inc. has
consulted an employee committee on equity

When implementing communication strategies,
most employers realize that year-round efforts are
what make a successful employment equity
strategy and not just the submission of a report.

Employer reports have identified several methods
for communicating with employees, which
included:

« \oluntary self-identification surveys that help
identify the diversity present in the workplace;

e Focus groups and committees devoted to
employment equity and responsibility for
conducting workshops, presentations and
sessions with employees;

» Dialogue with managers concerning their
position on employment equity;

e Internal and external newsletters and maga-
zines with sections and/or articles on
employment equity;

2002 Employment Equity Act Annual Report



e Internal bulletin boards where job openings
and recent employment equity news items are
posted:;

e Company internet web sites including informa-
tion concerning employment equity plans;

e Internal employment equity memos and
pamphlets; and exit interviews.

We have provided our employees with information packages
about the importance of the company employment equity

SLH Transport Inc.

SHARING PRACTICES

The sharing of good practices has become more

25

the workforce, and make them comfortable in
their work environment.

« Many employers report the achievement of

barrier-free workplaces through accommoda-
tion of employees. As workplaces become
more complex, accommodative solutions
become increasingly individualized. Employ-
ers recognize that successful accommodation
involve positive encouragement from senior
managers, and the development of supportive
workplace cultures. Some practices employers
used to meet the needs of employees included
private workspaces, visual and hearing aids,
job coaches, and diversity training provided to
managers and staff.

prevalent. Many employment equity initiatives arePARTNERSHIP

becoming common among companies, demon-
strating a positive penetration of good practices.

In 2001, employers established strong relation-
ships with outreach agencies representing desig-
nated groups in order to communicate job postings
as well as the company’s support for employment
equity. Many companies demonstrated a commit-
ment to employment equity initiatives through the
collective bargaining process with labour unions,
and through contacts with other employers.

The following are some good practices noted by
employers in their reports:

¢ Many employers maintain an “open-door”
policy that encourages and fosters a positive
environment for employer and employees.

e Often, employers advertise employment
opportunities in specific national or regional
publications geared towards members of
designated groups.

* Some employers celebrate specific cultural
holidays such as National Aboriginal Day, or
the International Day for the Elimination of
Racial Discrimination. Employers allowed
flexible holiday policies to allow employees to
celebrate their own special day.

e The employers accommodated some employ-
ees who needed special help, especially those
with disabilities, to ease their integration into

In 2001, many companies sought the help of
outside organizations that cater to the needs of the
designated groups. They worked together with
these special organizations to help achieve their
employment equity goals, and to maintain morale
among existing employees.

The following are some initiatives made by
employers to establish, develop and maintain
effective working relationships with external
organizations to foster their employment equity
goals:

e Day and Ross Inc. built partnerships with
several organizations that specialize in finding
employment placements for persons with
disabilities. Day and Ross would send their job
openings and the organization would then find
matches for employment among qualified
candidates.

e Air Creebec sent job openings to local band
offices to reach the Aboriginal candidates in
the area.

* Purolator maintained effective business rela-
tionships with several associations, such as:
Equité New Brunswick Equity, Toronto Em-
ployment Equity Practitioners Association,
Manitoba Employment Equity Practitioners
Association, Corporate Employment
Opportunity Group.

Good Practices
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Partnerships are beneficial to the companies’
current and long term success. The partnerships
are effective in recruiting and retaining a qualified
and diverse workforce, as well as working towards
improved morale. Employees will be reminded of
the company’s dedication to diversity and to the
principles of employment equity. This positive
work environment will prove to be expedient to
success and productivity.

Some examples include Aeroguard Company Ltd.
which increased Aboriginal representation by
working with Aboriginal placement agencies;
Execaire Inc. which took the initiative to post
online recruitment posters with Native Career

The (GPI) appears in the last column of the table
that accompanies the next chapter. It has a maxi-
mum value of five points and a minimum of zero.
Almost 80% of employers obtained a GPI of

4 or 5 points, while about 20% obtained GPIs
between 1 and 3 points.

An employer can obtain four points by submitting
a timely narrative report that includes measures,
results, and consultation. The fifth point is ob-
tained when the statistical report contains no
significant variations in data or when such varia-
tions exist but are properly explained in the
narrative. (more details in Appendix C).

Magazine On-line; The Canadian Bankers Asso- MERIT AWARDS 2002

ciation which posted job opportunities with
Ontario March of Dimes, Canadian Paraplegic
Association, Goodwill and COSTI; and Canada
Lands Company CLC Limited engaged was
assisted by Aboriginal education institutions when
trying to find candidates for the Aboriginal intern-
ship program.

Despite the difficult last quarter faced by most
transportation companies, they kept a strong focus
on employment equity. Initiatives and plans were
implemented, and continued throughout a difficult
period.

GOOD PRACTICES INDEX

Section 18 (6)(a)(b) of thEmployment Equity Act
requires employers to include a narrative part in
their annual repoftdescribing (a) the measures
taken by the employer during the reporting period
to implement employment equity and the results
achieved; and (b) the consultations between the
employer and its employees’ representatives
during the reporting period concerning the
implementation of employment equity”.

Up to calendar year 2000, employers have been
rated on their statistical profile (see Chapter 4),
but not on their qualitative activities that are
contained in the narrative reports. The Good
Practices Index is a summary measure of the
fulfillment of the reporting obligation to complete
a timely narrative report with its three elements.

Employers who excel in good practices receive
Employment Equity Awards and Employment
Equity Vision Awards. The criteria for selecting

the winners include quality of employment equity
programs; results achieved; good faith efforts;
innovativeness and responsiveness; special meas-
ures, reasonable accommodation; involvement of
the organization at all levels.

The Vision Award is presented in recognition of
creative and innovative approaches to the imple-
mentation of equity and fairness in the workplace.
The Vision Award comes in the form of a bronze
statue designed by an Aboriginal artist.

On March 26th, 2002, the Labour Program pre-
sented the 12th annual Employment Equity Merit
Awards. Recipients were as follows:

Vision Award:
1. Manitoba Hydro

Certificates of Merit:

1. Canadian Imperial Bank of Commerce (CIBC)
2. Arnold Bros Transport Ltd

3. Husky Energy

4. Telesat Canada

Since 1990, twenty-six Vision Awards have been
attributed and seventy-four Certificates of merit
have been given out to employers who had excep-
tional performance in employment equity.

2002 Employment Equity Act Annual Report
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4. Employer Ratings

This chapter presents an assessment of the quantitative results that employers achieved in working toward
a representative and equitable workforce during the reporting year ending December 31, 2001. This
assessment is based entirely on the numerical data contained in the employers’ reports.

Qualitative measures undertaken by employers to implement employment equity are covered in the Good
Practices chapter of this report, which also contains a section on the Good Practices Index. The narrative
section of each employer’s report can be found on the Workplace Equity web site (address in Chapter 1).

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

The results an employer has obtained in relation to the six indicators can help to identify areas in which the
employer could improve the employment situation of members of the four designated groups within their
workforces.

The chapter provides a brief description of the six indicators associated with the ratings, followed by summary
results. For details about the methodology used to calculate the indicators, please refer to Appendix B or

contact Labour Standards and Workplace Equity staff at HRDC.

THE INDICATORS

The ratings provide a comprehensive measure of
six indicators that reflect the situation of each
designated group in a company'’s workforce at the
end of the reporting year, and the progress that an
employer has made during the reporting year in
improving the situation of a designated group. A
single letter, representing the rating, summarises
an employer’s evaluation in terms of the following
six indicators.

* Indicator one - Representation — measures
whether the representation of members of a
designated group in the employer’s workforce is
adequate. “Adequacy” is measured in terms of
the extent to which the group’s representation in
the employer’s workforce is compared against the
group’s availability in the Canadian labour force.®
The benchmark is determined according to the
latest available Census data and is weighted to fit
the regional distribution of the employer’s
workforce.

Indicator two - Clustering — shows the degree

to which members of a designated group are
equitably represented across the 14 occupational
groups compared with that of other employees in
the company. The objective is to assess whether
the jobs that designated group members occupy
are equivalent to those that other employees in
the same organisation occupy.

Indicator three - Salary Gaps — compares the
salaries of members of a designated group with
those of other employees in the organisation. The
objective is to determine the extent to which the
salaries of employees from the designated group
differ from the salaries of other employees.

Indicator four — Hirings — measures

recruitment of members of designated groups by
the employer against the labour market
availability of the designated group. The shares
of hirings are adjusted to take into consideration
the impact of the hires the members of a
designated group received according to the
occupational group to which they were hired.

Employer Ratings
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Indicator five — Promotions — shows whether an
employer has promoted a fair number of
members of a designated group by comparing the
share of promotions that the group received with
the representation of the group in the employer’s
workforce. The share of promotions is adjusted to
take into consideration the impact of the
promotions the members of a designated group
received according to the occupational group to
which they were promoted.

Indicator six — Terminations — measures

whether designated groups are adversely affected
by the employer’s termination activities. The
expectation is that designated groups are not
disproportionately terminated to their
representation in the organisation.

THE RATINGS

lowest. The ratings provide a comprehensive
measure of the six indicators in a single score. A
score from 0 to 16 (1 being the least score) based
on the sum of the individual scores of the six
indicators, is assigned to each designated group in
an employer’s workforce.

Each indicator receives a score ranging from 0 to
4 points. Once the points obtained for indicators 1
to 6 are added up, an alphabetical mark, represent-
ing the rating of an employer, is assigned. The
maximum total score for the rating is 16 points
(100%). A score of 13-16 points gets an “A”, a
score of 11-12 points gets a “B”, a score of 8-10
points gets a “C”, and a score of 1-7 gets a D.
Employers reporting no designated group mem-
bers among their workforces get a rating of “Z”,
which is equivalent to no points received. Em-
ployers who submit no report get an “R”, and

The rating is represented by an alphabet (A, B, C,
D, or Z) for each of the four designated groups.
An “A” represents the highest rating, and “Z” the

those who miss the deadline get an “L".

cance of each rating.

RATING

RESULTS

EXPLANATION

A

Indicates superior
performance in all
indicators.

The organization made outstanding progress in improving the representation of
the group in its workforce through hiring and promoting group members. The situation
of the designated group in the company compares very well with the group’s labour
market availability, receives adequate shares of hirings and promotions, compares
favourably with other employees in terms of salary and occupational distribution
and does not adversely suffer from termination compared to other employees.

Indicates good
performance but that
problems persist.

The rating reflects an adequate ability of the company to meet its obligations
under the Employment Equity Act, but needs to develop a long-term strategy to
achieve sustainable progress. The situation of the designated group in the
company compares relatively well with the labour market availability and the jobs
and salaries of other employees in the organisation. But systemic barriers may
persist which limits the achievement of adequate representation, and problems
exist in occupational distribution and salaries. This rating also reflects that hirings
and promotions of members of a designated group may not be adequate, and
members of a designated group are leaving the organisation at a greater
proportion compared to other employees.

Indicates moderate
to less than average
performance.

The situation of the group in the company does not compare well with the labour
market availability of the group or the jobs and salary of other employees in the
organisation. The organisation failed to hire and/or promote members of the
group at a rate sufficient to maintain their representation in the company.

Indicates poor

Basic obligations are not being met and low scores are achieved in all indicators.

performance Follow-up and Employment Systems Review are required to detect and remove
barriers.
Indicates no The organization showed no representation of members of a designated group in

presence of a
designated group in
the employer’s
workforce.

its workforce. This could occur for several reasons: no workforce survey or
workforce analysis conducted; no hiring of designated group members; and no
retention policies. The employer needs to conduct an Employment Systems
Review and engage in efforts to hire designated group members.

2002 Employment Equity Act Annual Report
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SMALL NUMBERS

In situations where an employer reports no activity in hiring new employees, promoting or terminating
existing employees, the calculation of the rating will be adjusted and will only include those indicators
where an activity has taken place.

Similarly, when representation, hiring, promotion, and retention numbers of a designated group are very
small (less than 5 employees), the calculation will include only those indicators where the presence of a
designated group is five and over.

SUMMARY OF RESULTS

The table below provides an overview of the situation of designated group members and the progress that
employers achieved during 2001. More detailed results for each of the four industrial sectors covered under
the Act and by employer appear in the table following this chapter.

NUMBER OF EMPLOYERS BY RATING BY DESIGNATED GROUPS

Designated Group Rating

A B C D z
Women 91 87 159 65 1
Aboriginal Peoples 177 50 40 59 64
Persons with disabilities 26 28 132 160 44
Members of visible minorities 109 63 112 75 31

As the table shows, a large number of employers first time in this report in 2001 and who reported
received high ratings indicating good results for by gender received a rating for women only.

the situation of women, Aboriginal Peoples and

members of visible minorities in their workforce, Results by sector

but a similarly high number received low ratings.
Only one employer, Pelmorex Inc., in the Commu-
nications sector, received straight four “As” (i.e.,
for each designated groups) compared to none last
year. Pelmorex Inc. received a top score of 5 on
the GPI. There were 24 companies who received
three “As” (for three designated groups), 21 of
whom received a score of 5 for the GPI. And 93
companies who received 2 “As” (for two desig-
nated groups), 74 of whom had a score of 5 for the
GPI. However, 63.5% of all employers (i.e., 259
companies) received at least one “A”, compared to
only 61.0% (or 238 companies) in 2000.

Banking

Almost all of the banks, with a few exceptions,
attained good results (“A” and “B” ratings) for
women and members of visible minority groups.
As in previous years, results for persons with
disabilities were very poor for all employers in
this sector, but improved for Aboriginal Peoples
where 14 employers received As or Bs for this
group out of 21 banking institutions.

Transportation

This sector had the largest number of employers
with good results for Aboriginal peoples in their
workforce among the four major industrial sectors.
There were 110 employers out of 235 in Transpor-
tation who received an “A” for Aboriginal Peo-
ples. For the other three designated groups,
however, only a minority of employers received
an “A”, while a majority received low ratings.
Members of visible minority groups did relatively
well in this sector in 2001, where 51 employers
received an “A” and 37 employers received a “B”.

For persons with disabilities, the vast majority of
employers assessed received low score and only a
handful received top ratings for this designated

group.

There were a significant number of employers
who received a rating of “Z” for the minority-
designated groups. Employers appearing for the

Employer Ratings
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Communications
In Communications, a fair number of employers Over half of employers in the Other sectors
received an “A” for Aboriginal peoples (38 of 88) received high ratings for women, Aboriginal

and for women (34 of 88), and visible minorities peoples and members of visible minorities. While
(30 of 88). Only 4 employers received an “A” for performance was consistent for these three groups

Other Sectors

persons with disabilities. A larger number of in ratings “A” and “B”, the vast majority of
companies received either an “A” or a “B” for employers (44 out of 47) in this sector received
women (71 of 88), followed by Aboriginal Peo- very low ratings for persons with disabilities in

ples (50 of 88) and visible minorities (42 of 88). their workforces.
However, of the 88 companies reporting this year
in this sector, only 11 had ratings better than a “C”
for persons with disabilities.

HOW TO READ THE LIST OF INDIVIDUAL RESULTS

In the table that follows, each employer covered undeEthgloyment Equity Aés listed by its legal name
along with an assessment for each designated group. The number of employees for each employer appears
in the first column after the legal name. Then, results for the rating are given for each of the groups.

The following codes appear in the table. There were 19 employers who submitted a late report this year
without permission. Under Part Il of tliemployment Equity Acthe Minister of Labour is authorized to
issue monetary penalties against employers for late reporting and for knowingly submitting false

information.
CODE RESULT EXPLANATION
o An asterisk indicates The asterisk attached to the letter indicates that the employer’s workforce included

small population

fewer than ten members of a designated group.

