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PRESIDENT'S MESSAGE

Fairness and respect are fundamental values that Canadians share and cherish.

Promoting these values is at the heart of the Public Service of Canada’s efforts

to become more representative and more inclusive. We want to ensure that all qualified
Canadians have an opportunity to participate at all levels in this essential

national institution.

In last year’s report, we welcomed the establishment of two Task Forces, the Task Force
on the Participation of Visible Minorities in the Federal Public Service and the Task
Force on an Inclusive Public Service. Over the course of the last twelve months, both
have made important recommendations about how to stimulate positive change in the
Public Service workforce.

The Task Force on the Participation of Visible Minorities in the Federal Public Service
recommended ways to address the under-representation of persons in visible minority
groups. We are acting on many of these recommendations and are confident that we
will see tangible results within the next three to five years.

The Task Force on an Inclusive Public Service has suggested ways to change the
corporate culture of the Public Service in order to foster a more diverse workforce.
Activities undertaken to implement employment equity and diversity are essential as
we move forward with our efforts to energize and rejuvenate the Public Service.

The Public Service of Canada is striving to become an exemplary employer for current
employees and the employer of choice for future generations of Canadians. We are
confident that we are moving in the right direction. As this report outlines, we will
continue to build a government workforce that truly represents the public it serves and
has the skills and ideas necessary to provide high quality services to Canadians.

fusiens flihon]

Lucienne Robillard
President of the Treasury Board
2001



SPEAKER OF THE SENATE

Dear Mr. Speaker:

Pursuant to subsection 21(1) of the Employment Equity Act, I have the honour of
submitting to Parliament, through your good offices, the 1999-2000 annual report
on employment equity in the federal Public Service.

Sincerely,

fosiws it

Lucienne Robillard
President of the Treasury Board

2001



SPEAKER OF THE HOUSE OF COMMONS

Dear Mr. Speaker:

Pursuant to subsection 21(1) of the Employment Equity Act, I have the honour of
submitting to Parliament, through your good offices, the 1999-2000 annual report
on employment equity in the federal Public Service.

Sincerely,

fusiers fliho]

Lucienne Robillard
President of the Treasury Board

2001
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INTRODUCTION

In 1999-2000, there was much discussion on the topic of entering a new millennium.
For the Public Service of Canada, the turn of the century saw significant challenges

in human resources management. These included the need to respond to the changing
demographics of the Public Service and the wider labour force, especially the increasing
competition for knowledge workers. They also included results from the Public

Service Employee Survey 1999, which had provided valuable insights into the state

of the Public Service.

When it came to implementing employment equity in the Public Service, the end of
the 1990s was marked by the contributions of employees at all levels to a workplace
that is more welcoming to the designated groups—women, Aboriginal peoples, persons
with disabilities and persons in a visible minority group. There was clear evidence
that employees were prepared to articulate the role they wished to play in building a
workplace that values, respects and accepts them as diverse individuals. In the
October 1999 Speech from the Throne, the government reiterated its commitment to
building a representative, professional and non-partisan Public Service with a focus
on the recruitment, retention and continuous learning of a skilled federal workforce.
The Seventh Annual Report to the Prime Minister on the Public Service of Canada,
released on March 31, 2000, acknowledged that people are an essential component in
ensuring a Public Service that can and will serve Canadians well.

The Framework for Good Human Resources Management in the Public Service
incorporates legislative, financial and operational parameters. One of the goals of this
Framework is achieving all of the objectives of employment equity. In last year’s report,
we indicated that employment equity’s success depends on its integration into human
resources strategies and corporate business planning and reporting. Through delegation
of responsibility by TBS to the deputy heads, deputy heads are more directly
accountable for human resources management. Accountability can be measured by the
five key results areas found in the Framework: leadership, values, productivity, an
enabling environment, and a sustainable workforce.

Annual Report on Employment Equity




Accountability for good [human resources] management begins with
deputy ministers asking themselves the following five basic questions:

Leadership: Are my people well-led?

Workforce Built on Values: Does my organization uphold the values
of competency, representativeness and
non-partisanship?

Productive Workforce: Am | building the capacity for
improved productivity?

Enabling Work Environment: Does the environment bring out the best
in my people?
Sustainable Development: Do the competencies of my people

match anticipated needs?

—Framework for Good Human Resources
Management in the Public Service

We also indicated in last year’s report that tangible results in these five areas could not
be achieved in isolation from employment equity. This is especially true of building a
workforce on values and developing an enabling environment. The Framework for
Good Human Resources Management notes that, in a workplace that values its
employees, human resources strategies are developed and implemented to address
under-representation and to build a representative workforce that reflects the society

it serves. In such a workplace, employees are aware of their organization’s commitment
to employment equity, and they and their managers are sensitized to diversity issues.
The Framework also notes, under the enabling environment, that a supportive workplace
is achieved when the organizational culture encourages and recognizes the employees’
high levels of performance, personal growth and development. In such an organization,
managers provide an inclusive work environment, create appropriate opportunities for
personal development and accomplishment, and encourage initiative.

To underscore employment equity’s importance as an essential component of leading the
public service workforce renewal, departments and agencies are encouraged to align
their business function with the Framework’s five elements. It is against this backdrop
that employment equity was positioned in this report for 1999-2000.
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This eighth report on the state of employment equity in the federal Public Service
describes activities undertaken during the period from April 1, 1999, to March 31, 2000.

Chapter 1, “Keeping Count,” provides statistical information on the representation and
distribution of each designated group in the federal Public Service.

Under the heading “The Employment Equity Positive Measures Program: Striving for
a Representative Public Service,” Chapter 2 presents highlights from this program
designed to stimulate and support innovative activities geared at improving
representation and distribution of the persons from designated groups.

Chapter 3, entitled “Embracing Change, Fostering Inclusiveness and Strengthening
Partnerships,” features the work of the Task Force on the Participation of Visible
Minorities in the Federal Public Service, the Task Force on an Inclusive Public Service,
the bargaining agents and the National Council on Visible Minorities.

Chapter 4, entitled “Employment Equity: An Integral Part of Good Management,”
describes the best practices of federal departments and agencies in implementing
employment equity in their organizations.

Finally, under the title “Employment Equity: More Than Numbers,” Chapter 5 looks at
employment equity from a central agency viewpoint.

Before we delve into these topics and see how far we have progressed in the past year,
let us look at the strength of our ties with employment equity.

Employment Equity: A Historical Perspective

The Government of Canada is committed to ensuring that qualified Canadians have
equal opportunities for employment. This commitment includes eliminating employment
barriers so that the designated groups can participate more in the federal Public Service.
Four groups—namely women, Aboriginal peoples, persons with disabilities and
members of a visible minority group—have historically been either under-represented in
the Canadian Public Service, clustered within certain occupational groups, or occupying
the lower levels of such groups. Starting with an employment equity policy and later

the Employment Equity Act, the past two decades are witness to efforts at improving
employment opportunities in the Public Service and drawing from the Canadian
workforce’s diverse talents and skills. A Public Service that better reflects the diversity
in Canadian society will not only be better able to serve Canadians and be more
responsive to their needs, but contribute to the institution’s legitimacy and relevance.