Indicates employer
has submitted a late
report

The employer has submitted a report too late for inclusion in the annual report.

Late amendment

An amendment to the report was requested from an employer, but was received
after the closing of the database.

Not included in the
database

Report received too late to be included in the database.

T2 <

Indicates serious
problems with the
data in the report

The employer has submitted a report but had serious problems with the data. Re-
visions were not made in time to be included in the rating.

Indicates no report
submitted

The employer has failed to submit a report as required in the Employment Equity
Act and Regulations, and failed to submit a late report.

Voluntary

Employer submitting a voluntary report.

X I <!

Excluded from the
database

Report excluded from the database.
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Legend: Total; Total number of employees; W; Women; AP; Aboriginal Peoples; PWD; Persons with Disabilities; VM; Visible Minorities; GPI; Good Practices Index

NAME Total w AP PWD VM GPI
BANKING SECTOR
BANK OF AMERICA CANADA 329 A z B A 5
BANK OF CANADA 1,019 A B c A 5
BANK OF MONTREAL 23,053 A A c A 5
BNP PARIBAS (CANADA) 225 c z D* A 5
CANADIAN IMPERIAL BANK OF COMMERCE 35,723 A B c B 5
CANADIAN WESTERN BANK 600 B B c* B 4
CITIBANK CANADA LIMITED 1,211 A A* c A 5
CITIZENS BANK OF CANADA 147 B D* c* A 5
DEUTSCHE BANK AG, CANADA BRANCH 193 B A* D* B 4
EDS CANADA 324 5
HSBC BANK CANADA 4,517 A B c A 5
ING BANK OF CANADA 376 B A* D* B 5
INTESABCI CANADA 274 B z z B 5
LAURENTIAN BANK OF CANADA 3,195 A B* c c 5
MBNA CANADA BANK 867 A A D B 4
NATIONAL BANK OF CANADA 12,487 A A c B 5
NATIONAL BANK OF GREECE (CANADA) 286 A z z c* 5
ROYAL BANK OF CANADA 37,546 A B c A 5
SCOTIABANK 26,051 A B c A 4
SOCIETE GENERALE (CANADA) 107 A z z A 5
SYMCOR SERVICES INC. 3,557 A A c A 5
THE TORONTO-DOMINION BANK 38,398 A c c A 5
TRANSPORTATION SECTOR
1641-9749 QUEBEC INC. 305 c* z B* D* 5
3087-9449 QUEBEC INC. 191 c z D* A 5
3793486 CANADA LTEE/LTD. 535 D A D* c 5
3846113 CANADA INC. 125 B A* A* A 5
591182 ONTARIO LTD. 309 c D* D* D* 5
L 682439 ONTARIO INC. 177 D* z z D* 3
A. BERGERON & FILS INC. 106 ¢ 5
L AJ.BUSLINESLTD. 116 B A* c* D* 4

Employer Ratings



Legend: Total; Total number of employees; W; Women; AP; Aboriginal Peoples; PWD; Persons with Disabilities; VM; Visible Minorities; GPI; Good Practices Index

NAME Total w AP PWD VM GPI
ACRO AEROSPACE INC. 379 D D* c* B 5
ADBY TRANSPORT LIMITED 88 D A* D* D* 5
AIR CANADA 32,048 B B C B 5
AIR CANADA JAZZ (FORMERLY AIR BC) 1,059 C C C C 4
AIR CANADA JAZZ (FORMERLY AIR NOVA INC.) 1,303 B c* C C 4
AIR CANADA JAZZ (FORMERLY AIR ONTARIO INC.) 919 C B* c* C 4
AIR CANADA JAZZ (FORMERLY CANADIAN REGIONAL AIRLINES) 1,483 B A B C 4
AIR CREEBEC INC. 170 [ A D* D* 5
AIR FRANCE COMPAGNIE NATIONALE 274 A z D* A 5
AIR INUIT LTD. (1985) 348 C B c* A 5
AIR TRANSAT A.T. INC. 2,416 B A c* C 5
AIRBORNE ENERGY SOLUTIONS LTD. 169 D 5
ALCAN SMELTERS AND CHEMICALS LIMITED 207 c* A* A z 5
ALGOMA CENTRAL CORPORATION 802 C A C B 5
ALGOMA CENTRAL RAILWAY INC. 182 D A* D* z 5
ALLIANCE PIPELINE LTD. 186 A A* A C 5
ALLIED SYSTEMS (CANADA) COMPANY 1,466 C A C C 4
AMERICAN AIRLINES INC. 248 A z A B 5

L APEX MOTOR EXPRESS LTD. 136 B A* D* A 4

ARMOUR TRANSPORT INC. 401 C A* c* A* 5

ARNOLD BROS. TRANSPORT LTD. 563 C A C C 5
L ATLANTIC TOWING LIMITED 221 D* z z z 2

AUTOCAR CONNAISSEUR INC. 46 C z z B* 5

B & R ECKEL'S TRANSPORT LTD. 175 C A c* D* 5

R BAIE TRANSPORT INC.

BAX GLOBAL (CANADA) LIMITED 227 A A* D* B 5
BAY FERRIES LIMITED 117 D z z A* 5
BCR MARINE LTD. 191 D c* D* [ 5
BEARSKIN LAKE AIR SERVICE LIMITED 420 A B D A 5
BIG FREIGHT SYSTEMS INC. 289 [ C D* A* 5
BIG HORN TRANSPORT LTD. 145 c* B A B* 5
BISON DIVERSIFIED INC. 682 D A C C 5
BRADLEY AIR SERVICES 1,151 [ C C A 5
BREWSTER TRANSPORT COMPANY LIMITED 63 c* D* z D* 4
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BRITISH AIRWAYS 243 A z D* A 2
L BRITISH COLUMBIA COAST PILOTS LTD. 109 D* 4
BRITISH COLUMBIA MARITIME EMPLOYERS ASSOCIATION 3,366 D A A C 4
BROOKVILLE CARRIERS INC. 216 C A* c* c* 5
P BRUCER. SMITH LIMITED 244 C D* c* A 3
BYERS TRANSPORT LIMITED 330 C A C C 5
CALAC TRUCKING LTD. 329 D c* c* D* 5
CALGARY AIRPORT AUTHORITY 144 B D* D* c* 5
CALM AIR INTERNATIONAL LIMITED 334 B B D* B 4
CANADA CARTAGE SYSTEM LIMITED 830 D A* c* C 5
CANADA MARITIME AGENCIES LIMITED 275 A A* D* B 5
CANADIAN FREIGHTWAYS EASTERN LIMITED 151 D A* A* c* 4
L CANADIAN FREIGHTWAYS LIMITED 944 C A C C 4
CANADIAN NATIONAL RAILWAY COMPANY 16,149 C B D C 5
CANADIAN PACIFIC RAILWAY COMPANY 13,285 C A B B 5
CANXPRESS LTD. 199 C c* z D* 5
L CARON TRANSPORTATION SYSTEMS PARTNERSHIP 199 D D* D* z 3
CASCADE AEROSPACE 350 D A c* A 5
CASCADE CARRIERS 141 C z D* c* 5
CAST NORTH AMERICA INC. 102 B z D* A 5
L CATHAY PACIFIC AIRWAYS LIMITED 342 A D* D* A 5
CELADON CANADA INC. 241 C A* c* A 5
CHALLENGER MOTOR FREIGHT INC. 821 C A D B 5
CHC HELICOPTERS INTERNATIONAL INC. 421 C B C C 5
CITY OF OTTAWA (OC TRANSPO) 2,214 C A B A 5
CLARKE INC. 733 C A C C 5
CONAIR GROUP LTD. 130 D z D* D* 5
CONSOLIDATED AVIATION FUELING AND SERVICES 378 [ A* D* B 5
CONSOLIDATED FASTFRATE INC. 863 [ A [ C 5
L COONEY GROUP OF COMPANIES 327 D 4
D&W FORWARDERS INC. 130 C A* A A 5
DAY AND ROSS INC. 1,603 B [ D B 5
DELTA AIR LINES INC. 266 A z D* C 5
L DICOM MONTREAL 119 [ z z B 3
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DIRECT INTEGRATED TRANSPORTATION 797 C B C B 5
EAGLE GLOBAL LOGISTICS INC. 373 B 5
ECL GROUP OF COMPANIES LTD. 310 C 5
EDMONTON REGIONAL AIRPORTS AUTHORITY 151 A c* D* B 5
EMERY AIR FREIGHT CORPORATION 301 B A* A A 5
ENBRIDGE PIPELINES INC. 716 C C C B 5
ENTREPRISES DE TRANSPORT J.C.G. INC. 271 D z D* z 5
ERB ENTERPRISES INC. 978 C A* C C 5
EUROCOPTER CANADA LIMITED 137 C A* D* A* 5
EXECAIRE INC. 222 D z D* c* 5

\ FEDNAV LIMITED 97
FIELD AVIATION COMPANY INC. 352 D D* D* B 5
FLOYD SINTON LIMITED 149 A z z D* 5
FRED GUY MOVING & STORAGE LTD. 170 C A* A A 5
L GLOBAL FORWARDING COMPANY LIMITED 163 C z D* D* 4
GLOBEGROUND NORTH AMERICA, INC. 1,728 B D D B 5
L GOJIT LOGISTIQUE INC. 180 B z z A 3
L GOSSELIN EXPRESS LTD 128 C z D* z 4
GRAYLINE (VICTORIA) LTD. 333 C 5
GREAT CANADIAN RAILTOUR COMPANY LTD. 141 A A* D* C 5
GREATER TORONTO AIRPORTS AUTHORITY 829 B D* c* B 3
GREYHOUND CANADA TRANSPORTATION CORPORATION 1,963 C A C C 5
GRIMSHAW TRUCKING AND DISTRIBUTING LTD. 257 C A c* c* 5
H & R TRANSPORT LTD 525 D c* D* B 4
H.M. TRIMBLE AND SONS (1983) LTD. 295 D A c* D* 4
HALIFAX EMPLOYERS ASSOCIATION INC. 452 D A A A 5
HALIFAX INTERNATIONAL AIRPORT AUTHORITY 123 C z z z 5
HELIJET INTERNATIONAL INC. 117 [ z z C 5
HELIPRO INTERNATIONAL - A DIVISION OF ACRO AEROSPACE INC. 124 C 5
L HIGHLAND MOVING AND STORAGE LTD. 115 C z z z 4
HIGHLAND TRANSPORT 125 B A* A* A 5
HORIZON AIR INDUSTRIES INC. 113 A D* z A 5
HUTTON TRANSPORT LIMITED 151 c* D* Cc* z 4
INNOTECH AVIATION LIMITED 189 [ A* z C 5
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INTERNATIONAL AIR TRANSPORT ASSOCIATION 425 A B* D* A 5
J. & T. MURPHY LIMITED 351 A D* D D* 5
J.D. SMITH AND SONS LTD. 249 C A* B* A 3
JAY'S MOVING AND STORAGE 119 B B D* D* 5
JET TRANSPORT LTD. 150 D B* c* D* 5
JULES SAVARD INC. 151 D* 5
KELOWNA FLIGHTCRAFT GROUP OF COMPANIES 792 D A C A 5
KENMORE TRANSPORTATION INC. 177 C z D* A 4
KENN BOREK AIR LTD. 260 D A D* D 5
KINDERSLEY TRANSPORT LTD. 655 C c* D* C 5
KLEYSEN TRANSPORT LTD. 228 C A c* B 5
KRISKA HOLDINGS LTD. 337 D D* c* C 5
KUNKEL BUS LINES LTD. 157 A A* D* z 4
L.E. WALKER TRANSPORT LIMITED 160 D A* z D* 5
LAIDLAW CARRIERS INC. 368 D A* C D* 5
LAIDLAW TRANSIT LTD. (GREYGOOSE BUS LINES) 164 D A D* A 5
LAIDLAW TRANSIT LTD. (LAIDLAW EDUCATION SERVICES) 6,459 A A C C 5

P LEVY TRANSPORT LTD 239 D D* D* z 5
LIBERTY LINEHAUL INC. 117 C D* z z 4
L LOGISTEC CORPORATION 141 C z D* D* 4
LUFTHANSA GERMAN AIRLINES 123 A z z A 5
MACKIE MOVING SYSTEMS CORPORATION 119 B A* D* A* 4
MACKINNON TRANSPORT INC 172 D A* B* D* 5
MARINE ATLANTIC INC. 1,168 C C B B* 4
MARITIME EMPLOYERS ASSOCIATION 1,120 C A* c* C 5
MCKEVITT TRUCKING LTD. 136 C 5
METROWIDE DRIVER SERVICES INC. 133 D z z D* 5
MEYERS TRANSPORT LIMITED 287 [ A A C 5
MIDLAND TRANSPORT LIMITED 1,056 [ A [ C 5
MILL CREEK MOTOR FREIGHT 209 [ B* D* z 5
MONTREAL AIRPORTS 591 B D* D* c* 5
MONTREAL PORT AUTHORITY 346 [ z D* Cc* 4
MONTSHIP INC. 120 B z D* A 5
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MULLEN TRUCKING INC. 355 D A D* D* 5
MUNICIPAL TANK LINES LIMITED 130 c* A* D* c* 5
N. YANKE TRANSFER LTD. 472 C C c* C 5
NASITTUQ CORPORATION 226 C A D* A* 4
NESEL FAST FREIGHT INC. 260 C A* D* C 5
NORTHERN TRANSPORTATION COMPANY LIMITED 275 D B D* D* 4
NORTHUMBERLAND FERRIES LIMITED 162 D z D* D* 5
L OCEAN SERVICES LIMITED 185 c* B* D* A* 3
OCEANEX (1997) INC. 161 C 5
OK TRANSPORTATION LTD. 164 C A* A* C 1
PACIFIC COASTAL AIRLINES LIMITED 163 B A* D* D 5
PAUL’S HAULING LTD. 256 C B c* D* 5
PCY CARRIERS INC. 195 C 5
PEACE BRIDGE BROKERAGE LIMITED 644 A A B A 4
PENETANG-MIDLAND COACH LINES LIMITED 404 C A* C A 5
PENNER INTERNATIONAL INC. 155 B z z D* 2
PENTASTAR TRANSPORTATION LTD. 233 C A D* D* 4
PERIMETER AVIATION LTD. 286 C A D* D* 5
PLH AVIATION SERVICES INC. 228 D A A B 5
POLE STAR TRANSPORT INCORPORATED 340 D A* C D* 5
PORTER TRUCKING LTD. 222 C A* D* c* 2
PREMAY EQUIPMENT LTD. 103 C D* D* D* 5
PROVINCIAL AIRLINES LIMITED 375 C B D* A* 5
QUEBEC NORTH SHORE AND LABRADOR RAILWAY 457 B D* z z 5
QUIK X TRANSPORTATION INC. 192 B c* D* C 5
RAILAMERICA INC. 338 C A c* D* 5
RAINBOW TRANSPORT (1974) LTD. 206 C A D* c* 5
REIMER EXPRESS LINES 1,359 C A D [ 3
L RIDSDALE TRANSPORT LTD 209 [ A c* D* 3
RIVTOW MARINE INC. 248 [ A* c* [ 5
ROBYNS TRANSPORTATION AND DISTRIBUTION SERVICES LTD. 202 [ D* D* D* 4
ROSEDALE TRANSPORT LIMITED 190 c* A* c* A 5
ROSENAU TRANSPORT LTD. 289 D A B C 5
RYDER TRUCK RENTAL CANADA LIMITED 678 C A* C [ 5
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SAFETY-KLEEN LTD. 319 C A* B* c* 5
SASKATCHEWAN TRANSPORTATION COMPANY 226 C A c* D* 5
SCHNEIDER NATIONAL CARRIERS CANADA 654 D B* D* C 5
SEASPAN INTERNATIONAL LTD. 1,218 D A C C 5
SECUNDA MARINE SERVICES LTD. 312 D B* D* B* 5
SERCO FACILITIES MANAGEMENT INC. 439 C A A D* 5
L SERVICES AEROPORTUAIRES HANDLEX INC. 774 A A* D* B 3
SHARP BUS LINES LTD. 394 A A D* D* 5
SKYSERVICE AIRLINES INCORPORATED 351 B A* D* C 5
SKYSERVICE F.B.O. INC. AND SKYSERVICE AVIATION INC. 278 D z D* D* 5
SKYWARD AVIATION LTD. 125 B A z z 5
SLH TRANSPORT INC. 1,484 D A C C 5
SMT (EASTERN) LIMITED 203 C A* c* D* 4
SOCIETE DE TRANSPORT DE L'OUTAQUAIS 432 C A* D* A* 5
SPAR AEROSPACE LIMITED 675 D D* C B 5
P SPEEDY HEAVY HAULING A DIVISION OF CAGE LOGISTICS INC. 334 B c* D* B* 5
ST. LAWRENCE SEAWAY MANAGEMENT CORPORATION 568 C A* C B 5
SUNBURY TRANSPORT LIMITED 103 C z z z 5
P SWANBERG BROS. TRUCKING LTD. 178 D D* D* z 5
L TALLMAN TRANSPORTS LTD 121 C z z D* 1
TIPPET RICHARDSON LIMITED 194 C c* A A 5
TNT CANADA INC. 260 A A* B* A 5
L TOKMAKJIAN LIMITED CAN-AIR 221 D A* z C
TORONTO PORT AUTHORITY 109 C A* A* C 5
TRANS MOUNTAIN PIPE LINE COMPANY LTD. 219 C c* B C 5
TRANSCANADA PIPELINES LIMITED 1,995 B A C B 5
TRANSFREIGHT INC. 346 C A* D* A 5
TRANS-FRT. MCNAMARA INC. 111 [ z D* D*
TRANSIT WINDSOR 269 B c* c* A 5
TRANSPORT AMERICAIN CANADIEN C.A.T. INC. 295 C B* D* D* 5
TRANSPORT ASSELIN LTEE 177 [ D* z B* 5
TRANSPORT BERNIERES INC. 154 C D* z z 4
L TRANSPORT BESNER INC. 332 D z c* D* 4
TRANSPORT CABANO KINGSWAY INC. 1,385 [ c* [ C 5
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TRANSPORT COUTURE ET FILS LTEE. 160 D z z z 5
TRANSPORT DESGAGNES INC. 107 c* c* z A* 5
TRANSPORT GUILBAULT INC. 146 z z z z 5
TRANSPORT HERVE LEMIEUX (1975) INC 213 C A* D* c* 5
TRANSPORT MORNEAU INC. 245 C A* D* z 5