Annual Report on Employment Equity




Now rooted in legislation, employment equity is intended to correct conditions that have
historically impeded the full and equitable participation of persons within the four
designated groups. Employment within the federal Public Service is based on merit, and
members of designated groups, like all public service employees, must be qualified for
the positions they occupy. Employment equity is not the same as affirmative action and
strictly avoids quotas.

Legislation such as the Canadian Charter of Rights and Freedoms and the Employment
Equity Act reflect a collective commitment to achieve a workplace that respects and
values each employee’s uniqueness and contributions. The legislative and policy
frameworks for employment equity have been developed over a few decades and include
several key milestones. The Royal Commission on the Status of Women was a stimulus
for early efforts by the federal government in the 1970s to deal systematically with
issues of women’s under-representation in the Public Service.

In 1983, the Access to Information Act was approved followed by the Government
Communication Policy (1988), the Alternative Format Guidelines (1993) and the Fair
Communications Practices (1995). The guiding principle behind these acts, policies and
guidelines is that every Canadian has a right to participate fully in the social and
economic mainstream of Canadian life. Information must be provided to people with
disabilities in accessible formats, such as audiocassette, Braille, large print and diskette.

In 1986, as a result of the 1984 Report of the Royal Commission on Equality in
Employment, the federal government passed the first Employment Equity Act (which did
not cover the federal Public Service), introduced the Treasury Board’s Employment
Equity Policy and initiated the Federal Contractors Programs.

Until 1992, employment equity in the Public Service was governed by a Treasury Board
policy issued in 1986. In 1992, the Public Service Reform Act amended the Financial
Administration Act (FAA) to include a series of provisions related to employment equity,
giving a legislative basis to the Employment Equity Program in the federal Public
Service. The Employment Equity Act of 1986 had applied to the federally regulated
private sector and Crown corporations with 100 or more employees, but not to the
federal public sector.

In December 1995, a revised Employment Equity Act received Royal Assent and became
law. Employers under federal jurisdiction in the private and the public sectors, including
the federal Public Service and separate employers, became subject to similar obligations
to implement employment equity.
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For the Public Service, these obligations were not significantly different from those
contained in the FAA provisions, although they became more precise. The Canadian
Human Rights Commission (CHRC) was given a mandate to verify compliance through
audits of employers covered by the legislation and to help resolve non-compliance
through persuasion and the negotiation of written undertakings, wherever possible.

As employer for the federal Public Service, the Treasury Board is responsible for
carrying out the statutory obligations relating to those public service components as
identified in Schedule 1, Part 1 of the Public Service Staff Relations Act. The Treasury
Board of Canada Secretariat (TBS) provided general policy assistance to separate
employers as well as the Royal Canadian Mounted Police, the Canadian Forces and
the Canadian Security Intelligence Service as they became subject to employment
equity legislation for the first time. The TBS also worked closely with the Public
Service Commission of Canada (PSC), given the PSC’s distinctive role and
responsibilities for recruitment and upholding the merit principle under the Public
Service Employment Act.

How far have we come in the last decade? There has clearly been progress, although
major challenges remain with the overall participation in some areas. Our first report
to Parliament indicated that representation of the designated groups was as follows:
women, 46.1 per cent, Aboriginal peoples, 2.0 per cent, persons with disabilities,

3.1 per cent and members of visible minority groups, 3.8 per cent. Current
representation is: women, 51.4 per cent, Aboriginal peoples, 3.3 per cent, persons
with disabilities, 4.7 per cent and persons in a visible minority group, 5.5 per cent.
Compared with labour market availability, the figures for which will be updated
following the release of data from the 2001 Census, our situation is fairly equitable
for women and Aboriginal peoples but there are gaps for persons with disabilities and,
in particular, members of visible minority groups.
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CHAPTER 1
KEEPING COUNT

The data in this chapter cover the fiscal year April 1, 1999, to March 31, 2000.

They confirm that progress is being made toward becoming a more representative
Public Service. This occurred even as the public service workforce was reduced by

a significant amount when Revenue Canada became a separate employer, the Canada
Customs and Revenue Agency, in November 1999.

1999-2000 Employment Equity Statistics Highlights®

WOMEN

+ More than half of all employees are women (51.4 per cent), almost the same
proportion as a year earlier.

» The population of both indeterminate and term employees increased. Just about
half of all indeterminate employees (49.7 per cent) are women, a similar situation
to a year ago (49.2 per cent). Women continue to make up over 6 in 10 of all term
employees (61.6 per cent), although the proportion has declined from previous
years. Fewer than a quarter of all seasonal employees are women.

+ Continuing the firm trend noted throughout the 1990s, the proportion of women
in the Executive category increased by more than one percentage point to
28.4 per cent from 26.9 per cent.

* The proportion of women who are also members of another designated group
(for example, Aboriginal women) increased over the fiscal year to 14.3 per cent from
13.7 per cent in 1998-99. The actual numbers decreased, however, to 10,383 from
12,567 in 1998-99, largely because data on Revenue Canada employees are not
included. This organization became a separate employer and was renamed the
Canada Customs and Revenue Agency in 1999.

1. Technical Notes describing this report’s statistical base start on page 25. They include an explanation of the
population, which comprises indeterminate employees, term employees of three months or more and seasonal
employees. The population covered in this and previous annual reports does not include casual employees,
students, employees of fewer than three months or employees on leave without pay.
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WOMEN (cont'd)

+ Close to 6 of 10 persons hired into the federal Public Service were women,
the same proportion as for the past three years.

+ For the first time, less than 50 per cent of women entered the federal
Public Service via the Administrative Support category; close to 30 per cent
were recruited into the Administrative and Foreign Service category.

» Women received close to 6 in 10 of all promotions, similar to last year’s share.

+ Of the large departments, the Royal Canadian Mounted Police (federal public
service staff) employed the highest proportion of women, with 77.4 per cent.

Figure 1
Representation of Women, 1988 to 2000 (%0)
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ABORIGINAL PEOPLES

3.3
3.0 ’///////,////////
2.0
Workforce Availability: 1.7
1.0
0

Aboriginal peoples account for 3.3 per cent of the federal public service workforce,
up from 2.9 per cent on March 31, 1999.

Aboriginal peoples were 3.9 per cent of all new hires into the federal Public Service,
up from 3.3 per cent a year earlier.

New Aboriginal hires tended to enter the federal Public Service via either the
Administrative Support or the Administrative and Foreign Service categories
(36.8 per cent and 33.0 per cent respectively).

Most new Aboriginal employees (81.2 per cent) were hired for a specified term.

Close to 7 in 10 Aboriginal employees work outside the National Capital Region,
down slightly from last year.

Aboriginal employees received 3.3 per cent of all promotions, up from 3.0 per cent
a year ago.

Almost three-quarters of all Aboriginal peoples who separated from the federal
Public Service were term employees; the converse, one quarter, were indeterminate
employees, down from almost half compared with last year.

Of the large departments, Indian and Northern Affairs Canada continues to employ
the highest proportion of Aboriginal employees at 28.5 per cent.

Figure 2
Representation of Aboriginal Peoples, 1988 to 2000 (%)
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PERSONS WITH DISABILITIES
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The representation of persons with disabilities in the federal public service
workforce increased marginally to 4.7 per cent, from 4.6 per cent as at the
end of March 1999.

Nine out of 10 employees with disabilities were indeterminate employees.

Just under 1 in 8 persons with disabilities was hired as an indeterminate employee,
down from approximately 1 in 5 two years ago.