L TRANSPORT NJN INC. 145 C z z D* 4
TRANSPORT ROBERT (1973) LTEE 317 D* D* D* D* 5
TRANSPORT THIBODEAU INC. 402 C D* A D* 5
TRANSPORT THOM LTEE 172 C B* B* A* 5
TRANSX LTD. 1,072 D A D C 5
TRAVELERS TRANPORTATION 239 C 5
TRENTWAY WAGAR INC. 636 C A* D* C 5
TRIMAC TRANSPORTATION MANAGEMENT LTD. 254 B A* D* B 5
TSI TERMINAL SYSTEMS INC. 222 C A* D* C 5
TST SOLUTIONS INC. 1,072 C D* C C 5

UNITED AIRLINES, INC. 180 A A* D* B 4
UPPER LAKES GROUP INC. 720 C z A D* 5
US AIRWAYS INC. 89 A z z A 5
VANCOUVER INTERNATIONAL AIRPORT AUTHORITY 290 B D* B A 5
VANCOUVER PORT AUTHORITY 143 A D* D* B 5
VAN-KAM FREIGHTWAYS LTD. 280 C c* B B 5
VERSPEETEN CARTAGE LTD. 248 C D* D* c* 5
VIA RAIL CANADA INC. 3,388 C A A C 5
VOYAGEUR AIRWAYS LIMITED 202 C A* D* A* 5
WACKENHUT OF CANADA LIMITED 2,103 C A D A 5
WARREN GIBSON LIMITED 521 D A* B c* 5
WASAYA AIRWAYS LIMITED PARTNERSHIP 161 C B D* D* 5
WESTCAN BULK TRANSPORT LTD. 467 D C [ [ 5
WESTCOAST ENERGY INC. 1,046 B B B A 4
WESTERN STEVEDORING COMPANY LIMITED 107 D A* D* D* 5
WESTJET AIRLINES LTD. 2,298 B B D [ 5
WESTSHORE TERMINALS LTD. 180 C z D* D* 5
WILLIAMS MOVING AND STORAGE (BC) LTD. 351 C B D* C 5
WINNIPEG AIRPORT AUTHORITY 119 C c* B* c* 5
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WORLDWIDE FLIGHT SERVICES 651 C c* D* B 5
XTL TRANSPORT INC. 149 A A* D* B 5
YELLOW TRANSPORTATION, INC. 258 C D* D* C 5

COMMUNICATIONS SECTOR
ACCESS COMMUNICATIONS CO-OPERATIVE LIMITED 165 B B* D* A* 4
ALIANT TELECOM INC. 6,075 A B C A 5
ALLIANCE ATLANTIS COMMUNICATIONS 389 A A* c* C 5
AMTELECOM GROUP INC. 1,220 B A D* A 5
AT & T CANADA CORP. 4,446 B A C A 5

BELL CANADA 27,193 A B C B 5
BELL EXPRESSVU 1,463 A A C A 5
BELL MOBILITY CELLULAR INC. 2,534 A A C B 5
BELL NEXXIA 1,454 A B* C D 5
BELL WEST INC. 605 A A c* B 5
BLACKBURN RADIO INC. 109 B D* D* D* 5
CALL-NET ENTERPRISES 2,140 A B C A 4
CANADA POST CORPORATION 55,575 A A C A 4
CANADIAN BROADCASTING CORPORATION 6,790 A A C C 5
CANADIAN SATELLITE COMMUNICATIONS INC. 1,066 A A* C A 5
CANPAR TRANSPORT LTD. 1,664 D A D A 5
CHTV TELEVISION (A DIVISION OF GLOBAL) 190 A A* B* D* 5
CHUM LIMITED 2,218 B c* C C 5
CICT TELEVISION (A DIVISION OF GLOBAL) 190 B D* D* c* 5
CITV TELEVISION (A DIVISION OF GLOBAL) 155 C D* D* c* 5

R COGECO CABLE (CANADA) INC.

COGECO CABLE SYSTEMS INC. 671 A A* D C 5
COGECO RADIO-TELEVISION INC. 236 B z D* z 5
L CONNEXIM SOCIETE EN COMMANDITE 557 B D* D* c* 4
CORUS ENTERTAINMENT INC. 1,893 A D D C 5
CRAIG BROADCAST ALBERTA INC. 260 A A* C C 4
CRAIG BROADCAST SYSTEMS INC. 152 A B* A A* 5
CTV INC. NETSTAR COMMUNICATIONS 396 A D* c* A 5
CTV TELEVISION INC - CFQC 168 C D* B* B* 5
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CTV TELEVISION INC. - ATV/ASN 195 B z A A* 5
CTV TELEVISION INC. - CFCF 158 A z D* B 4
CTV TELEVISION INC. - CFCN 138 B A* D* D* 5
CTV TELEVISION INC. - CFRN 102 B A* D* D* 5
CTV TELEVISION INC. - CFTO/CTV 1,218 A c* C A 5
CTV TELEVISION INC. - CIVT 165 A A* D* A 4
CTV TELEVISION INC. - CJOH 117 B z z A* 5
CTV TELEVISION INC. - CKCO 118 B D* D* D* 5
CTV TELEVISION INC. - CKY 119 A A* D* c* 5
CTV TELEVISION INC. - MCTV 142 B A* D* c* 4
DHL INTERNATIONAL EXPRESS LTD. 413 B A* D* B 5
DYNAMEX CANADA INC. 542 B C D A 5
EXPERTECH NETWORK INSTALLATION INC. 1,934 D A C C 5
FEDERAL EXPRESS CANADA LTD. 4,386 B B B B 5
GLOBAL - CHAN TV 253 B D* D* C 5
GLOBAL - CHEK TV 100 B z D* D* 5
GLOBAL COMMUNICATIONS LIMITED 399 A A* D* D 5
GLOBAL TELEVISION QUEBEC LIMITED PARTERNERSHIP 106 B z z D* 5
GOLDEN WEST BROADCASTING 274 B D* D* z 4
GROUPE RADIO ASTRAL INC. 385 B z z D* 4
GROUPE TVA INC. 925 B D* D* D* 5
L GT GROUP TELECOM 1,268 C
JIM PATTISON INDUSTRIES LTD. 406 B c* C c* 5
MANITOBA TELECOM SERVICES INC. 3,106 A B B B 4
MARITIME BROADCASTING SYSTEM LIMITED 267 C z c* D* 5
MAYNE LOGISTICS LOOMIS INC. 1,813 C A D A 5
MICROCELL TELECOMMUNICATIONS INC. 2,101 B A C B 5
MUSIQUEPLUS INC. 145 A z z A 5
NAVIGATA COMMUNICATIONS INC. 267 A D* D* A 5
NEWCAP BROADCASTING, A DIVISION OF NEWCAP INC. 403 B A* D* c* 5
NORTEL NETWORKS 67 D* z D* C 3
NORTHERN TELEPHONE LIMITED 235 B D* c* D* 5
NORTHWESTEL INC. 636 B B B A 5
PAGING NETWORK OF CANADA 218 A z D* B 5
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PELMOREX INC. 294 A A* A A 5
PRIMUS TELECOMMUNICATIONS CANADA INC. 582 A A* c A 5
PUROLATOR COURIER LTD. 11,968 c A D A 4
RADIO 1540 LIMITED 135 B z z B 5
RADIO NORD COMMUNICATIONS INC. 193 c A* B* z 4
RAWLCO COMMUNICATIONS LTD. 180 B A c* z 5
REGIONAL CABLESYSTEMS INC. 347 c D* c D* 5
RESEAU DES SPORTS (RDS) INC. (LE) 163 c A c* z 5
ROGERS BROADCASTING LIMITED 1,971 A A D c 5
ROGERS CABLE T.V. LIMITED 3,207 c A c A 5
ROGERS COMMUNICATIONS INC. 3,598 A A c A 5
ROGERS WIRELESS INC. 2,129 B B c A 5
SHAW COMMUNICATIONS INC. 4,892 c B D A 5
STANDARD RADIO INC. 450 A A B c 5
STRATOS GLOBAL CORPORATION 208 A D* z D* 4
TELEBEC LTEE 561 B A* c* D* 4
TELEGLOBE CANADA INC. 810 B c* D* B 5
TELEMEDIA RADIO INC. 1,110 B c* c* c 5
TELE-MOBILE COMPANY 4,691 A A c A 5
TELESAT CANADA 504 c c* c* A 5
TELUS COMMUNICATIONS (QC) INC. 1,525 A c* c c 5
TELUS INC. 19,597 B B c c 5
THUNDER BAY TELEPHONE 307 B D* A c* 5
TQS INC. 303 B A* D* D* 5
UNITED PARCEL SERVICE CANADA LTD. 6,665 c A D A 5
L VIDEOTRON LTD. 2,569 c D* c D 4

R VIDEOTRON TELECOM INC.

OTHER SECTORS
ADM AGRI-INDUSTRIES LTD. 627 C A C C 5
AEROGUARD INC. AND AEROGUARD COMPANY LTD. 684 A A C A 5

X AGRICORE COOPERATIVE LIMITED

ATLANTIC TURBINES INTERNATIONAL INC. 216 C B* A Z 5

ATOMIC ENERGY OF CANADA LIMITED 3,335 B A C A 5

Employer Ratings



Legend: Total; Total number of employees; W; Women; AP; Aboriginal Peoples; PWD; Persons with Disabilities; VM; Visible Minorities; GPI; Good Practices Index

NAME Total w AP PWD VM GPI

L BRINKS CANADA LIMITED 1,811 C A C B 4
BUSINESS DEVELOPMENT BANK OF CANADA 1,224 B B* [ C 5
CAMECO CORPORATION 1,251 C A C A 4
CANADA COUNCIL (THE) 173 A A* D* A 5

\ CANADA LANDS COMPANY CLC LIMITED 98

L CANADA MALTING COMPANY LIMITED 178 C D* D* c* 4
CANADA MORTGAGE AND HOUSING CORPORATION 1,619 A A [ B 5
CANADIAN BANKERS ASSOCIATION 148 A z D* C 5
CANADIAN DEPOSIT INSURANCE CORPORATION 106 A c* z A* 5
CANADIAN MUSEUM OF CIVILIZATION 379 A A* C A* 5
CANADIAN MUSEUM OF NATURE 144 A A* D* A* 5
CANADIAN PRESS (THE) 389 B A* C C 5
CANADIAN WHEAT BOARD 492 A B D C 5
CAPE BRETON DEVELOPMENT CORPORATION 64 C z D* z 5
CARGILL LIMITED 974 C c* D C 5
COGEMA RESOURCES INC. 401 D A D* A 5
DEFENCE CONSTRUCTION (1951) LIMITED 245 B D* D* A 4
EXPORT DEVELOPMENT CORPORATION 979 B D* C A 5
FARM CREDIT CANADA 876 A A C C 5
FRESHWATER FISH MARKETING CORPORATION 130 A A D* c* 5
GENERAL ELECTRIC CANADA INC. 175 B z z A 5
HUDSON BAY MINING AND SMELTING CO. LIMITED 1,441 C B B B 5
INTERNATIONAL DEVELOPMENT RESEARCH CENTRE 213 A D* D* A 5
JAMES RICHARDSON INTERNATIONAL LIMITED 739 C D* c* C 5
LANDMARK FEEDS INC. 305 C C z z 5
MASTERFEEDS A DIVISION OF AGP INC. 376 C c* D* D* 5
MDS NORDION INC. 798 B D* C A 5
N.M. PATERSON AND SONS LIMITED 333 D B* c* [ 2
NATIONAL ARTS CENTRE CORPORATION 679 B D* D* B 5
NATIONAL CAPITAL COMMISSION 370 A A* D* B* 4
NATIONAL GALLERY OF CANADA 221 A D* c* c* 5
NATIONAL MUSEUM OF SCIENCE AND TECHNOLOGY 228 A A* A D* 5
NAV CANADA 5,641 C C B [ 5
NEWLIFE MILLS LTD. 212 C 5
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ONTARIO POWER GENERATION 12,045 D B C B 5
PACIFIC ELEVATORS LIMITED

PARRISH AND HEIMBECKER LIMITED 874 B D C C 4
PRINCE RUPERT GRAIN LTD. 108 C A D* A* 3
REUTERS CANADA LIMITED 126 B z D* B 5
RIDLEY INC. 404 D D* D* A 3
ROBIN HOOD MULTIFOODS INC. 818 B A C C 5
ROYAL CANADIAN MINT 545 B A C A 5
SASKATCHEWAN WHEAT POOL 2,101 C C C A 5
SECUR INC. 841 C A D* D 4
SECURICOR CANADA LTD. 3,370 C A C C 5
SOCIETE DU VIEUX-PORT DE MONTREAL INC. 200 A A* D* D* 5
TELEFILM CANADA 139 A A* D* D* 5
UNITED GRAIN GROWERS

VERREAULT NAVIGATION INC. 96 D* z D* z 4
ZIRCATEC PRECISION INDUSTRIES INC. 223 C A* A D* 5
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5. Employers’ Reports

This chapter describes the employment situation of designated groups in the workforce of federally regulated
employers under the Employment Equity Act in 2001. It also analyses how the situation of these groups has
changed during the reporting year. The first section focuses on the total workforce, while the following four
sections examine the situation of women, Aboriginal Peoples, persons with disabilities and members of
visible minority groups.