Eight in 10 persons with disabilities entered the federal Public Service in the
Administrative Support or Administrative and Foreign Service categories.

Employees with disabilities received 4.1 per cent of all promotions, up marginally
from 3.9 per cent last year, but still below their internal representation of
4.7 per cent.

Almost 1 out of 2 persons with disabilities separating from the federal Public
Service were indeterminate employees, down from 2 out of 3 observed last year.

Of the large departments, Human Resources Development Canada employs
the highest proportion of employees with disabilities, at 8.5 per cent.

Figure 3
Representation of Persons with Disabilities
1988 to 2000 (%0)
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PERSONS IN A VISIBLE MINORITY GROUP

Persons in a visible minority group represented 5.5 per cent of the federal public
service workforce at the end of March 2000. If data for the former Revenue Canada
are excluded, this reflects an increase of half a percentage point from the situation
as of March 31, 1999. When Revenue Canada became Canada Customs and
Revenue Agency, a separate employer, the number of persons in a visible minority
group in the Public Service was reduced by almost one third.

Almost 8 out of 10 employees in a visible minority group were indeterminate
employees, down from 9 out of 10 a year ago.

Just about a quarter of all persons in a visible minority group were in the Scientific
and Professional category, where 6 in 10 were found in the ES, EN and SE groups
(respectively: Economics, Sociology and Statistics; Engineering and Land Survey;
and Scientific Research groups).

Over 4 in 10 employees in a visible minority group worked in the National Capital
Region—a slightly higher proportion than a year ago.

Of all new hires, 5.7 per cent were persons in a visible minority group, up from
4.4 per cent a year earlier.

Of all new indeterminate hires, 8.3 per cent were employees in a visible minority
group, up from 6.9 per cent a year earlier.

Three in 10 employees in a visible minority group entered the federal Public Service
via the Administrative Support category, down from 4 in 10 a year earlier. By
contrast, 6 in 10 new employees in a visible minority group came into the Public
Service via the Scientific and Professional or the Administration and Foreign
Service categories.

Annual Report on Employment Equity 11
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PERSONS IN A VISIBLE MINORITY GROUP (cont'd)

+ Employees in a visible minority group received 6.3 per cent of all promotions,
up from 6.1 per cent a year ago, and higher than their internal representation of
5.5 per cent.

+ Persons in a visible minority group accounted for 4.2 per cent of separations by
indeterminate employees, up from 3.7 per cent a year ago.

+ Of the large departments, Health Canada and Citizenship and Immigration
Canada employ the highest proportion of persons in a visible minority group,
both at 9.5 per cent.
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Figure 4
Representation of Persons in a Visible Minority Group
1988 to 2000 (%)
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Figure 5
Hiring and Promotion of Women
1988, 1996, 1997, 1998, 1999 and 2000 (%0)
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Hiring and Promotion of Aboriginal Peoples
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Figure 7
Hiring and Promotion of Persons with Disabilities
1988, 1996, 1997, 1998, 1999 and 2000 (%0)
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Figure 8

Hiring and Promotion of Visible Minorities
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Overall Representation

Figures 1 through 4 compare representation with workforce availability for each
designated group. (See Technical Notes further in this chapter.) These charts, as well
as Figures 5 through 8 and Table 1, also provide historical information on the

four designated groups.

Comparing current representation in the federal Public Service with current workforce
availability estimates:

*  Women (51.4 per cent) and Aboriginal peoples (3.3 per cent) have representation
rates that are higher than workforce availability of 48.7 and 1.7 per cent,
respectively.

* At 4.7 per cent, the representation of persons with disabilities is in line with
workforce availability (4.8 per cent).

* A substantial gap persists between the representation of persons in a visible
minority group (5.5 per cent) and the workforce availability figure of 8.7 per cent
derived for public service purposes.

The Employment Equity Act requires that workforce availability indicators be used in
determining whether an organization is representative or not. These indicators derive
from the 1996 Census—in the case of women, Aboriginal peoples and persons in a
visible minority group—and from the 1991 Health and Activity Limitation Survey
(HALS) for persons with disabilities. Statistics Canada could not secure funding to
repeat the HALS in 1996. Consequently, the 1991 data on persons with disabilities
remain the most comprehensive and reliable statistics on this designated group and
continue to be used for the federal Public Service. A HALS will be conducted following
the 2001 Census and will update availability indicators for this designated group.

Workforce availability estimates provide a picture of the Canadian workforce. They are
derived initially from the population aged 15 years and over who have had some work
experience in at least the 16 months prior to the Census (for women, Aboriginal peoples
and persons in a visible minority group) and the five years prior to the HALS (for
persons with disabilities). Taking into account the preference accorded to Canadian
citizens under the Public Service Employment Act, workforce availability estimates are
based on the population of Canadian citizens with the skills and work experience
relevant to the occupational groups in the federal Public Service.

Annual Report on Employment Equity 15
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Gender

Table 2 presents the distribution of federal public service employees by gender as at
March 31, 2000. The data reveal that the proportion of women who are also members
of another designated group now stands at over 14.3 per cent of all women, up from
13.7 per cent a year earlier. The proportion of women in a visible minority group has
decreased slightly to 5.6 per cent compared with 5.8 per cent a year earlier, while the
proportions of women with disabilities and Aboriginal women have increased to

4.7 per cent and 4.0 per cent respectively from 4.4 and 3.5 per cent.

More than 60 per cent of Aboriginal peoples in the federal Public Service are women.
This contrasts with the more even gender balance among persons with disabilities and
persons in a visible minority group, where roughly half of all employees are women.

Employment Type

Table 2 also presents information by employment type. Over the last fiscal year, the
proportion of all employees in the federal Public Service who were indeterminate
remained fairly stable (now at 84.4 per cent compared with 84.8 per cent in 1999). By
designated group, as at March 31, 2000, the percentage of women who are indeterminate
employees stood at 81.6 per cent, up from 81.0 per cent; indeterminate Aboriginal
employees are at 77.4 per cent, down from 77.8 per cent. The percentage of persons with
disabilities who are indeterminate employees was virtually unchanged (88.9 per cent
compared with 88.8 per cent), while the proportion of employees in a visible minority
group has declined to 78.2 per cent from 83.2 per cent a year earlier.

Over the fiscal year, the number of employees hired for a specified period of

three months or more decreased from 25,924 to 21,314, or 15.1 per cent of the total
population (i.e. indeterminate employees, terms of three months or more and seasonal
employees). Over the past several years, most term employees—now 7 in 10—were
members of the designated groups, and close to two thirds were women.

Occupational Category

The Executive ranks of the federal Public Service increased to 2.3 per cent from

1.9 per cent last year. As per Table 3, men still account for over two thirds

(71.6 per cent) of this category and women now make up 28.4 per cent of the Executive
category, up from 26.9 per cent a year ago. This continues the pattern of steady increase
witnessed throughout the 1990s for women.
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Of the five remaining occupational categories in the Public Service, only the Technical
category showed an increase in the number of employees, up by 179 or 1.2 per cent.
The Administrative and Foreign Service category showed the largest decrease—by
21,061 employees or 28.3 per cent, followed by the Administrative Support category
with a reduction of 10,499 employees or 24.1 per cent, the Scientific and Professional
category with 4,620 employees or 20.4 per cent and the Operational category, which
decreased by 961 employees or 5.1 per cent.