5.1 The Workforce

= In 2001, the total workforce under the Act increased dramatically in the Banking and Transportation
sectors, but decreased in Communications and the Other sectors; the net overall impact was a 3.8%
increase in the workforce.

= 55 new employers reported for the first time this year, while 31 other employers who reported last year
did not do so this year for a variety of reasons. Consequently, the number of employers increased to
418.

= Total hiring as a ratio of the workforce rose slightly in 2001 from 17.1% to 17.2%, but promotions fell
significantly from 10.2% as a ratio of the workforce in 2000 to 8.0% in 2001. Terminations as a ratio of
the workforce also fell from 15.7% to 14.6% in 2001.

THE NUMBER OF EMPLOYERS AND EMPLOYEES BY SECTOR, 1987, 2000 AND 2001

SECTORS EMPLOYERS EMPLOY EES

1987 2000 2001 1987 2000 2001
Banking 23 21 22 169,632 172,447 195,870
Transportation 208 232 249 203,207 177,101 178,984
Communications 90 91 92 179,247 211,448 215,330
Other Sectors 52 50 55 43,331 51,348 45,231
ALL SECTORS 373 394 418 595,417 612,344 635,415

THE WORKFORCE IN 2001

The number of employees covered under the Act  subtracting almost 6,700 employees from the total
increased by 3.8% in 2001, compared to the count. For example, employers who did not show
previous year. The rise from 612,300 to 635,600  up in this report may have experienced a reduction
this year was related to significant hiring levels in  in their workforces to below 100 employees, or
Banking and to the higher number of employers  was consolidated with other employers or closed
reporting for the first time. The workforce under down, while others may have submitted a report
the Act increased by 29,200 employees, and the  too late to be included in this report (see Chapter 4
increase occurred in Banking, Transportation and  for a list of these employers).
Communications sectors. The rise was partially
offset by a significant decline in the Other sector  Sectoral Profile
(a decline of 6,100 employees). The three largest federally regulated industrial
sectors under the Act accounted for almost 92.9%
Fifty-five employers submitted reports for the first  of the workforce. Communications came first at
time in 2001, adding almost 30,000 employees to  33.9% of the total, followed by Banking at 30.8%
the workforce under the Act. In contrast, 31 others and Transportation at 28.2%. Banking experienced
submitted no reports for a variety of reasons a significant increase in the share of the workforce
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of almost 2.1%, while Transportation had a 0.7%

territories, most notably in Quebec (-0.6%),

increase. On the other hand, Communications and Manitoba (-0.5%), and Saskatchewan (-0.4%).

the Other sectors had a 1.4% decrease in their
shares each.

Occupational Profile

: : DISTRIBUTION OF THE WORKFORCE UNDER THE ACT
At 195,900, the number of employees in Bankin BY OCCUPATIONAL GROUP IN 2001
was at a historical high in 2001, surpassing the

1990 record of 185,000. This breaks the declining
trend of the 1990s, and shows a 20,000 increasg
over the past year alone. The dynamic changes|in
banking are largely due to consolidation and

acquisitions that allowed banks to diverse into
other non-traditional financial areas for banks.

Transportation experienced a similar historical
decline, falling from 208,500 in 1988, to 147,30(
in 1997, but has reversed trend since then and
reported a workforce of 178,900 in 2001. While
the decline is explained largely by consolidation
activities in the sector, the rebound could be
attributed to increased trade and travel flows with
the United States and within Canada in recent
years. The historical dynamics in Communications
were not as severe as in Banking and Transporta-
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tion, as the workforce in Communications dropped
from 213,500 in 1990 to 191,200 in 1997, but
broke the historical high in 2001 as the workforce
in the sector stood at 215,300. Improvement in
technology and convergence activities led to the
robustness of the sector.

Regional Profile

The four most populous provinces in Canada
(Ontario, Quebec, British Columbia, and Alberta)
accounted for 87.2% of the workforce under the
Act in 2001. Ontario had the lion’s share of the
workforce at 46.1%, followed by Quebec at
18.3%, British Columbia at 12.5%, and Alberta at
10.2%. Compared with the previous year, Ontario
and British Columbia showed an increase in their
shares of the workforce under the Act, while
Quebec and Alberta experienced a decline. The
remaining nine regions had among them 12.8% of
the workforce under the Act. The three northern
territories had a combined workforce under the
Act of 1,222 employees, about 0.2% of the total
workforce.

In 2001, compared to the previous year, the
number of employees covered by the Act
decreased in seven of the thirteen provinces and

More than one third of employees in the
workforce under the Act were concentrated in
administrative and clerical jobs in 2001. Together,
the clerical, administrative and senior clerical
categories accounted for 37.5% of the workforce,
almost 0.5% higher than 2000. On the other hand,
a larger percentage of employees were found in
professional jobs than in the previous year. In
2001, professional and semi-professional and
technical jobs accounted for 18.2% of the
workforce compared to 17.9% a year earlier.

Management (senior, middle and other) formed
the third largest group with 11.1% in the
workforce under the Act in 2001, a slight decline
from 11.4% in the previous year. The percentage
in skilled crafts and trade work decreased again
this year by 0.4% to 9.2%.

The concentration of employees in certain occupa-
tions varied in 2001 among sectors. For example,
77.0% of employees in Banking worked in clerical
and professional positions, compared to 65.0% in
Communications, 47.0% in the Other sectors, and
only 23.3% in Transportation. Compared to last
year, the concentration was higher this year
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compared to 2000 (74.8%), almost unchanged in
Communications, and lower in the Other sectors
(44.8%), and Transportation (24.4%).

In contrast, 48.0% of employees in Transportation
had either skilled or semi-skilled jobs, compared
to only 0.1% of employees in Banking. Another
observation in 2001 was the decline in the two
management groups in Banking and the rise in the
two professional groups, as the former declined

by 1.8% to 17.3% and the latter rose by 1.0%

to 20.3%.

HIRINGS

There were 109,500 new hires by employers under
the Act in 2001, compared to 102,600 in 2000 and
to only 74,300 in 1999. This 35,200 rise in two
years brought the ratio of hiring to the workforce
under the Act to 17.2% in 2001, the highest
observed since 1990, compared to 12.7% in 1999.

In the current reporting year, Transportation was
the leader, accounting for 37.8% of all hires by
employers under the Act, followed by Communi-
cations at 30.2%, Banking at 26.4%, and the
Other sectors at 5.6%.

An increase in hirings as a ratio of the workforce
occurred in all sectors except in Communications
where it fell from 18.7% to 15.4%. The ratio rose
in Banking from 12.5% to 14.8%, and in Trans-
portation from 21.5% to 23.1%. It also rose in the
Other sectors from 12.0% to 13.5%. The year
2001 was a record year for hiring in all sectors,
especially in Transportation where a total of
41,300 persons were hired, and in Communica-
tions where 33,100 were hired, breaking the 1989
record of 31,200 persons.

Employers in Banking hired 7,300 more people in
2001 compared to 2000, while Transportation
hired 6,000 more. Not all hires are new additions

employees and 3.8% temporary employees. This
is a significant departure from the previous year,
where 67.6% of hirings were into full time jobs,
31.6% into part-time jobs and only 0.8% into
temporary jobs.

TERMINATIONS

The number of terminations increased dramati-
cally (by 28.4%) from 72,940 in 1999 to 94,000 in
2000, but fell to 92,700 in 2001. The level and the
extent of the increases in 2000 and 2001 were the
highest experienced since 1986. The number of
terminations was much lower than that of hirings
in 2001. As aresult, the net effect of hirings and
terminations was positive for the fourth consecu-
tive year. Terminations have exceeded hirings
every year between 1990 and 1997. A total of
16,800 more people were hired than terminated
during 2001 in the workforce under the Act, the
largest to date and double the level observed in
the previous year.

Transportation accounted for 32.3% of all termi-
nations, followed by 29.5% for Communications,
27.3% for Banking, and 10.8% for the Other
sectors. Compared to the previous year, termina-
tions as a ratio of the sector workforce decreased
in Communications from 15.5% to 12.7%, and in
Banking from 16.2% to 12.9%, but increased in
Transportation from 16.1% to 16.7% and very
significantly in the Other sectors from 13.6% to
22.2%.

Employers in Transportation led the way in 2001

in terms of hiring more people than they termi-
nated. Hirings exceeded terminations by 11,400 in
that sector. The Communications sector also hired
5,700 more people than it terminated, and Banking
hired 3,600 more. In contrast, the Other sectors
had significantly more terminations than hires
(-3,900).

from outside the workforce. Some hiring could bePROMOTIONS

attributed to transfers of employees from compa-
nies whose assets were acquired by a company
covered by the Act.

Approximately 65.6% of the new employees who
joined the workforce under the Act in 2001 were
full-time employees, 30.6% were part-time

There were 51,000 employees promoted by
employers in the workforce under the Act in 2001,
almost 9,500 lower than in 2000, but almost in

line with the figures observed in earlier years. As a
ratio of the workforce under the Act, promotions
fell from 10.2% to 8.0% in 2001.

Employers’ Reports
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Banks still promoted the highest proportion of

their employees compared to the other sectors this
year. Banking accounted for 54.2% of all promo-
tions in the workforce under the Act, followed by
Communications at 22.0%, Transportation at
16.1%, and Other sectors at 7.8%. As a ratio of the
workforce, the share of employees promoted fell
from 16.1% to 14.1% in Banking, 5.5% to 4.6% in
Transportation, 7.5% to 5.2% in Communications,
and 9.4% to 8.7% in the Other sectors.

SALARIES

Average salaries in the workforce under the Act
grew by $2,000, or 4.0%, to reach $53,200 in
2001. They grew by a cumulative 13.9% since
1997. In the current reporting year, 61.6% of the
workforce under the Act earned less than $50,000
against 64.0% last year. In the low salary scale,
12.3% earned less than $30,000 in 2001, com-
pared to 13.6% in the previous year. The propor-
tion of employees earning $50,000 and over
increased in 2001 to 38.4% against 35.9% in 2000.
Almost half of the workforce (49.3%) was in the
mid-salary range of $30,000 to $49,999, compared
to 50.5% in 2000.
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5.2 Women

= Women’s representation in the workforce under the Act rose in 2001.

= Significantly more women were hired this year and fewer were terminated. Consequently, the net effect

was positive as hires exceeded terminations.

= Women’s share of promotions decreased slightly this year, but they continued to receive a majority of

promotions.

= Women earned 79.3% of men’s average salary, which was 0.6% higher than the rate observed last year.

= Women had the highest representation in Banking (71.0%) followed by Communications (41.3%).

= Overall, women are still highly concentrated in clerical-related occupations, but are making important

progress in management and professional occupations.

REPRESENTATION

REPRESENTATION OF WOMEN IN THE WORKFORCE UNDER THE
ACT AND IN THE CANADIAN LABOUR FORCE (IN PER CENT)
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The representation of women in the federal private
sector workforce under the Act increased from
43.8% in 2000 to 44.8%. This year's women
representation compares very well with 1987 (at
40.9%) and is almost 96.6% of their labour market
availability of 46.4%. There were 284,900 women
in the workforce under the Act in 2001, almost
22,300 higher than the figure in 2000.

In terms of distribution, 48.8% of all women in the
federal private sector workforce under the Act in
2001 were in Banking, followed by 31.2% in
Communications, 15.5% in Transportation, and
only 4.5% in the Other sectors. The ratios for the
preceding year were 47.2% in Banking, 33.3% in
Communications, 14.5% in Transportation, and
5.1% in the Other sectors. Therefore, only
Banking showed a significant rise in the

number of female employees in 2001.

Women'’s representation fell in Banking and
Communications in 2001. It decreased by 0.3% to
71.4% in Banking, in a declining trend that started
in 1992 when women representation in Banking
was at 76.3%. Representation also decreased in
Communications from 41.7% to 41.3%, but
remained within the range of 40.0%-42.0%,
observed for the past 12 years. Women’s represen-
tation rose significantly in Transportation this
year, rising from 22.9% to 24.6%, and comparing
very favourably to 1987 when it stood at 16.9%.
Women'’s representation continued to improve in
the Other sectors as well, rising from 26.5%

to 28.5%.

Women
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In 2001, almost 9 in 10 women in JUERTBIUNICE ooy 74TION OF WOMEN IN SELECTED OCCUPATIONS
under the Act were located in the four most IN THE WORKFORCE UNDER THE ACT, 2000 - 2001

populated provinces, namely, Ontario (47.0%),
Quebec (18.2%), British Columbia (12.2%), and

Alberta (10.1%). Among these provinces this year,manual workers

Ontario and British Columbia increased their
shares of women in the workforce under the Act],
while Quebec and Alberta decreased their shares.
Women'’s representation fell in British Columbia
from 44.5 to 44.3%, but rose in Ontario from

44.7% to 46.2%, in Quebec from 44.5% to 44.9%,

and in Alberta from 43.3% to 44.9%. Skilled Sales and

Service Personnel |

Among the provinces, New Brunswick continued
to have the highest women’s representation
(51.8%) in the workforce under the Act, in 2001,

while Manitoba and Saskatchewan continued tO| agministrative and

have the lowest representation at 37.4% and
42.3% respectively. However, Saskatchewan
experienced the most significant increase in

women’s representation (+3.6% compared to las
year) and only British Columbia showed a decline.

—
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Among the territories, the Northwest Territories
had the lowest representation of women in Canada
(at 31.8%) while the Yukon has the highest repre-
sentation (57.6%). The apparent contradiction
between the two territories is explained by their
tiny workforces that are not amenable to detailed
statistical analysis.

Women in the workforce under the Act in 2001
were highly concentrated in the four clerical and
sales occupations. Exactly two-thirds of all female
employees were in these occupations, namely,
clerical personnel (45.3% of all women), adminis-

employees in this group) and in administrative and
senior clerical personnel (from 82.5% to 81.0%).
In contrast, representation of women increased the
most in semi-skilled manual workers (from 6.7%
to 11.4%), skilled sales and service personnel
(from 41.4% to 45.8%) and supervisors (from
61.7% to 63.3%). Their highest representation
continues to be in administrative and senior
clerical personnel (81.0%), clerical personnel
(66.6%) and intermediate sales and service per-
sonnel (65.9%).

trative and senior clerical personnel (12.5%), andREPRESENTATIVITY INDEX

intermediate and skilled sales and service person-
nel (8.1%). The proportion of this concentration
for all women has decreased from 66.9% in 2000
to 65.9% in 2001. In contrast, women in manage-
ment and professional occupations accounted for
24.6% of all women in 2001, unchanged from last
year, but fell in management positions from 10.8%
to 10.0% in 2001.