Over half of all women (51.8 per cent) are in the Executive, Scientific and Professional,
and Administrative and Foreign Service categories. For the second consecutive year, the
Administrative and Foreign Service category constitutes the largest grouping of women
in the federal Public Service (41.4 per cent of all women), followed by the
Administrative Support category (38.3 per cent). Just over 1 per cent of all women

(1.3 per cent) in the federal Public Service are in the Executive category, well below
the 3.4 per cent for men and the 2.3 per cent for all employees.

In contrast to the gains made by women, the representation of Aboriginal peoples,
persons with disabilities and persons in a visible minority group in the Executive
category are at virtually the same levels as in 1999—1.9 per cent for Aboriginal peoples,
2.9 per cent for persons with disabilities and 3.1 per cent for persons in a visible
minority group.

Age

Table 4 presents the age structure of the designated groups in 1999-2000 by
occupational category. The federal public service population aged slightly in
1999-2000, an increase in average age from 42.7 years to 43.2 years.

The proportion of employees aged 45 and over continues to rise and now stands at
47.3 per cent, up 3.2 percentage points since last year. All designated groups showed
increases in the proportion of employees aged 45 and over.

The gap between the proportions of men and women aged 45 and over in the federal
Public Service was similar to that described last year when half of all men were aged 45
and over, compared with just 4 in 10 women. The proportion of women aged 45 and
over increased again this year by 3.3 percentage points to 42.1 per cent. The average age
for women was 42.1 years, one year younger than the overall average age, and two years
younger than the average age for men (44.3 years).

Annual Report on Employment Equity
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The proportion of Aboriginal employees aged 45 and over rose by almost three
percentage points to 36.1 per cent of all Aboriginal employees this year. The average
age of Aboriginal employees was 40.7 years in 1999-2000, still the youngest of the
four designated groups in the federal Public Service.

Figure 9
Women by Age Group
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Figure 10
Three Designated Groups of Employees by Age Group
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Just over 60.2 per cent of employees with disabilities were aged 45 and over in 1999-2000,
up from 56.0 per cent last year. This increase has been steady since 1993-94, when only
45 per cent of employees with disabilities were aged 45 and over. Employees with
disabilities also have the highest average age this year (45.9 years against 45.4 last year).

The proportion of employees in a visible minority group aged 45 or older is virtually
the same as a year ago (46.7 per cent versus 46.5 per cent). At 43.3 years, the average
age for all employees in a visible minority group is the same as last year.

Departments and Agencies

According to Table 5, most departments experienced net increases in the sizes of their
populations, maintaining the upward trend observed in last year’s report. Only 1 of the

18 larger departments (i.e. those with 3,000 or more employees) showed reductions in the
size of its population, a noteworthy change from the 6 of 19 last fiscal year. Revenue
Canada, which was the largest department at the end of March 1999, became a separate
employer in November that year when it became the Canada Customs and Revenue
Agency and is not covered in this summary. The workforce at Canadian Heritage was
reduced by almost 3,000 employees when Parks Canada became a separate agency. By
contrast, among the larger departments, the workforce at the Department of Justice Canada
shows the most sizeable increase and now stands at 3,177 employees, up from 2,791.

The proportion of women in each of the large departments did not change significantly
over the fiscal year. Again, the highest proportion of women was at the Royal Canadian
Mounted Police (federal public service staff) and Human Resources Development
Canada, where 8 in 10 and 7 in 10 employees, respectively, were women. At least one
third of all employees in all but one of the large departments are women. It is only at
Fisheries and Oceans Canada that the representation of women persists at below

30 per cent. As noted in previous years, this department has a relatively high proportion
of occupations that have been considered non-traditional for women—including fields
such as engineering, natural sciences and ship’s officers and crews, for example.
Despite a reduction of close to 100 employees, Transport Canada had the largest
increase in the proportion of women—two percentage points to 40.6 per cent.

This year, four departments (compared to six in the previous year) account for almost
60 per cent of Aboriginal employees in the federal Public Service: Indian and Northern
Affairs Canada, Human Resources Development Canada, Correctional Service Canada
and Health Canada.?

2. Revenue Canada and National Defence were the other two departments included in last year’s figures.
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At 28.5 per cent, up from 27.3 per cent a year earlier, Indian and Northern Affairs Canada
continues to have the highest proportion of Aboriginal employees in its departmental
population. This was more than four times the proportion in the next highest department,
Health Canada, with 6.8 per cent. Significant gains were made at Human Resources
Development Canada, now second in the number of Aboriginal employees in its
workforce—710, compared to 968 at Indian and Northern Affairs Canada.

There were 17 departments with only one or no Aboriginal employees at all. While
two of these departments—the Canadian Space Agency and the Office of the Chief
Electoral Officer—each have a total population of more than 200 employees, for the
most part, low levels of Aboriginal representation occur in the very small departments
(i.e. 100 employees or less). Eleven of these smaller departments have 30 or fewer
employees. Among departments with more than 100 employees, the Canadian Human
Rights Commission and the Office of the Secretary to the Governor General both
record the highest proportion of persons with disabilities (9.0 per cent). Human
Resources Development Canada and the Public Service Commission of Canada, with
8.5 and 6.8 per cent respectively, have the highest proportions among departments
with more than 1,000 employees. Each of the 12 departments in which there were no
employees with disabilities have a total population of fewer than 100 employees.

Human Resources Development Canada, Public Works and Government Services Canada
and Health Canada each employ more than 500 employees in a visible minority group.
Together, these three departments account for one third (34.3 per cent) of all employees
from this designated group in the federal Public Service. Close to one fifth of all
employees in a visible minority group work at Human Resources Development Canada,
where they represent 5.8 per cent of the total employee population. With 9.5 per cent (up
from 9.1 per cent a year earlier), Health Canada now leads in percentage representation,
along with Citizenship and Immigration Canada. Among departments and agencies with
more than 100 but fewer than 1,000 employees, for the third year in a row, the
Immigration and Refugee Board has the highest percentage of employees from a visible
minority group (19.9 per cent).

Geographic Location

Data in Table 6 show that 4 in 10 federal public service employees (39.1 per cent)
work in the National Capital Region, up significantly from last year’s 34.7 per cent.
Among the designated groups, the proportion is slightly higher for women

(41.2 per cent) and persons with disabilities (41.1 per cent), and the same for
persons in a visible minority group (41.1 per cent). While there was a slight decrease
from last year’s proportion, close to 70 per cent of Aboriginal peoples work outside
the National Capital Region.

1999-2000




Excluding the National Capital Region, Ontario has the highest number of employees
in all four designated groups. Prince Edward Island has the highest proportion of
women, with 6 in 10 employees being female. Excluding the territories, Manitoba
(9.8 per cent) and Saskatchewan (9.5 per cent) have the highest proportions of
Aboriginal employees in the federal workforce. Quebec, excluding the National
Capital Region, at 1.2 per cent, and New Brunswick, at 1.5 per cent, have the lowest
proportions. Persons with disabilities range from a low of 1.9 per cent for employees
working outside Canada and 2.6 per cent in Newfoundland, to a high of 6.9 per cent
in Prince Edward Island. As was the case for Aboriginal peoples, the regional
distribution of visible minority group members shows considerable variation. At the
high end of the spectrum, once again, is British Columbia with 9.4 per cent of federal
employees reporting that they are members of a visible minority group. By contrast,
in Newfoundland and New Brunswick, less than 1.0 per cent of the federal workforce
comprises persons in a visible minority group, as was the situation last year. These are
the only occurrences of designated group representation below 1.0 per cent. A new
entry in this report is Nunavut, which was previously included with the Northwest
Territories. At 29.2 per cent, Nunavut has the largest proportion of Aboriginal
employees. The data show no employees with disabilities in Nunavut.