Women’s representation increased in ten occupa-

Although women'’s representation in the

workforce under the Act reached almost 96.6% of
their labour market availability (44.8% of 46.4%),
they remain severely under-represented in six
occupational groups, where their representation
was below 60.0% of their availability, notably, in
semi-professionals and technicians, supervisors in
crafts and trades, skilled crafts and trades, and
other sales and service personnel.

tional categories in 2001 but fell in four. Most  HIRINGS

notably, women’s representation continued to fall
in other manual work (from 10.4% to 8.9% of all

Women had a higher share of hirings in the
workforce under the Act in 2001, compared to the
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previous year (from 38.6% to 41.3%). In terms of
numbers, over 45,200 women were hired in 2001
compared to around 39,700 in 2000. This is
almost 20,000 more than the figure reported for
1997 and the highest level since 1989.

68.4% of promotion activities in Banking went to
women in 2001, against 22.6% in Transportation,
46.1% in Communications and 29.8% in the Other
sectors. Historically, women received on average
72.0% of promotion activities in Banking.

The increase in women'’s hiring was reflected in SALARIES

four occupations, most notably, professionals,
administrative and senior clerical personnel, and
semi-skilled manual workers. The share of hirings
fell in six occupational groups, particularly in the
two management occupations, semi-professionals
and technicians, and supervisors.

TERMINATIONS

Employers under the Act terminated 1,800 less
women in this reporting year compared to 2000.
At 39.9%, the share of women who were termi-
nated as a proportion of all terminations was lower
than the 41.3% share observed in the previous
year. Women's share of total terminations ranged
historically between 39.2% and 41.9%. On bal-
ance, more women were hired than terminated for
total net hires of 8,300. Sectorally, women’s
terminations fell in Banking but rose in the three
other remaining sectors. Women'’s terminations
stood at 64.6% of all terminations in Banking in
2001, and 39.9% in Communications, 23.9% in
the Other sectors, and 24.3% in Transportation.
Women’s share of terminations rose in five occu-
pational groups and fell in seven. Most signifi-
cantly, fewer women were terminated in the two
management occupations, in professionals and in
supervisors; more women were terminated in
semi-professionals and skilled sales and service
personnel.

PROMOTIONS

Women received 5,200 fewer promotion opportu-
nities in 2001, gaining 27,100 out of a total of
51,000 promotions in the workforce. However, as
a share of total promotions of employees under the
Act, women had the slightly lower figure of

53.2% in 2001 compared to 53.4% in 2000. This
share was the lowest since 1987 and lower than
the peak of 59.7% in 1990. However, this was still
higher than women’s representation in the
workforce and higher than men’s share of promo-
tions in 2001, which stood at 46.8%. Almost

AVERAGE SALARIES OF WOMEN WORKING FULL-TIME
AS A PERCENTAGE OF AVERAGE SALARIES

OF MEN, BY SECTOR, 2001

64.0%
75.9%
86.9%
80.8%
78.6%

Banking
Transportation
Communications
Other sectors
ALL SECTORS

The salary gap between women and men working
full-time narrowed slightly in 2001, and the large
imbalance between men and women in the upper
and lower salary ranges persisted, as more women
than men worked in the lower salary brackets,
while more men than women worked in the upper
bracket.

The average salary of women working full-time in
the workforce under the Act was $45,820 in 2001
compared to men’s average salary of $58,250.
The gender gap narrowed in 2001 to 20.7%, a
0.7% improvement from 2000. Women'’s average
salary increased in all four major industrial sectors
under the Act, and the increase was highest in the
Transportation sector (+$2,800). Consequently,
the gap decreased in Transportation where wom-
en’s average salary as a proportion of men’s
increased from 74.4% to 75.9%. The gap also
narrowed in Banking, Communications and the
Other sectors. Banking continued to be the sector
where women suffer from the greatest gap earning
only 64.0% of men’s salaries.

While women in the Other sectors continued to
enjoy the highest average salary in the workforce
under the Act ($51,049), it was in Communica-
tions where they experienced the smallest salary
gap, where they earned 86.9% of men salaries.

Around 17.8% of full-time women earned less
than $30,000 in 2001 compared to only 8.6% of
men. In the upper salary range (over $50,000),
only 25.2% of women were in this band compared
to 47.4% of men. In other words, there were ten

Women
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women for every five men in the lower salary
band, while in the upper band the ratio was five
women for every 10 men. In the mid-range band
($30,000 - $49,999), 44.0% of men were in this
range, against 57.1% of women.
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5.3 Aboriginal Peoples

= Aboriginal Peoples in 2001 increased their level of representation by 0.1% to 1.6%, the highest achieved

since 1987.

e Their representation rose in all sectors except in Banking, where it fell again by 0.1% to 1.1%.

= Over three-quarters of all Aboriginal employees under the Act worked in four provinces, and the majority

was concentrated in three occupations.

e Hiring of Aboriginal Peoples increased this year, as did terminations. However, the net effect was

positive as hires exceeded terminations.

e Aboriginal Peoples received more promotion opportunities this year.

= The difference in average salary between Aboriginal men and all men and Aboriginal women and all

women widened again this year.

REPRESENTATION

REPRESENTATION OF ABORIGINAL PEOPLES IN THE

WORKFORCE UNDER THE ACT AND IN THE CANADIAN
LABOUR FORCE (IN PER CENT)
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The representation of Aboriginal Peoples in the
workforce under the Act increased from 1.5% to
1.6% in 2001, the highest level achieved since
1987 when representation was only 0.7%. Without
new census information, representation cannot be
compared to labour market availability this year.
However, the level achieved in 2001 was still
short of the estimated availability of Aboriginal
Peoples in the Canadian labour force of 2.1%
observed in 1996.

There were 10,000 Aboriginal employees in the
workforce under the Act in 2001, of whom 2,100

(or 21.5%) were in Banking, 3,700 (37.0%) in
Transportation, 2,900 (29.3%) in Communica-
tions, and 1,200 (12.2%) in the Other sectors.

Aboriginal Peoples’ representation rose in all
sectors in 2001 except in Banking where it fell
again from 1.2% to 1.1%. It increased by 0.3% to
2.1% in Transportation, by 0.1% to 1.4% in
Communications, and by 0.3% to 2.7% in the
Other sectors. Since 1996, the rise in Aboriginal
representation was most remarkable in Transporta-
tion (from 1.2% to 2.1%), but it rose also in
Communications (from 1.1% to 1.4%), and in the
Other sectors (from 2.0% to 2.7%). However,
Aboriginal representation in Banking has not
progressed for the past seven years as it remained
at 1.1% since 1996.

Over three-quarters of Aboriginal Peoples in the
workforce under the Act in this reporting year

were located in four provinces: Ontario, Manitoba,
British Columbia, and Alberta. The number of
Aboriginal employees exceeded 1,000 in each one
of these provinces. Their representation was
unchanged at 1.1% in Ontario, but rose by 0.3% to
4.5% in Manitoba, and by 0.1% to 1.7% in British
Columbia, and by 0.3% to 2.2% in Alberta. The
Aboriginal representation as a percentage of the
workforce under the Act in 2001 was higher than
the national average in all western provinces and
the territories as well as in Newfoundland.
Aboriginal employees accounted for 18.1% of the
workforce under the Act in the Northwest Territo-

Aboriginal Peoples
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Intermediate Sales

Crafts and Trades

ries, 5.7% in the Yukon, 5.3% in Saskatchewan,
4.5% in Manitoba, and 3.1% in Newfoundland. In
contrast, Eastern and Central Canada (except
Newfoundland) had lower Aboriginal representa-
tion, ranging from 0.4% in Prince Edward Island
to 1.1% in Ontario.

Almost 6 out of 10 members of Aboriginal em-
ployees in the workforce under the Act were
largely concentrated in three occupational groups
in 2001, namely, in clerical personnel, skilled
crafts and trades and in semi-skilled manual
workers. The distribution of Aboriginal employees
in the 14 occupational groups shifted slightly, with
seven occupations showing an increase, notably,
professionals again (from 6.8% to 7.1%), and
semi-skilled manual workers (from 15.7% to
17.2%). As a result of the shift in distribution, the
other seven occupations showed a decrease, most
notably, in middle and other managers (from 5.9%
to 5.4%) clerical personnel (from 31.5% to
30.0%). Over 35.6% of all Aboriginal employees
worked in clerical positions in 2001.

REPRESENTATION OF ABORIGINAL PEOPLES IN
SELECTED OCCUPATIONS IN THE WORKFORCE
UNDER THE ACT, 2000 - 2001
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As a percentage of the workforce, Aboriginal
employees’ representation rose in 12 occupations,
and was unchanged in the remaining two. The
most notable rise was in other manual work
(+0.9%) and supervisors crafts (+0.3%). The
representation was above the global average of
1.6% in six occupations, most notably in other
manual workers at 5.4%, semi-skilled manual
workers (2.5%) and supervisors crafts and trades
(2.4%). The lowest representation was in senior
management at 0.6%.

In Banking, Aboriginal employees’ representation
dropped in seven occupational groups in 2001,
and rose in two only. The most significant drops
were in middle management (-1.0%) and clerical
personnel (-0.1%), and notable increases occurred
in skilled sales and service personnel (5.3% to
6.3%), and intermediate sales and service
personnel (1.5% to 3.1%).

Aboriginal Peoples fared better in Transportation,
where representation rose in 13 of the 14 occupa-
tions, with no declines. Representation increased
more significantly in supervisors (0.8% to 1.6%)
and supervisors crafts and trades (2.3% to 2.6%).
Representation in Communications rose 0.1% to
1.4% in 2001. It rose in 12 occupational groups
and fell in two. The most notable increases were
in management (doubled from 0.3% to 0.6%),
supervisors crafts and trades (also doubled from
0.5% to 1.0%), and skilled sales and service
personnel (0.9% to 1.1%). The decline was most
notable in other manual workers (from 10.5%

to 8.8%).

Aboriginal employees’ representation in the Other
sectors rose from 2.4% to 2.7% and this was
attributed to a boost in 10 of the 14 occupational
groups, most notably in management (more than
doubled from 0.2% to 0.5%), middle management
(from 0.6% to 0.8%), and supervisors (from 1.4%
to 1.8%), and in skilled crafts and trades and other
manual work. The representation of this desig-
nated group in the Other sectors was above 2.7%
in three occupations, namely, in other manual
work (8.9%), semi-skilled manual work (5.2%),
skilled crafts and trades (5.8%).
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REPRESENTATIVITY INDEX

Representativity index measures the percentage of
representation of a designated group in the
workforce under the Act, against labour market
availability in the Canadian workforce. Aboriginal
People’s representation in the workforce reached
almost 76.2% of their labour market availability of
the group in 2001 (1.5% of 2.1%). However, they
remain significantly under-represented in six
occupations (below 80% of availability), and
severely under-represented in one occupation,
namely, senior management, at 21.1% of their
labour market availability.

ABORIGINAL PEOPLES: REPRESENTATIVITY INDEX FOR
OCCUPATIONS BELOW LABOUR MARKET AVAILABILITY
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OCCUPATIONS

HIRINGS

Aboriginal Peoples had a higher share of hirings

in the workforce under the Act (1.7% in 2001,
compared to 1.6% in the previous year). This was
still below the 1994 peak of 1.9%. The number of
Aboriginal persons hired into the workforce under
the Act was almost 1,900 in the current reporting
year. The number of Aboriginal Peoples hired
exceeded 1,000 in six out of the 13 reporting years
(i.e., in the periods 1989-1990 and 1998-2001).

The hiring of Aboriginal employees was uneven in
the four industrial sectors, with Transportation
accounting for almost half of the hires, followed

by Communications, at 26.3%, Banking at 14.4%,
and the Other sectors at 10.0%. At 2.9%, the
Other sectors had the highest level of hirings of
Aboriginal Peoples in 2001, followed by Trans-
portation at 2.2%, and Communications at 1.5%.
However, of all new positions offered in Banking,
only 0.9% went to Aboriginal Peoples in 2001.
The percentage of Aboriginal Peoples hired into
the workforce under the Act in 2001 increased in
nine occupational groups, most notably in supervi-
sors crafts and trades (from 1.1% to 3.2%) and
skilled crafts and trades (from 1.7% to 2.4%).
There were declines in five occupations, most
notably in senior management (0.4% to 0.2%) and
semi-skilled manual workers (from 3.3% to 2.8%).

TERMINATIONS

Almost 1,600 Aboriginal employees were termi-
nated in 2001, the sixth year in a row where
Aboriginal terminations exceeded 1,000. As a
percentage of all terminations, more Aboriginal
employees were terminated in 2001 compared to
2000 (1.7% against 1.6%). Sectorally, Aboriginal
Peoples’ terminations as a percentage of all
terminations decreased in Banking (from 1.4% to
1.2%) and the Other sectors (from 2.3% to 2.1%),
but increased in Communications (1.3% to 1.4%)
and Transportation (1.9% to 2.3%). In 2001, the
number of Aboriginal Peoples hired exceeded the
number of terminations in the workforce under the
Act. The net results in 2000 and 2001 were posi-
tive and reverse the worsening trend between 1995
and 1999 when terminations exceeded hires.

PROMOTIONS

The share of Aboriginal employees of all promo-
tions in 2001 increased from 1.4% to 1.6% in
2001. The share was above the 1.2% to 1.5%
range observed between 1995 and 2000. Almost
40.5% of the Aboriginal Peoples’ share of promo-
tion activities occurred in Banking, followed by
around 24.0% in Transportation, 21.6% in Com-
munications, and 13.9% in the Other sectors. The
share of promotions of this designated group fell
in Banking but rose in the three other major

Aboriginal Peoples
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industrial sectors, most notably in the Other
sectors (from 2.3% to 2.8%), and Communications
(from 1.1% to 1.5%). A rise in the share of promo-
tions of Aboriginal employees occurred in eight
occupations, most notably in senior management
(from 0.3% to 1.1%), supervisors (from 1.8% to
2.3%), and skilled sales and service personnel
(from 0.7% to 2.1%). The share declined in

6 occupations, notably in professionals (from
9.9% to 1.1%).

SALARIES

The salary gap between Aboriginal women and all
women in 2001 widened again for the fifth year,
and also widened between Aboriginal men and all
men. The salary imbalance was persistent for the
two Aboriginal gender groups against total men
and total women in upper and lower salary range
The average salary of Aboriginal women working
full-time in the workforce under the Act was
$39,300 in 2001 against $45,800 earned by all
women. The salary gap between Aboriginal

Almost 26.4% of Aboriginal women in the
workforce under the Act working full-time earned
less than $30,000 in 2001 compared to 17.8% of
all women. Only 13.6% of Aboriginal men were in
this low range against 8.6% of all men. In the
upper salary range, 15.3% of Aboriginal women
earned over $50,000 compared to 25.2% of all
women. Over 35.4% of Aboriginal men were in

the upper bracket of $50,000 and more, which was
better than both Aboriginal women and all

women, but lower than all men whose proportion
in the upper range reached 47.4% in 2001. Propor-
tionally in the workforce under the Act, there were
four men in the upper salary range for every two
women, and in the Aboriginal workforce, there
were five men against two women. Therefore, the
double jeopardy for Aboriginal women is clear.