Figure 11
Distribution of Federal Public Service Employees
by Designated Group and Region of Work (%)

Aboriginal Persons with Persons in a
Women Peoples Disabilities Visible Minority Group
Newfoundland 39.1 2.2 2.6 05
Prince Edward Island 58.6 1.9 6.9 1.2
Nova Scotia 39.0 1.8 5.0 3.9
New Brunswick 53.4 5 41 0.9
Quebec 52.9 2.6 3.7 3.7
Ontario 53.4 2.4 53 7.0
Manitoba 54.2 9.8 5.6 44
Saskatchewan 51.9 9.5 4.8 3.0
Alberta 52.3 5.7 5.0 55
British Columbia 47.2 3.9 4.8 9.4
Yukon 55.5 14.9 3.7 1.1
Northwest Territories 51.5 21.2 2.5 3.2
Nunavut 375 29.2 0.0 4.2
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Salary

Compared with last year, all four designated groups showed an increase in the proportion
of employees earning $50,000 or more. Table 7 presents the distribution of employment
equity designated groups in the federal Public Service by salary as at March 31, 2000.

The proportion of federal public service employees earning $50,000 or more
increased by 5.3 percentage points to 33.8 per cent. The proportion of women who
earned $50,000 or more has improved from 17.7 per cent of all women during the
last fiscal year to 22.3 per cent in 1999-2000. But the gap with men widened again
this year, as the proportion for men has also improved, rising from 39.9 per cent

to 46.0 per cent. As noted last year, for every nine men earning $50,000 or more,
there were four women earning the same. As a proportion of all employees, women
earning $50,000 or more rose to 33.9 per cent from 32.0 per cent last year and from
24.7 per cent four years ago. The other designated groups had similar increases in
the number of people earning $50,000 or more as a percentage of all employees,
with the proportion for Aboriginal employees rising from 1.9 per cent to 2.3 per cent
and for persons with disabilities from 3.7 per cent to 3.9 per cent.

If we look at each designated group separately, the proportion of Aboriginal employees
earning $50,000 or more increased to 23.2 per cent from 19.1 per cent, employees with
disabilities from 22.9 per cent to 27.7 per cent and employees in a visible minority
group from 31.4 to 37.0 per cent. The relatively higher proportion of employees

in a visible minority group earning $50,000 or more is largely due to the heavy
representation of this designated group in the Scientific and Professional category.

Hirings

Tables 8 to 10 show the number of hirings—persons added to the federal public
service payroll—between April 1, 1999, and March 31, 2000. (See Technical Notes
further in this chapter.) There was an increase in the share of hirings for the three
minority-designated groups compared with a year earlier, while the share for women
declined by 4.7 percentage points. Notwithstanding this decline in share, women
continue to account for the majority of new hires as 57.4 per cent of all new
employees are women, down from 62.1 per cent a year earlier. Persons in a visible
minority group make up 5.7 per cent of new hires compared with 4.4 per cent a year
ago; the share for Aboriginal peoples is at 3.9 per cent versus 3.3 per cent and, for
persons with disabilities, the percentage remains the same as last year at 2.3 per cent
of new hires.
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The proportion of women entering the federal Public Service via the Administrative
Support category continues to be dominant. While fewer than one third of all new
hires into the Public Service were made in the Administrative Support category,
women still account for over 8 in 10 of the new entries into this category. The
proportion of women entering the Public Service via the Scientific and Professional
category increased substantially from a year ago (12.1 per cent versus 7.3 per cent)
and there was a similar increase for women entering by way of the Technical category
(from 6.2 per cent to 10.1 per cent).

The continuing trend is for most persons to enter the federal Public Service as term
employees although there was a marginal decline to 8 in 10 from just over 8 in

10 new entries. The share of indeterminate employees among new hires increased
from 15.1 per cent last year to 19.1 per cent over the current review period. With
respect to the designated groups, 15.4 per cent of women, 16.9 per cent of Aboriginal
peoples, 17.3 per cent of persons with disabilities and 27.7 per cent of persons in a
visible minority group were hired for an indeterminate period. Reversing the situation
noted last year, all designated groups experienced an increase in the proportion of
their members who were hired as indeterminate employees.

Of all the new hires into the federal Public Service, 1 in 3 occurred in the National
Capital Region. Slightly lower ratios were found for women and Aboriginal peoples.
By contrast, 1 in 2 of all new employees with disabilities and employees in a visible
minority group were hired in the National Capital Region.

Quebec led all areas (excluding the NCR) in both the number (933) and proportion
(over 60 per cent) of women hired. While 15.5 per cent of all new employees joined
the federal Public Service in the Prairie provinces, 34.8 per cent of all new Aboriginal
employees were hired in Manitoba, Saskatchewan and Alberta. British Columbia
accounted for 9.8 per cent of all new hires and 15.4 per cent of persons in a visible
minority group who were hired into the Public Service.

Promotions

Tables 11 to 13 provide information on promotions—appointments to positions at
higher maximum levels of pay—in the 1999-2000 fiscal year. (Please refer to the
Technical Notes further in this chapter.) Aboriginal peoples, persons with disabilities
and persons in a visible minority group had slightly higher shares of promotions than
they did last year, while there was a slight reduction for women.
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As was the case last year, almost 6 in 10 employees (57.4 per cent) promoted in
1999-2000 were women, compared with an internal representation of 51.4 per cent.
Aboriginal employees received 3.3 per cent of all promotions, the same as their
internal representation (3.3 per cent). At 6.3 per cent, up marginally from 6.1 per cent
a year ago, promotions of members of visible minority groups was slightly higher
than internal representation while the reverse was true for persons with disabilities,
whose share of promotions was 4.1 per cent compared with an internal representation
of 4.7 per cent.

For the federal Public Service as a whole, 88.0 per cent of promotions during
1999-2000 went to indeterminate employees, slightly lower than last year but

still higher than the 78.1 per cent of two years earlier. A small increase was reflected
for each designated group, where close to 9 in 10 of all promotions went to
indeterminate employees.

For all four designated groups, as for the federal Public Service as a whole, the
highest number of promotions involved movements to or within the Administrative
and Foreign Service category. This category figured in close to half of all promotions
received by women and just about half for the other designated groups. The Scientific
and Professional category was more significant for the visible minority groups,
accounting for slightly more promotions than the Administrative Support category.

Of all promotions, 46.9 per cent were in the National Capital Region, an increase
of 5.7 percentage points from last year. This region also accounted for 48.8 per cent
of promotions received by women, 40.9 per cent by Aboriginal employees,

48.2 per cent by employees with disabilities and 44.0 per cent by employees in a
visible minority group.

Separations

The final three tables, Tables 14 to 16, present information on separations. These
include employees whose appointment for a term or specified period ended during
the 1999-2000 fiscal year. There were 13,375 separations this year, down by more
than half of last year’s total departures (28,927).
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Seven of 10 separations (70.6 per cent) involved persons in the designated groups, up
from 63.5 per cent last year and 62.3 per cent in 1998. Two of the four designated
groups showed marginal increases in their share of separations, while Aboriginal
peoples and persons with disabilities showed a negligible decline of one tenth of a
percentage point of all separations.

Two groups—women and persons in a visible minority group—showed increases in
their share of separations, the former from 52.5 per cent to 59.1 per cent and the latter
from 3.6 per cent to 4.2 per cent. Both persons with disabilities and Aboriginal
peoples showed marginal declines in their share of separations from 3.8 per cent to
3.7 per cent, and 3.6 per cent to 3.5 per cent respectively.

Sixty-six per cent of all separations were from the Administrative and Foreign Service
and the Administrative Support categories, the two largest in the Public Service.
Women made up 49.7 per cent and 83.9 per cent respectively of all separations from
these groups, proportional to their representation. Among separations from the
Scientific and Professional category, the proportion of women increased considerably
from 38.0 per cent to 47.7 per cent this year.

The separation rate of persons in a visible minority group was highest in the Scientific
and Professional category, where they are more heavily concentrated. This year’s rate
for this occupational category was 8.0 per cent.

The separations of Aboriginal employees were evenly distributed across occupational
categories, ranging between 2.5 per cent and 5.4 per cent for the five
non-management categories.

Technical Notes

The following portion of Chapter 1 presents statistical profiles of the designated
groups in the federal Public Service as at the end of March 2000. It includes summary
data on women, Aboriginal peoples, persons in a visible minority group and persons
with disabilities, as well as statistics on hirings, promotions and separations of
persons in these groups.
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Federal Public Service

The Treasury Board is the employer for the population comprising the federal
Public Service as set out in the Public Service Staff Relations Act, Schedule I, Part |
(PSSRA, I-I). Appointments are made according to the merit principle under the
Public Service Employment Act, which is administered by the Public Service
Commission of Canada.

The number of employees in the federal Public Service was 146,689 as at

March 31, 2000. This represents a decrease of 39,625 persons or 21.3 per cent
from March 31, 1999. Much of this decrease was due to Revenue Canada (now the
Canada Customs and Revenue Agency) becoming a separate employer during the
course of the fiscal year.

The employee population was distributed into the following categories:

Indeterminate, terms of three months or more and seasonal: 141,253
Terms of fewer than three months: 1,215
Casual employment: 4,221
Total: 146,689
Report Coverage

This report includes information on indeterminate employees, term employees of

three months or more and seasonal employees. Because of the rapid turnover of students
and casual employees, no information is reported on them. Persons on leave without
pay, including those on care and nurturing leave and educational leave, are not included
in these tables. Their exclusion may affect the representation in some smaller
departments. The statistics in this document also exclude Governor in Council
appointees, ministerial staff, federal judges and deputy ministers, all of whom are

also on the federal public service payroll.

As required under the Employment Equity Act, this annual report to Parliament presents
information for the fiscal year beginning April 1, 1999, and ending March 31, 2000.
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Federal Departments and Agencies

Under the PSSRA, I-1, the federal Public Service comprises more than 60 departments,
agencies and commissions for which the Treasury Board is the employer (see Table 5).
The statistics in this report include only employees working for organizations covered
by the PSSRA, I-1. These organizations vary in size, from departments with more than
3,000 employees to small institutions with fewer than 10 employees. Some departments
have employees in all provinces and territories while others are located only in the
National Capital Region. The population for some small organizations is included with
the larger institution that handles its payroll and administrative matters.

Term Employees

Both the Financial Administration Act and the Employment Equity Act define
“employee” so that the definition includes persons hired for a fixed duration of at
least three months, traditionally referred to as “term employees.”

Term employees fall into two categories:
* short-term employees appointed for fewer than three months; and

* long-term employees appointed for three months or more.

Since persons hired for fewer than three months are not part of the population under the
Employment Equity Act, they are excluded from the statistics in this report, which
includes only long-term employees. While employed in the federal Public Service,
however, some persons who are initially hired as short-term employees become
long-term employees. When this change in status occurs and the employee does not
self-identify, designated group representation may be under-reported. For this reason,
departments and agencies have been collecting self-identification information from all
persons being added to the federal public service payroll. Self-identification is the
process by which persons voluntarily identify themselves as being members of one

or more of the minority-designated groups.

Data on Persons in the Designated Groups

To ensure consistency in the data presented in this chapter’s statistical section, the
Treasury Board of Canada Secretariat uses the Incumbent File, which contains
information on all employees for whom the Treasury Board is the employer in
accordance with the PSSRA, I-I. Self-identification data are generated from the
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Employment Equity Data Bank maintained by TBS. Information derived from these
two sources may not harmonize exactly with what may be obtained from departmental
sources. Given the special circumstances requiring Health Canada to report to the
Canadian Human Rights Tribunal, data from this department are derived from the
departmental systems.

Data in the Incumbent File are derived monthly from the pay system of Public Works
and Government Services Canada. Data on movements into the federal Public Service
(hirings) and out of it (separations) come from the Mobility File, a subset of the
Incumbent File. Data on promotions come from the Appointments File administered
by the Public Service Commission of Canada.

All tabulations, other than those for women, contain data obtained through
self-identification.

The completeness and accuracy of employment equity data for the federal Public
Service and its departments depend on employees being willing to self-identify and on
departments providing opportunities for them to do so. Employees can self-identify
when they join a department’s workforce and during departmental self-identification
surveys or campaigns. At any time, they may simply fill out a self-identification form
available from employment equity co-ordinators in the department.

Terminology

“Hirings” refers to the number of employees (i.e. indeterminate, terms of three months
or more and seasonal) added to the federal public service payroll during the fiscal year
that the report covers. It measures the flow of employees into the federal Public Service
and may include more than one staffing action for term employees.

“Promotions” refers to the number of employee appointments to positions at higher
maximum pay levels—either within the same occupational group or subgroup, or in
another group or subgroup—during the fiscal year covered by the report.

“Separations” refers to the number of employees (i.e. indeterminate, terms of

three months or more and seasonal) removed from the federal public service payroll
during the fiscal year that the report covers. It measures the flow of persons out of

the federal Public Service and may include more than one action for term employees.
Separations include people who retired or resigned, as well as persons whose specified
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employment period (term) in the federal Public Service has ended. People on leave
without pay were excluded from the population counts derived from the pay-driven
Incumbent File; they are, however, included as separations when they leave the
federal Public Service.

“Indeterminate employees” refers to people appointed to the federal Public Service for
an unspecified duration.

“Seasonal employees” refers to people who are hired to work cyclically for a season or
portion of each year.

“Casual employees” refers to people hired for a specified period of no more than
90 days by any one department or agency during the fiscal year. Casual employees
are not included in the employee totals for employment equity purposes.