PERCENTAGE OF ABORIGINAL MEN AND WOMEN IN THE
WORKFORCE UNDER THE ACT WHO EARNED
$50,000 OR MORE, 2000 AND 2001

1999 | Change 2000 |Change |2001
(%) % (%) % (%)
Points Points

women and all women widened again this yeatr,

. Aboriginal M 31.3 2.7 34.0| 1.4 |354
Aboriginal women earned 85.7% of the average | aiyen el 19 laa7l 27 |a7a
salary earned by all women. For Aboriginal men,

. . . Aboriginal Women 10.7 2.2 129 24 |153
the gap widened also against all men, with Abo- | i women 92| a5 |227| 25 |252

riginal men earning 84.8% of what all men earned
in 2001, down from 86.3%. Aboriginal men’s
average salary was $49,450 in 2001 against
$58,250 for all men.
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5.4 Persons with Disabilities

= The representation of persons with disabilities was unchanged this year, but stayed within the declining
trend that started in 1996.

= This group’s share of hirings was higher in 2001, and its shares of terminations and promotions were
unchanged. The rate at which employees with disabilities are leaving the workplace is disquieting.

= The salary gap between women with disabilities and all women narrowed in 2001, but widened between
men with disabilities and all men.

REPRESENTATION
REPRESENTATION OF PERSONS WITH DISABILITIES IN THE Survey results will be released in the course of the
WORKFORCE UNDER THE ACT AND IN THE CANADIAN year 2003, and are expected to show a higher

LABOUR FORCE (IN PER CENT) percentage of persons with disabilities in the

Canadian labour force.

70 Canadian Labour Force Canadian Labour Force
1991:6.5% 1996: 6.5%

The representation of employees with disabilities

6.0 [~  Canadian Labour Force

e ranged between 2.0% and 2.7% across the four
50 | industrial sectors. About 34.5% of these employ-
ees were in Communications, followed by 30.2%

a0 in Transportation, and 26.9% in Banking. The

remaining 8.4% was in the Other sectors.
30 -

REPRESENTATION OF PERSONS WITH DISABILITIES IN THE
20 WORKFORCE UNDER THE ACT BY SECTOR, 1998 TO 2001

10 [~ 3.0% -
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At 2.3%, the representation of persons with 20%
disabilities in the workforce under the Act was
unchanged in 2001, and stayed within the declin-
ing trend that started in 1996. It was also much
lower than the peak of 2.7% observed in 1995.
There were 14,500 employees with disabilities in
the workforce under the Act in 2001, down 600
from the level observed in 2000 and down 1,600
from the historical record of 16,100 in 1995. This
year’s representation compares unfavourably with 0% = T reportation T Communications T Other Sectors !
the labour availability benchmark for persons with

disabilities in the Canadian workforce of 6.5%. I oo [Jaee 200 [ ] 2001

The new Participation and Activity Limitation

1.0% =
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The share of persons with disabilities in the
workforce rose only in Transportation in 2001, but
fell in Banking and Communications and was
unchanged in the Other sectors. It increased from
2.2% to 2.5% in Transportation, but fell from
2.3% to 2.0% in Banking, and from 2.4% to 2.3%
in Communications. It remained unchanged at
2.7% in the Other sectors.

Banking was the sector in 2001 where representa-

tion of this designated group was the lowest of thermediate sates

four major industrial sectors, and where it also fell
the most. At 2.0% in 2001, the representation of]
employees with disabilities is a sharp contrast with
4.1%, the level observed in 1990 in that industrial
sector. Also notable was the decline in the number
of employees with disabilities in Banking from
7,500 in 1990 to 3,900 in 2001.

Almost 82.7% of all employees with disabilities in

the workforce under the Act in 2001 were located V' Werkers |

in four provinces, namely, Ontario, British Colun
bia, Alberta, and Quebec. Ontario had 43.9% of|all
employees with disabilities, followed by British
Columbia at 14.6%, Alberta at 13.8%, and Quehec
at 10.4%. In terms of numbers, Ontario had 6,200
employees with disabilities, British Columbia
2,100, Alberta 1,950 and Quebec 1,500. The
Atlantic Provinces and the northern territories had

Other Managers |

Skilled Sales and
Service Personnel |

Manual Workers |

service personnel (from 1.4% to 1.8%), and other
manual work (from 3.4% to 3.9%). It fell in the
remaining eight occupations, notably in middle
and other management (from 2.0% to 1.9%) and
professionals (from 2.0% to 1.9%).

REPRESENTATION OF PERSONS WITH DISABILITIES IN

SELECTED OCCUPATIONS IN THE WORKFORCE UNDER
THE ACT, 2000 AND 2001

and Service
Personnel |

Middle and

Semi-Skilled

Other

I I I I 1
0.0% 1.0% 2.0% 3.0% 4.0% 5.0%

2000 - 2001

among them 7.3% of employees with disabilities
in the workforce under the Act, while Manitoba
had 6.6% and Saskatchewan had 3.4%.

The representation of employees with disabilities
in the workforce under the Act, improved in five
regions, most notably in Newfoundland (from
2.1% to 2.3%), and Quebec (from 1.2% to 1.3%).
But it fell in six regions, most notably in Saskatch-
ewan (from 3.5% to 3.3%) and the Yukon (from
3.2% to 2.6%).

The representation of employees with disabilities
increased slightly in six occupational groups in
2001, most notably in intermediate sales and

REPRESENTATIVITY INDEX

The representativity index measures the percent-
age of representation of a designated group against
its labour availability in the Canadian workforce.

At only 35.4%, this index was very low for

persons with disabilities in 2001 (2.3% divided by
6.5%). This designated group remains seriously
under-represented in all 14 occupational groups
without exception, and is severely under-repre-
sented in 11 occupations (where representation is
below 50.0% of availability).
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PERSONS WITH DISABILITIES: REPRESENTATIVITY INDEX FOR
OCCUPATIONS BELOW LABOUR MARKET AVAILABILITY
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OCCUPATIONS

HIRINGS

Persons with disabilities’ share of hirings in the
workforce under the Act in 2001 rose from 1.0%
to 1.2%. However, the share still follows a declin-
ing trend that started in 1993 at 1.7%, and this is
the only group where the share of hirings is much
below representation of employees with disabili-
ties in the workforce (1.2% against 2.3%). Fur-
thermore, the current share of hiring at 1.2% is a
fraction of the 6.5% availability of this designated
group in the Canadian labour force. Only 1,300
persons with disabilities were hired into the

workforce under the Act in the current reporting
year, which is equivalent to the number observed
in 1989.

Hiring of persons with disabilities rose from 0.9%
to 1.7% in Transportation and from 0.9% to 1.1%
in the Other sectors. It fell from 1.1% to 0.8% in
Banking and from 1.0% to 0.9% in Communica-
tions.

In 2001, as compared with the previous year, the
recruitment of persons with disabilities increased
in seven occupations and fell in seven, but the
total impact was positive as the increases ex-
ceeded the declines and the overall share in
recruitment increased to 1.2%. Hiring of persons
with disabilities increased significantly in interme-
diate sales and service personnel (from 0.7% to
2.0%), skilled crafts and trades (from 0.8% to
2.3%), and semi-professionals and technicians
(from 0.8% to 1.0%). It fell in senior management
(from 0.8% to 0.7%), administrative and senior
clerical personnel (from 1.4% to 0.9%) and skilled
sales and service personnel (from 0.5% to 0.2%).

TERMINATIONS

Persons with disabilities accounted for 1.9% of all
terminations in 2001, the same level observed in
the previous year. This share was lower than the
designated group’s representation in the workforce
under the Act, and is much lower than the peak of
terminations of 2.5% observed in 1995. But it is
also much higher than the intake through hirings
in 2001 (1.2%). The number of terminations of
employees with disabilities was 1,750 down from
1,800 in 2000.

Sectorally, Banking, Communications, and Trans-
portation accounted for almost 27.0% each of the
total number of persons with disabilities termi-
nated in 2001. The Other sectors accounted for
17.7%. The termination of employees with dis-
abilities in this reporting year was lower in Bank-
ing (from 2.1% to 1.9%) and Communications
(from 1.8% to 1.7%), higher in the Other sectors
(2.9%), and Transportation (1.7%).

The rate at which employees with disabilities are
leaving the workforce is alarming. In 2001, the

Persons with Disabilities
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number of employees with disabilities terminated
was again higher than that hired. The net result
was a drop in representation for persons with
disabilities. This situation has become a trend that
resulted in the population of persons with disabili-
ties in the workforce under the Act eroding from
16,100 in 1995 to 14,500 in 2001. In the period

2000). The gap narrowed for women with disabili-
ties against all women to only 3.3% (from 96.6%
in 2001 to 95.8%). The average salary of men
with disabilities was $54,900 in that year and of
women with disabilities was $51,150.

AVERAGE SALARIES OF PERSONS WITH DISABILITIES WORKING
1995_2000, terminations exceeded h|r|ngs in ever FULL-TIME AS A PERCENTAGE OF AVERAGE SALARIES OF ALL
. . - EMPLOYEES, BY SEX AND BY SECTOR, 2001
year, and the number of employees with disabili-

ties leaving the workforce exceeded those who _Men with Women with
. disabilities disabilities
were hired by 4,750 persons.
Banking 100.5% 98.5%
i i . X Transportation 96.4% 98.4%
Persons with disabilities were the only designated | communications 89.8% 89.3%
i P i Other sectors 93.7% 91.8%
group in Whlch more pepple have been terminated ;25 70Rs 04 3% 96.6%
than hired in the past six years. Moreover, persons

with disabilities were the only designated group
under the Act, which experienced net declines
over the past 14 years, with the exception of 1989.

PROMOTIONS

The share of promotions received by employees
with disabilities as a percentage of all promotion
activities by employers under the Act was un-
changed in 2001 at 1.9%, but was below their
representation of 2.3%. It was also much lower
than the record 2.8% observed in 1990. The share
of promotions of persons with disabilities has been
declining since 1990. The share of promotions of
this designated group rose in Transportation from
1.9% to 2.2% and Communications from 1.6% to
1.8%, but was unchanged in Banking at 1.9%, and
fell in the Other sectors from 2.4% to 1.9%.
Despite the drop, Banking still accounted for
54.0% of all the promotions earned by employees
with disabilities in the federally regulated private
sector workforce under the Act. It should be noted
that the share of promotions of employees with
disabilities was lower than their representation in
every sector.

SALARIES

The salary gap between men with disabilities and
all men widened in 2001 to 5.3% (men with
disabilities earned 94.3% of all men’s salaries for
full-time work in 2001 compared to 95.9% in

The percentage of men with disabilities in the
workforce earning $50,000 or more was lower
than the percentage of all men (40.5% compared
to 47.4%). On the other hand only 19.8% of
women with disabilities earned $50,000 or more,
compared to 25.2% of all women. For the lower
salary band, only 7.5% of men with disabilities
earned less than $30,000 on average compared to
8.6% of all men, while 18.4% of women with
disabilities earned less than $30,000 in 2001
compared to 17.8% of all women.
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5.5 Members of Visible Minorities

= The representation of members of visible minority groups increased again dramatically in 2001.

= Members of this group had higher shares of hiring and promotions in 2001 compared to 2000, and a

lower share of terminations.

e The salary gap narrowed for visible minority men against all men, but widened for visible minority women

against all women.

REPRESENTATION

REPRESENTATION OF VISIBLE MINORITIES IN THE
WORKFORCE UNDER THE ACT AND IN THE
CANADIAN LABOUR FORCE (IN PER CENT)

16.0 —
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In 2001, the workforce under the Act included
74,100 members of visible minorities. Their
representation increased again, from 10.7% in
2000 to 11.7% in 2001. This level is a significant
improvement for visible minorities over the past
five years, but is lower than the forecast of their
labour market availability of 14.0%, expected in
the 2001 census.

Almost eight in ten visible minority employees
were in Banking and Communications in 2001.
Banking had 45.3% of employees in this desig-
nated group, followed by Communications with
31.5%, Transportation with 18.3%, and the Other
sectors with 4.8%.

The representation of members of visible minori-
ties increased in all four major industrial sectors in
2001. Banking continued to have the highest
representation of visible minorities at 17.1% in
2001 compared to 16.6% in 2000. This was fol-
lowed by 10.9% in Communications, 7.9% in the
Other sectors and 7.6% in Transportation. AlImost
96.2% of visible minority employees in the
workforce under the Act in this reporting year were
located in four provinces and in the following
order of magnitude: Ontario, British Columbia,
Alberta, and Quebec. The remaining provinces and
territories had combined only 3.8% of all visible
minority employees under the Act. Ontario alone
accounted for two-thirds of all visible minority
employees in Canada under the Act. This province
had 46,100 visible minority employees, followed
by British Columbia with 13,400 (or 18.4%). Aside
from Ontario and British Columbia, the number of
visible minority employees exceeded 1,000 in
three other provinces, namely, Alberta (5,300),
Quebec (5,300) and Manitoba (1,500).

The representation of visible minority employees
as a percentage of the workforce under the Act
increased in nine provinces and the Northwest
Territories but fell in Newfoundland and the
Yukon. It rose significantly in Ontario from 15.4%
to 16.3%, in Quebec from 3.9% to 4.7%, in British
Columbia from 15.8% to 17.5%, and in Alberta
from 7.6% to 8.4%. Only Ontario and British
Columbia had a representation level of visible
minorities higher than 10.0%.

Members of Visible Minorities



In 2001, almost nine out of ten visible minority average level of 11.7% in the following occupa-
employees in the workforce under the Act worked tions: professionals, supervisors, administrative
in five occupational groups, namely, middle and and senior clerical personnel, clerical personnel,
other managers (7.7%), professionals (17.7%), and other sales and service personnel.
administrative and senior clerical personnel

(10.4%), clerical personnel (36.1%), and semi- REPRESENTATIVITY INDEX

skilled manual workers (7.9%). This distribution
has been more or less the same over the past few
years. Visible minority employees have been
relatively more concentrated in the professional
group compared to the other designated groups.
Over 20.2% of all visible minority employees

were professionals in 2001, against 14.6% of
women, 12.0% of Aboriginal Peoples, and 14.7%
of persons with disabilities. However, only 8.0%
of visible minority employees were in the two
management groups, compared to 11.1% for the
entire workforce, 10.0% for women, 9.1% of
persons with disabilities and 5.7% of Aboriginal
employees.

The representativity index measures the percent-
age of representation of a designated group against
the Canadian workforce. Visible minority employ-
ees’ representation in the workforce under the Act
has reached 11.7% in 2001, which is 76.4% of
their expected labour market availability of
14.0%. Also, they remain significantly under-
represented in five occupations: senior manage-
ment (at 51.2% of their availability for that occu-
pational group), semi-professionals and techni-
cians (56.3% of availability), skilled sales and
service personnel (55.2% of availability), semi-
skilled manual workers (70.9% of availability) and
other manual workers (55.7% of availability).

REPRESENTATION OF MEMBERS OF VISIBLE MINORITIES IN
SELECTED OCCUPATIONS IN THE WORKFORCE VISIBLE MINORITIES: REPRESENTATIVITY INDEX FOR
UNDER THE ACT, 2000 AND 2001 OCCUPATIONS BELOW LABOUR MARKET AVAILABILITY

Senior
Managers

Other

Skilled Sales and Manual Workers

Service Personnel

Skilled Crafts

and Trades
Semi-Skilled
Semi-Skilled Manual Workers
Manual Workers

Intermediate Sales
and Service

Skilled Sales and
Personnel | Service Personnel
Other Sales and

Service Personnel

Semi-Professionals
and Technicians

Clerical
Personnel

Professionals

Senior

Administrative Managers

and Senior
Clerical Personnel

I I I I | I T T T T 1
0.0% 4.0% 8.0% 12.0% 16.0% 20.0% 0% — 20% 60% 80% —

2000 - 2001

OCCUPATIONS

The representation of visible minority employees
increased in all 14 occupations in the workforce
under the Act, most notably in senior managemet!//IRINGS
(from 3.2% to 3.7%), professionals (from 15.2%
to 16.5%), administrative and senior clerical
personnel (from 16.1% to 17.5%), and skilled
sales and service personnel (from 5.6% to 6.8%).
Visible minority representation was above the

Members of visible minority groups had a higher
share of hirings in the workforce under the Act in
2001 (12.6% compared to 12.1% in the previous
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year). This was another historical record since
1997 when the share of hirings was also 12.1%. It
also compares favourably with share of represen-
tation at 11.7%. More than 13,700 members of
visible minority groups were hired into the
workforce under the Act in the current reporting
year. This represents the highest number ever of

sors crafts and trades (from 2.8% to 4.3%). De-
creases occurred also in five occupations, most
notably in administrative and senior clerical
personnel (from 14.8% to 12.4%), intermediate
sales and service personnel (from 14.8% to
11.5%).

visible minorities hired. The last record year was TERMINATIONS

1989 when 10,600 visible minority persons were
hired, but that made only 10.1% of all hires in that
year, and was the only time the number of visible
minority hires exceeded 10,000 persons.

The hiring of members of visible minorities fell in
Banking but rose in the other three major indus-
trial sectors. Communications accounted for
37.3% of all visible minority hires, followed by
30.0% for Transportation, 29.0% for Banking, and
only 3.6% for the Other sectors, a sharp decline
from 1999 when the Other sectors accounted for
almost 6.5% of all hires of visible minorities. The
recruitment of members of visible minority groups
was strong in Communications in 2001, account-
ing for 15.5% of all hires in the sector compared
to 12.5% in the previous year. The share was also
higher in Transportation, from 9.7% to 10.0%, but
lower in Banking, from 16.6% to 13.8%. Hiring of
this designated group increased from 7.1% to
8.2% of all hirings in the Other sectors in 2001.

Almost 70.0% of all hirings of members of visible
minority groups into the workforce under the Act
occurred in three occupations only, namely,
professionals (12.6%), clerical personnel (37.3%),
and semi-skilled manual workers (19.1%). The
remaining 30.0% was distributed unevenly across
the other 11 occupations. Almost 8.1% were hired
as intermediate sales and service personnel, 5.6%
as skilled crafts and trades workers, and 4.2% as
middle and other managers. A very insignificant
number of visible minorities (less than 0.1%) were
hired as senior managers.

The percentage of members of visible minority
groups hired into the workforce under the Act rose
in nine occupations, most significantly in skilled
crafts and trades workers (from 7.7% to 13.8%),
senior managers (from 1.6% to 3.3%), middle and
other managers (from 7.8% to 9.1%), and supervi-

Over 9,850 visible minority employees were
terminated in 2001, almost 500 more than the
number terminated in 2000. As a percentage of all
terminations, employers under the Act terminated
fewer visible minority employees in this reporting
year compared to 2000 (10.6% compared to
11.0%). Sectorally, Banking accounted for 35.6%
of all terminations of visible minority employees,
followed by Communications at 34.8%, Transpor-
tation at 23.8% and the Other sectors at 5.9%. The
share of terminations rose in Transportation from
6.9% to 7.8%, and in the Other sectors from 5.6%
to 5.8%, but fell in Banking from 14.5% to 13.8%,
and Communications from 12.7% to 12.5%. In
2001, the number of visible minority employees
hired was greater by 3,900 people than those
terminated in the workforce under the Act. This
was in line with the trend established since 1995.
In the period 1995-2000, hirings exceeded termi-
nations in every year for a cumulative positive
impact of 9,300 employees.

PROMOTIONS

The share of promotions received by members of
visible minority groups of all promotion activities
by employers under the Act increased from 14.4%
in 2000 to 14.6% in 2001. The share in this
reporting year is also much higher than the level
of representation of visible minority employees of
11.7%. It is also the highest level of promotions
received by visible minority employees since the
first year of reporting under the Act in 1987. The
rise has followed a trend that started in 1993 at
8.4%. In 2001, 7,450 visible minority employees
were promoted compared to 8,750 in 2000.

Almost nine in ten promotions of members of
visible minority groups occurred in Banking and
Communications. The remainder was divided
between Transportation 6.9% and the Other

Members of Visible Minorities
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sectors 4.9%. The share of promotions of this
designated group rose from 18.3% to 18.9% in
Banking, the highest achieved since 1987. The
share also rose from 7.3% to 9.2% of all promo-
tions in the Other sectors, but fell from 7.4% to
6.3% in Transportation and from 13.0% to 12.1%
in Communications. The share of promotions of
members of visible minority groups in the
workforce under the Act, increased in nine occu-

pations, most significantly in senior management

(from 4.0% to 5.4%), middle and other manage-
ment (from 9.9% to 10.8%), administrative and
senior clerical personnel (from 19.3% to 21.6%),
and in other sales and service personnel (from
6.9% to 10.8%). The share fell in 5 occupations,

significantly in supervisors crafts and trades (from

4.6% to 3.9%), clerical personnel (from 16.7% to

In 2001, 12.7% of visible minority men earned
less than $30,000 compared to 8.6% of all men in
the workforce under the Act. In contrast, at the
other end of the salary scale, 41.6% of visible
minority men earned $50,000 or more, against
47.4% of all men. Visible minority women were
not far behind all women in terms of salary bands.
For instance, 19.8% of visible minority women
earned $30,000 or less compared to 17.8% for all
women, a difference of 2.0%. The difference was
also small for those earning $50,000 or more, as
22.0% of visible minority women being in that
band compared to 25.2% for all women. But these
findings also confirm the presence of double
jeopardy for visible minority women against all
men: while visible minority women remain behind
all women in every salary band, all women also

15.3%), and intermediate sales and service person-remain behind all men, creating a two-tier stratum.

nel (from 12.8% to 9.4%).

SALARIES

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

SALARIES OF ALL EMPLOYEES, BY SEX, 1999 - 2001

1999 2000 2001

Visible minority men 92.4% | 92.8% 92.2%

Visible minority women 96.4% | 96.4% 95.1%

In 2001, the salary gap between visible minority
men and all men narrowed, while that between
visible minority women and all women widened.
Visible minority women earned 95.5% of all
women'’s average salaries compared to 96.4% a
year earlier, while visible minority men earned
93.1% of all men’s salary compared to 92.8% a
year earlier.

PERCENTAGE OF VISIBLE MINORITY MEN IN THE WORKFORCE
UNDER THE ACT WHO EARNED $50,000 OR MORE,

1999 - 2001

1999 | Change 2000 |Change |2001
(%) % (%) % (%)
Points Points

Visible minority men 36.2 2.7 38.9| 2.7 |416
All Men 42.8| 2.0 448| 2.6 (474
Visible minority Women 16.9 3.2 20.1| 19 |22.0
All Women 19.2| 35 227 25 |[252
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Appendix A:
Glossary of Terms

Average Salary Calculations

Estimates of average salaries are based on
information from Form 3 of the employers’
reports. Salary information is reported by salary
ranges. Estimates of average salaries for full-
time work were calculated using the midpoint of
each range as a proxy for its salary value. For
the highest salary range ($70,000 and over),
the mean value for the range was derived in
1987 from projections of the salary distribution
curve. For each year following 1987, this value
was adjusted using the consumer Price Index.
For reporting year 1997, this value was adjusted
to take into account that the highest salary range
went from $70,000 and over to $100,000 and
over.

Canadian labour force

The term “Canadian labour force” (or “labour
force”) is used to describe those people 15 years
of age or older who worked in Canada at any
time from January 1, 1995 until May 1996 (the
time of the last Census). For persons with
disabilities, data from the 1991 Health and
Activity Limitations Survey (HALS) conducted by
Statistics Canada were used. In this case, the
data refers to people aged 15 to 64 years and
who worked sometime between January 1, 1986
and June 1991. The Canadian labour force is
distinct from the “workforce under the Act” (see
definition, below).

Census Metropolitan Area (CMA)

A Census Metropolitan Area is an urban region
identified by Statistics Canada as having a
population of more than 100,00 people. The
Employment Equity Act identifies eight
designated CMAs. They are: Vancouver, Calgary,
Edmonton, Regina, Winnipeg, Toronto, Montreal
and Halifax.

Changes in representation

Many factors contribute to the changes in the
representation levels of members of designated
groups in the workforce under the Act from one
year to another. Some of these factors directly

affect the employment situation of members of
designated groups in the workforce and relate
to employment equity. For instance, the number
of employees hired and promoted represents
opportunities employers had to improve the
representation of designated groups in their
workforce. Other factors, such as changes in the
rate of self-identification of members of
designated groups and changes in the
composition of the groups of employers reporting
under the Act, affect the statistical profile of
the designated groups. However they do not
actually improve the employment situation of
individuals in these groups.

Concentration

Refers to the extent to which members of a
designated group are found in a particular
occupational groups or geographic area. If
Aboriginal peoples are concentrated in one type
of job, a high percentage of Aboriginal Peoples
work at that occupation.

Distribution

Refers to how members of a designated group
are spread or dispersed (in terms of
percentages) among regions, sectors,
occupational groups, salary ranges, etc. For
example, if we said that “Women are distributed
evenly among the four industrial sectors in the
“workforce under the Act”, it would mean that
25% of all women in the workforce are found in
each of the sectors.

Employment Equity

Occupational Groups (EEOG)

Employers are required to categorise their
employee data by occupational category on
several forms when they prepare their report.
The employment Equity Regulations specify the
14 occupational groups that employers now use.
These groups are related to the new National
Occupational Classification (NOC) that Statistics
Canada uses in collecting labour force data.
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Industrial Sector

Most employers covered by the Act fall in one of
three main federally regulated sectors in Canada:
Banking, Communication and Transportation. For
the purpose of this report, the grouping “Other
Sectors” includes all Crown corporations and
individual industries (e.g., nuclear energy, grain
elevators, and metal mines) that fall under
federal jurisdiction, but are not included in the
first three sectors

Representation

Refers to the percentage of all employees in a
particular occupation, salary range, sector, etc.
who are members of a designated group. For
example, if 45% of all employees in sector X are
women, their representation in that sector is
45%. Similarly, if the representation of women
is high in a particular occupation, a high
percentage of all employees in it are women.

Terminations

Refers to the number of employees terminated
from the workforce. A terminated employee is
defined as an employee who retired, resigned,
was laid off or dismissed, or otherwise ceased
to be an employee in a company covered by the
Act.

Wage gaps

The estimated average salary of women is
expressed as a percentage of men’s estimated
average salary, for full time work. For the other
designated groups, the average salaries of men
and women in a designated group are expressed
respectively as a percentage of the average
salaries of all men and of all women in the
workforce. This percentage gives an indication
of the differences in earning between the groups.

Workforce or workforce under the Act
In this report, the terms “workforce” or
“workforce under the Act” always refer to those
people who work for employers covered under
the Employment Equity Act. The figures are
derived from employers’ reports. The workforce
under the Act is distinct from the “Canadian
labour force” (see definition, above).
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Appendix B:
Ratings Methodology

The following rating methodology is based on the numerical data contained in the six reports that employers
covered by the Employment Equity Act prepare each year. The ratings provided in the Annual Report to Parliament
do not reflect the degree of difficulty encountered by employers in achieving equity for designated groups. The
qualitative side of the current or future status of the company and the difficulty of accommodating various
designated group members is normally viewed within the context of an audit conducted by the Canadian Human
Rights Commission (CHRC).

The purpose of rating employers is:

= To evaluate quantitatively the situation of designated group members in individual companies covered by
the Act and the progress made by the groups in these companies; and

= To provide companies with a tool that summarises their quantitative performance and allows them to
make comparisons.

Please note that the ratings have a limited focus compared to the extensive audits performed by the CHRC. It is
the responsibility of the Canadian Human Rights Commission (CHRC) to verify whether employers have met their
obligations as stipulated in the Employment Equity Act (sections 5, 9 to 15 and 17).

The methodology contains the following elements: The six indicators are based on the numerical data
submitted annually by individual employers
covered by the Act. They reflect the situation of
the designated groups in the company’s workforce
* An alphabetical employer rating based on the  at the end of a calendar year. They indicate the

e Six indicators showing representation,
clustering, salary gap, hirings, promations and terminations;

sum of the six indicators (A, B, C, D, or 2Z). progress experienced by the designated group
members in representation, occupational distribu-
Ratings and Indicators tion and salary, as well as their shares of hirings
The ratings provide a measure of the six indicators ?;25:8?0'“0“5 and the company’s efforts in

in a single score. Data gathered from employers
and from the Census information on the labour
force are used to generate this measure of quanti-
tative performance. A score from 1 to 16 (1 being
the least score) is assigned for each designated + An employer’s workforce should mirror the
group in each employer’s workforce. Using labour market availability of a designated
standard methods in statistics, weights are group in the Canadian labour market
attached to the component data parts, which
ultimately combine to create a rating that summa-
rises all 6 indicators. This comprehensive index
is an objective and accurate measure of an
employer’s quantitative performance.

A good situation would meet the following
conditions:

* Members of designated groups would work in
the same types of jobs as other employees in
the same organisation as reflected in the 14
occupational categories, and receive adequate
shares of hirings and promaotions.

4 While equalling or surpassing the labour market availability of the four designated groups is an important milestone in achieving a
representative workforce, it is not the perfect benchmark for an employer. For example, the occupational distribution of the designated
groups has some imperfections such as inadequate educational opportunities. Other barriers to entry also exist in the labour market, and
the weakness of the occupational data by industry is that not all available/potential employers are included.
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* Members of designated groups would earn, onndicator 2 - Clustering

average, the same salaries as other employees

in the same organisation, and not adversely
suffer terminations.

Indicator 1 - Representation

Indicator 1 measures the representation of desig-
nated groups in the employer’s workforce against

the labour market availability of the designated
group. Availability data are used as an external

benchmark for the employer, and its calculation is
based on Canadian census data for provinces and

CMAs in which the employer has employees.

Shares of designated groups in an employer’s

Indicator 2 tests clustering, showing the degree to

which designated groups are equitably represented

in all 14 occupational groups. It measures the
extent of concentration of designated groups in the
14 occupational groups by weighing their repre-
sentation and percentage share in each occupa-
tional group, and calculating an occupational
equity index. The objective is to determine
whether members of a designated group are
concentrated in particular types of jobs that tend,
for example, to offer lower salaries and less
chance for advancement than those held by the
rest of an organisation’s employees.

workforce are compared against the labour marké&kample

availability for each designated group.

Example:

Zoom Airlines has 1,000 employees, of whom 100 (or 10%) are
members of visible minority groups. The labour market availability
of visible minority groups is 9%. Zoom Airlines is considered having
adequate representation for this designated group since its
representation is equal to/ higher than the labour market availability.

Scoring for Indicator One

The scores for this indicator range from 0 to 4, as

explained below:

* Arepresentation that is 90% and over of labour

availability receives 4 points;

e A representation between 75% and 89% of
availability receives 3 points;

* A representation between 65% and 74% of
availability receives 2 points;

e And a representation between 50% and 64%
receives one point.

e Any representation of less than 50% of the
labour market availability receives no points.

Example

In Zoom Airlines, women represent 40% of the employer’s workforce,
and their labour market availability is 45%, then the ratio of
representativity would be 89% (40 divided by 45), and the employer
receives 3 points.