“Workforce availability” refers to the distribution of people in the designated groups as
a percentage of the total Canadian workforce. For federal public service purposes,
workforce availability is based only on Canadian citizens in those occupations in

the Canadian workforce corresponding to the occupational groups in the federal

Public Service.
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CHAPTER 2
EMPLOYMENT EQUITY PoSITIVE MEASURES PROGRAM:
STRIVING FOR A REPRESENTATIVE PUBLIC SERVICE

In October 1998, Treasury Board ministers approved the Employment Equity Positive
Measures Program (EEPMP) to assist departments and agencies in meeting their
legislative obligations and to achieve their employment equity objectives. An
independent Management Board consisting of assistant deputy ministers from nine
departments and agencies oversees the EEPMP’s overall direction and accountability
and sets the program’s strategic direction. The Treasury Board of Canada Secretariat
(TBS) is responsible for the overall co-ordination of the EEPMP, which has become a
catalyst in promoting employment equity in the federal Public Service by providing
much needed resources to departments and agencies to help them meet their legislative
obligations. In some instances, the EEPMP has played a role beyond the legislative
realm by responding to some broad government priorities, such as those established by
the Committee of Senior Officials (COSO). With an annual budget of up to $10 million,
the EEPMP is scheduled to sunset on March 31, 2002.

There are four components of the EEPMP—the first managed by TBS and the
other three by the Public Service Commission of Canada (PSC). The first, the
EE Intervention Fund, enables TBS to carry out its leadership role and ensure
the employer’s ability to manage, support and kick-start initiatives to address
interdepartmental problems. TBS also administers the Federal Public Service Job
Accommodation Network for Persons with Disabilities (FPS-JAN) pilot project.

The EE Partnership Fund, administered by the PSC, supports projects resulting from
partnerships between federal and/or non-federal institutions. This Fund has a strong
regional focus.

The EE Career Development Office provides services and guidance to managers and
professionals involved in developing and delivering career counselling services for
designated group members.

The EE Enabling Resource Centre for Persons with Disabilities provides operational
support and advice to managers, human resources practitioners and informatics
personnel on how to accommodate persons with disabilities.
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Results and Successes

In 1999-2000, a total of 84 projects received funding from the EEPMP. Fourteen
initiatives were undertaken via the Intervention Fund and 70 projects were created
with Partnership Fund assistance for a total expenditure of close to $9 million. The
following diagram provides a breakdown of projects by designated group.

FIGURE 12

Intervention Fund and Partnership Fund Projects by Designated Group

No. of projects Percentage of total projects (%)
Women 5 6.0
Aboriginal Peoples 17 20.2
Persons with Disabilities 10 11.9
Visible Minorities 9 10.7
Multiple Groups* 38 45.2
Other projects? 5 6.0
Total 84 100.0

*

“Multiple group” projects addressed issues pertaining to two or more groups.

T Some projects addressed issues other than those pertaining to designated groups, such as learning
and building employment equity capacity.

Intervention Fund and Partnership Fund projects helped promote the three priorities
identified by COSO—namely recruitment and retention, workplace well-being, and
learning and development, by supporting specific initiatives that address workplace
issues. For example, 31 projects (37 per cent) were designed to advance learning and
building employment equity capacity. Also, 15 projects (18 per cent) represented
initiatives seeking to promote a welcoming and supportive workplace.

The EEPMP is a results-focused program. All its initiatives are required to comply with
the EEPMP Performance Accountability and Reporting Framework of May 1999, on
such factors as concrete, measurable and sustainable results, timely submission of
reports and financial accountability. Four performance indicators, consistent with the
program’s objectives, have been selected to demonstrate results achieved in 1999-2000:
employment equity capacity building, tools, supportive workplace, and representation.
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Let’s look at a sample of accomplishments under these indicators. For a complete

list of EEPMP projects and initiatives, please visit our Web site at the following address:
www.tbs-sct.gc.ca/ee or visit the Publiservice site (the government Intranet) at:
publiservice.tbs-sct.gc.ca/ee.

Employment Equity Capacity Building

The EEPMP responds to a critical need for capacity building by promoting knowledge
about and developing skills in employment equity so that departments and agencies have
the expertise needed to implement the legislative requirements of the Employment
Equity Act.

* A total of 26 training sessions and workshops were delivered to some
500 employees, including human resources officers, employment equity
practitioners, information management staff, demographic modelling and
forecasting analysts and union representatives. Training topics included looking at
data elements of an employment systems review and establishing numerical goals.

Post-training material was produced and made available to participants so they could
maintain the knowledge and skills acquired during the sessions. This material is also
available on our Web site or on the Publiservice site.

Tools

Human resources management has evolved from a marginal and isolated program
focused on policy and legislation into one that is dynamic and integral, focused on
people management. Similarly, employment equity is no longer seen as merely a
legislative requirement, but as a strategic tool to deal with the evolving labour market
pressures and projected demographic changes. This evolution complements the EEPMP
objective of helping integrate employment equity into overall human resources planning
and management. This integration, however, is relatively new and federal departments
and agencies need to learn from each other about how to achieve it. The EEPMP has,
therefore, facilitated exchange of expertise by making practical tools available.

* Guide on Barrier-Free Design: This Partnership Fund project resulted in an
illustrated barrier-free design and accessibility policy guide. Prepared for managers,
this guide will help to improve understanding of leading trends in accessibility and
increase knowledge of best practices for accommodating persons with disabilities.
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Leadership and Diversity Program: The Intervention Fund financed the
development of a course entitled “Diversity, Vision and Action.” This course,
developed jointly by the Canadian Centre for Management Development and

the TBS Employment Equity Division, involves on-line classroom and on-the-job
components designed to train managers in diversity management.

Supportive Workplace
The EEPMP played a proactive role in promoting the priorities identified by COSO. For

instance, EEPMP funds were made available for initiatives that created welcoming and
supportive workplaces for all employees and addressed issues affecting designated

group members. Those initiatives are expected to bring about positive changes in the

work environment.

Mediation Project: This Partnership Fund project is expected to help designated
group members become mediators.

Mentoring Project: This Partnership Fund project delivered workshops on
mentoring, produced a mentoring workbook and established a centre of expertise,
a Web site, an inventory of mentors from employment equity groups and an
interdepartmental network for mentors.

Representation

The EEPMP undertook initiatives to improve the representation and foster a supportive
environment for the designated groups in the federal Public Service.

Task Force on the Participation of Visible Minorities in the Federal Public Service
(Intervention Fund): A nine-member Task Force was struck to develop an action
plan to help the participation of visible minorities in the Public Service. The action
plan, entitled “Embracing Change in the Federal Public Service,” will be presented
to the President of the Treasury Board in April 2000.

Accelerated Aboriginal Recruitment and the Career Assignment Program
(Partnership Fund): The Career Assignment Program (CAP) received support that
enabled it to recruit, assess, select and appoint Aboriginal candidates for CAP
positions across the federal Public Service. The program has received more than
1,200 applications from Aboriginal persons both within and outside the Public
Service seeking opportunities for career mobility.

1999-2000




*  Employment Equity Representation on Selection Boards, Pacific and Alberta
(Partnership Fund): This project prepared 44 designated group members for selec-
tion board duties and is expected to have a positive impact on ensuring the integrity
of the selection process. This initiative will also be shared across the Public Service.

EE Intervention Fund

Fourteen projects involving partnerships among 18 institutions were financed by the
Intervention Fund in 1999-2000. Summary data on all these projects are available on
our Web site under the heading “Employment Equity Positive Measures Program.”

The following figure presents the actual expenditures by designated group for
1999-2000.