The Thrifty Trust Company employs 3,000 people, 2,000 of whom
are women. About 600 (20%) employees of all employees are in
the Middle and Other Managers occupational groups. However, only
6% of women are in these occupations, although they represent
66% of all employees in the company. Most women are working in
lower-end Clerical Workers jobs. These figures indicate that women
are under-represented in the managerial jobs, with a large concen-
tration of women working in a particular area (in this case, the
lower end clerical jobs).

Scoring for Indicator Two
There are 14 occupational groups for employment
equity purposes (EEOGSs). They represent group-
ings of 522 individual occupations classified
according to the National Occupational Classifica-
tion code (NOC). In NOC, jobs are classified
according to “skill type” (the type of work per-
formed) and “skill level” (the minimum level of
education or experience required of the job). The
skill levels associated with the classification
system are used to assign a value to each of the

fourteen EEOGs (shown in the chart below). The
representation share of a designated group found
in an occupation is then multiplied by each value.
For example, the EEOG Senior Managers is
accorded a value of 6, and Other Manual Workers,
at the lower-end, a value of 1. The other

12 EEOGs are assigned weights anywhere be-
tween 2 and 5. The results of each calculation are
added up and the sum is divided by the percentage
representation of the group in the employer’s
workforce to obtain an equity index.
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Senior Managers 6
Middle and Other Managers 5
Professionals 4
Semi-professionals and technicians 3
Supervisors 3
Supervisors: Crafts and Trades 3
Administrative and Senior Clerical Personnel 3
Skilled Sales and Service Personnel 3
Skilled Crafts and Trades Workers 3
Clerical Personnel 3
Intermediate Sales and Service Personnel 2
Semi-Skilled Manual Workers 2
Other Sales and Service Personnel 2
Other Manual Workers 1
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Indicator 3 - Salary Gap

Indicator 3 compares average full-time salaries of
the designated groups against the control group.
The objective is to determine the distribution of
designated group members among the various
salary ranges to determine the extent to which
their salaries differ from those of the control
group. Three salary ranges are used: under
$30,000, $30,000 to $49,999, and over $50,000.

Scoring for Indicator Three
For scoring purposes, each of the three salary
ranges has a weighting value assigned to it:

» $50,000 and over gets a weight of 3,
» $30,000 to $49,999 gets a weight of 2, and
» Less than $30,000 gets a weight of 1.

Example:

To assess the “fairness” of the salaries of members of a given

designated group in relation to other workers at Triple-T Trans-

The index of an equitably distributed designated PO ese steps are followed:

group is 100. An index below 100 denotes that the
group occupies lower occupational levels. The
lower the index (below 100) the greater the degree
to which the designated group is “compressedi or
clustered in the lower occupational levels of the -
employer’s workforce.

The scores for this indicator range from 0 to 3, as
explained below:

« |If the value of the index obtained for the

For each of the three salary ranges (column one), the weight-
ing value (column 2) is multiplied by the percentage repre-
sentation of members of the particular designated group
(column 3). The results of this multiplication are shown in
column 3 and are added together in the last row.

These steps are repeated for each designated group as
well as for the control group.

The total result for the designated group is compared to
the total result for he control group.

Designated Group

Control Group
Percentage
representation

Value Percentage

representation

Weight Weight

designated group were at least 90%, the COM-{g50000 3 200 0.87 30% 0.9

pany would receive a score of 3 points towards; 0

the calculation of its rating for that designated | **°° 2 o5% 110 o L2

group Iégg,sog‘gn 1 16% 0.16 10% 0.1
« If the value index obtained for the designated | ™= 100% 213 100% 22

group were between 65% and 89%, the com-
pany would receive a score of 2 points.

¢ Results between 50% and 64% would receive
one point.

e If the result were below 50%, the company
would receive a score of 0 for that designated

group.

The cumulative weight of 2.13 for the designated
group is divided by the cumulative weight of the
control group, 2.20, to arrive at the ratio of the
salary of the designated group to the control group
of 96.8%.
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The score for this indicator range from 0 to 3 The scores for this indicator range from 0 to 2, as

points, as explained below: explained below:

e Because the value obtained for the designated < Using thePower Grainexample, we get a
group is at least 90% of the value obtained for result of 96%. Because the score was 90% or
the control group (96.8%), the company would greater, the company would receive a score
receive a score of 3 for the designated group of 2.

towards the calculation of the rating. e |If the result had been between 50% and 89%,

« If the value obtained for the designated group the company would have received a score of 1.
had been between 65% and 89% of the value
obtained for the control group, the company
would have received a score of 2 for the
designated group.

If the result were less than 50%, the company
would receive a score of 0.

Indicator 5 - Promotions

« If the value obtained for the designated group
had been between 50% and 64% of the value
obtained for the control group, the company
would have received a score of 1 for the
designated group.

This indicator shows whether designated groups
receive a fair share of promotions commensurate
with their representation in the workforce. It
compares the representation of the group in the
employer’s workforce with the share of promo-

* Any values below 50% would earn 0 points for  tions that the group’s members received. Since the

the company. number of promotions tends to decrease as people
go up in the hierarchical structure of a company,
Indicator 4 - Hirings different types of promotions have different

impacts, in terms of salary and status in the
company. This bias is corrected by adjusting the
total number of promotions that all groups re-
ceived with weights ranging from 1 to 6 depend-
ing on the occupational group in which they
occurred. The approach is similar to the one used
in calculating indicator 2 (see values assigned to
the 14 occupational groups on page B-2). The
shares of representation of the designated group
are adjusted the same way.

This indicator measures hirings of designated
groups against their labour market availability.
The percentage of a designated group out of all
hiring activities by an employer is compared to the
labour market availability of the designated group.

Scoring for Indicator Four:

According to its reportower Grainhad 250
employees on December 31, 1999. Of these, 110
were women. The labour market availability of
women is 46%. Using these numbers we could

. The adjusted shares of promotions are then com-
calculate the percentage of women hired:

pared to the adjusted shares of representation.

110/ 250 * 100 = 44%. . . .
Scoring for Indicator Five

This is divided by the labour market availability: For example, about 10% bflimited TV’s

44% / 46% = 96Y%. workforce belongs to group X (i.e., their adjusted
representation is 10%). In 1999, the group re-
ceived about 12% of the adjusted promotions that
took place in the company. Therefore members of
the group apparently received at least their fair
share of promotions.
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Using theUnlimited TVexample, we could
compare the adjusted share of promotions of
group X to its adjusted representation in the
company’s workforce in the following manner:

Ratio of promotions to representation:
(12% / 10%)*100 = 120%

Therefore, the share of promotions is
0.2 or 20% superior to the share of
representation.

The scores for indicator five range from 0 to 2, as
explained below:

Because the result was 90% or greater, the
company would receive 2 points towards the
calculation of the rating.

A result between 50% and 89% would receive
1 point.

A result of less than 50% would yield no
points.

Indicator 6 - Terminations

Indicator 6 measures whether designated groups
are adversely affected by the employer’s termina-
tion activities. It compares the percentage of
terminations of each designated group as a propor-
tion of the group’s representation in the employ-
er’s workforce to the percentage of total termina-
tions divided by the total number of employees.
The expectation is that designated groups are not
disproportionately terminated compared to their
representation in the organisation.

Scoring for Indicator six

International Traders Inc. had 1,000 employees o
December 31, 1999, of whom 200 were women.
The company terminated 90 employees of whom
25 were women.

To measure the impact of terminations on women,
the percentage of women terminations to women’s
representation is calculated first:

257200 =12.5%

Then the percentage of all terminations as a
ratio of all employees is calculated:

90 / 1,000 = 9%.

By dividing the two ratios, we can obtain a meas-
ure of the impact:

12.5% / 9% = 1.39
(Or approximately 140%).

This means that women are terminated at a dispro-
portionately higher level compared to their pres-
ence in the organisation.

The scores for this indicator range from 0 to 2:

A ratio of women'’s terminations to total
terminations of 90% and over would receive no
points.

That between 50% and 89% would receive
one point.

A result of less than 50% would yield two
points.

Total Result for the Rating

The points obtained for indicators 1 to 6 are added
to arrive at a total score for the rating of an em-
ployer. The maximum total score for a rating is 16
(100%). An alphabetical mark is granted for each
score, where a score of 13-16 gets an “A”, a score
of 11-12 gets a “B”, a score of 8-10 gets a “C”,
and a score of 1-7 points gets a “D”. A report that
is received after the deadline gets an “L” citation.
Employers who submit no report for a designated
group get an “R” citation (no report submitted).
When an employer has less than 10 full-time
employees, an asterisk will appear next to the
rating for a designated group (e.g., B¥).

\r?pecial situations

No Representation Problem

When a company reports no members of a certain
designated group in its workforce, it gets a “Z” for
that group. A “Z” is the lowest rating, with zero
representation of a designated group.

No-activity Problem

Where an employer reports no activity in hiring,
promotion, and termination, the calculation of the
rating will be adjusted and will include only those
indicators where an activity has taken place.
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Small numbers problem

When representation, hiring, promotion, and terminations numbers of a designated group are very small
(less than five employees), the calculation will include only those indicators where the presence of a desig-
nated group is significant

SUMMARY RATINGS AND SCORES - B-1 = RATING SCORES

SIGNIFICANT NUMBERS NO-ACTIVITY AND SMALL NUMBERS PROBLEM

RATING INDICATORS (1-6) INDICATORS (1-3) INDICATORS (1-3) PLUS 1
CALCULATED FROM (4-6) CALCULATED
A 13-16 8-10 10-12
B 11-12 7 9
C 8-10 5-6 6-8
D 1-7 1-4 1-5
SUMMARY RATINGS AND SCORES - B2 = RATINGS SCHEDULE FOR A DESIGNATED GROUP
RATING INDEX CITATION
A 80 - 100 Very Good Performance in all six indicators
B 70-79 Good performance
C 60-69 Moderate to Less than Average Performance
D <60 Poor performance
z 0 Employer has no members of a designated in the workforce
L - Report or corrected report submitted more than 30 days after deadline.
R - No report submitted.
SUMMARY RATINGS AND SCORES - B3 = EXAMPLE ASSIGNMENT OF A RATING FOR A DESIGNATED GROUP
INDICATOR POINTS EARNED MAXIMUM POINTS
Representation 2 4
Clustering 2 3
Salary Gap 2 3
Hirings 2 2
Promotions 1 2
Terminations 2 2
Total 11 16
Rating 11 of 16 B

SUMMARY RATINGS AND SCORES - B4 = RATING OF EMPLOYERS

NAME NUMBER WOMEN ABORIGINAL PERSONS WITH MEMBERS OF

OF EMPLOYER OF EMPLOYEES PEOPLES DISABILITIES VISIBLE MINORITIES
Air Waves 485 B C D D

Sirius Networks 1327 C B B A

Condor Machines 341 A B A A

International Traders 3122 A A B C
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Appendix C:

GPI (Good Practices Index) Methodology

Section 18 of the Employment Equity Act states the following:
18. (6) An employer shall include in a report a description of

(a) the measures taken by the employer during the
reporting period to implement employment equity and
the results achieved, and

(b) the consultations between the employer and its

representation, hiring, terminations, and promo-
tions), and provides an appropriate explanation in
the narrative. If the statistical report contained no

variations, the employer should state that in the
narrative and that will still earn one point.

employees’ representatives during the reporting period
concerning the implementation of employment equity.

While the employer ratings are used to measure
progress by employers in their statistical profile,
the Good Practices Index (GPI) measures the
degree of the fulfillment of the obligation to
submit a timely and complete narrative report.

The GPI is a summary measure of the fulfillment
of the reporting obligation to complete a timely
narrative report with its three elements: results,

measures and consultations. It is not intended as| &

rating of the contents of the narrative reports. The
Canadian Human Rights Commission (CHRC)
uses the employer annual reports, including
narratives, in its conduct of audits of employers
under theEmployment Equity Act.

The Good Practices Index (GPI) has a maximum
value of five points and a minimum of zero. An

Scoring Examples

Employer X submitted a report on May 30, which includes a
narrative report containing measures, results and
consultations. The narrative also explained the reasons why
the workforce in the Quebec branch went down from 150 to
20 employees (“only administrative staff was kept in
Quebec; all other staff moved to headquarters”), and why
the total workforce of Employer X increased from 1,100 to
2,900 because (“because the employer acquired two other
companies during the calendar year, namely, ...”). This
employer obtains a maximum GPI score of 5 points for the
narrative report.

Employer Y submitted a report on June 15. The narrative
ortion contained measures and results but no
consultations. The statistical portion of the report had
noticeable variations that were not explained in the
narrative. This employer receives a GPI of 2 points, and
loses 3 points

e for missing the legislated deadline of June 1;
e for failing to report on consultations; and

e for failing to explain the variations in the statistical
portion of the report.

employer can obtain one point by simply meeting
the deadline (i.e., submitting the narrative report
anytime between January 2 and June 1st). The
employer earns one point for the inclusion of each
of the three elements of the narrative:

1. Measures undertaken to improve the situation
of the designated groups (one point).

2. Results of measures taken in previous years
(one point).

3. Consultations with employees’ representatives
including unions (one point).

A fifth point is obtained when an employer real-
izes that the statistical report contains abnormal
variations from the previous year (in the counts of

HRDC staff will alert employers of the missing
elements in their narrative report during the
30-day period that follows the submission of their
report. Employers will have an opportunity to

report on these missing elements and avoid losing

points. HRDC staff will not verify the contents of
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the narrative report as these are used by the CHRC

in the conduct of audits. However, HRDC will

ensure that no fraud is involved in the preparation

of the report (such as submitting the same narra-
tive report from previous years, including irrel-
evant text). An accurate, timely and full report is

expected from each employer so that credible data
is passed to the CHRC and is used in the prepara-

tion of the Minister of Labour’s Annual Report to
Parliament.
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Appendix D:
Federal Public Service

and Federal Contractors

The data for the Federal Public Service is based on
the fiscal year ending March 31, 2001.

The data for the Special Operating Agencies is the
most recent data available, and in some cases may
be two years old.

The data for the Federal Contractors is based on
calendar year 2001. Future updates to this table
may include more details.
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Appendix E:
Statistical Summary

Under section 20 of themployment Equity Act,
each year the Minister is required to table in
Parliament an analysis and consolidation of the
employers’ reports received under the Act. The
following tables represent the consolidation of
employers’ reports for 2001

This is the fifteenth consecutive year that an
analysis and consolidation of federally regulated
employers’ reports have been made available
under theEmployment Equity Acthe consolida-
tion includes detailed tables for 2001 and a set of
tables showing the representation of designated
groups for 1987, 2000 and 2001.

Data for 2000 could be different from last year’s
consolidation. For instance, data now include

amendments and additions submitted too late to be
incorporated in last year’s consolidation.

The tables in this Appendix present data aggre-
gated to include full-time, part-time and temporary
employees. The only exceptions to this rule are the
last three tables. Table 9 is a summary of data on
designated groups comparing their representation
in the workforce with the percentage of all em-
ployees hired, promoted or terminated who were
members of the groups. It includes only perma-
nent workers (full-time and part-time). The last
two tables present data on full-time and part-time
salaries printed separately.

The list on the following page presents the tables
that make up the consolidation for 2601

1 Please see the chapter “Employer Ratings” for a complete listing of the employers included in the consolidation for 2001.

2 More detailed data are available upon request. If you need such data, please refer to page 10 of this report for details on how to communi-

cate with Labour Standards and Workplace Equity staff.
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