FIGURE 13

Intervention Fund Expenditures by Designated Group

Designated Percentage of total
Group Expenditures ($) expenditures (%)
Women 0.00 0.0
Aboriginal Peoples 599,059.00 23.7
Persons with Disabilities 407,701.00 16.1
Visible Minorities 752,940.00 29.7
All Designated Groups 437,679.00 17.3
Other* 335,594.00 13.2
Total 2,532,973.00 100.0

* Some of the Intervention Fund projects addressed issues other than those pertaining to designated groups
(i.e. they were aimed at learning about employment equity or building employment equity capacity).

The following are examples of projects for each designated group.

Women

Although there was no Intervention Fund project aimed only at women during
1999-2000, the support given to the CS Bridging Program for Designated Group
Members mostly enabled women (17 out of 19 participants or 89 per cent) to participate
in the computer system initiative in the National Capital Region. This two-year training
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and development program is designed for employees, other than those in the Computer
Systems Administration (CS) group, who have demonstrated an interest in and aptitude
for work in the Information Technology (IT) field. They are provided with the training

and development needed to qualify for positions in the CS group.

Aboriginal Peoples

The Aboriginal Career Development Initiative (ACDI) is a pilot project managed by
Health Canada that facilitates interdepartmental assignments to provide career
development and learning opportunities for Aboriginal federal public service employees
across all occupational groups and levels. The program is being implemented in the
National Capital and Alberta regions. The first ADCI assignments are to begin in
2000-01. For more information on this initiative, visit Health Canada’s Web site at:
www.hc-sc.gc.ca/csb-dgsg/acdi-idca.

Persons with Disabilities

The Interdepartmental Task Force on the Integration of Persons with Disabilities
through New Information and Communication Technologies, led by the National
Research Council, submitted its report entitled Access For All Through Technology:
Toward an Accessible and Inclusive Information Technology Environment, to TBS in
late March 2000. The Task Force considered how information and communications
technologies could be made more accessible to persons with disabilities in the federal
workplace and how such technologies might be better used to accommodate employees
with disabilities. The report is available on our Web site at: www.tbs-sct.gc.ca/ee or the
Publiservice site at: publiservice.tbs-sct.gc.ca/ee.

Visible Minorities

Correctional Service Canada has developed the Recruitment Outreach to Visible
Minority Communities program. The recruitment model used in this program has been
distributed in the department as a permanent tool in ongoing recruitment and outreach
efforts. Partnerships have been established with close to 140 organizations representing
visible minority communities.
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EE Partnership Fund

The Partnership Fund creates opportunities for a strong regional presence in EEPMP
initiatives. Close to $3 million was spent on regional initiatives in 1999-2000. Of the
70 Partnership Fund projects undertaken last year, 57, or 81.4 per cent, were initiated
in regions and involved 74 organizations.

The next two figures present a breakdown of Partnership Fund projects by region and
expenditure for 1999-2000.

FIGURE 14

Partnership Fund Projects by Region

No. of projects Percentage (%) of total projects
Atlantic 9 12.8
Quebec 14 20.0
National Capital Region and Eastern Ontario 13 18.6
Central and Southern Ontario 13 18.6
Central Prairies 10 14.3
Western 1 15.7
Total 70 100.0

FIGURE 15

Partnership Fund Expenditures by Region

Expenditures ($) Percentage (%) of total expenditures
Atlantic 471,378.98 17.0
Quebec 684,504.99 24.8
National Capital Region and Eastern Ontario 637,678.20 23.1
Central and Southern Ontario 503,151.76 18.2
Central Prairies 288,156.89 104
Western 178,475.38 6.5
Total 2,763,346.20 100.0
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EE Career Development Office (EECDO)

The EECDO developed a 45-hour Employment Equity Career Counselling Course

in which 100 counsellors and human resources personnel from 22 departments
participated. Academic evaluators have recognized this course as having content
equivalent to a course at the level of a master’s program. Three departments—

National Defence, Health Canada (in Quebec) and the PSC—have adapted the course for
their own use. Eight universities are offering it as part of their master’s program, and
three others as part of a diploma or certificate program. The course will also be available
via interactive distance learning at two of the universities. An entire chapter in a
forthcoming book on best practices in career development from around the world will

be dedicated to the course and how it was developed.

EE Enabling Resource Centre for Persons with Disabilities (ERC)

The ERC has opened a state-of-the-art facility, the Demonstration Area, to provide
the best technology in videoconferencing and other accessibility tools. This initiative
will ensure nation-wide access to services and the transfer of knowledge for persons
with disabilities. Additional information on this initiative can be found in Chapter 5
of this report.

Federal Public Service Job Accommodation Network
for Persons with Disabilities (FPS-JAN)

The Federal Public Service Job Accommodation Network for Persons With Disabilities
(FPS-JAN) is a pilot project funded by the EEPMP and managed by the Employment
Equity Division of TBS. This initiative is modelled after the “single-window”
(one-stop-shop) approach. As well as assisting employees with disabilities, it provides
support to managers, supervisors, employment equity co-ordinators, telecommunications
specialists, technicians and others. In 1999-2000, the FPS-JAN improved the exchange
of information by keeping clients and stakeholders informed on policies, programs and
services regarding employees with disabilities. More information on this undertaking is
featured in Chapter 5 of this report.
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Mid-Term Review Results

The EEPMP is preparing its first report covering the period 1998-2000 and featuring
accomplishments from the first half of the program. In the meantime, a review of
EEPMP projects was released in March 2000 in the report The Employment Equity
Positive Measures Program Mid-Term Review Report. The comprehensive report,
available on our Web site, features the best practices and lessons learned from
initiatives to date. Here are some success factors identified in the mid-term review:

* All successful EEPMP projects had a communications strategy aimed at internal
stakeholders. To achieve success, it is important to incorporate communications at
the planning stage of a given project.

e Multi-party projects are cost-effective, ensure the sustainability of outcomes and
help parties exchange expertise and share results. Partnership is, therefore, a key
success factor for EEPMP initiatives.

* The Performance Accountability and Reporting Framework proved to be useful in
ensuring that initiatives were results-oriented. Using performance measurement
tables led to developing meaningful progress reports.

* Moreover, the mid-term review recommended that the central agencies consider
more proactive promotion of the dissemination and sharing of tools and encouraging
the application of successful models.

To preserve and share information and promote best practices arising out of either
Intervention Fund or Partnership Fund initiatives, the EEPMP Group is developing a
project information database. The information will be available on our Web site as a
reference tool for managers and human resources practitioners who are encouraged to
adopt these innovative practices so that employment equity will become an integral part
of daily human resources management.

With its various components and flexibility, the EEPMP will promote a greater self-
sufficiency among federal departments and agencies, helping them improve the
representation and participation of the designated groups and helping central agencies
address employment equity priorities that affect the federal Public Service. It will help
integrate employment equity into human resources management and planning processes
and thus support the government’s commitment to establishing a truly representative and
inclusive federal Public Service.
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CHAPTER 3
EMBRACING CHANGE, FOSTERING INCLUSIVENESS AND
STRENGTHENING PARTNERSHIPS

Employment equity is everybody’s business. By recognizing the value of diversity, by
promoting equal access to employment opportunities and by ensuring that human
resources are managed effectively and fairly, employment equity is relevant to all
employees in our workforce.

Implementing employment equity is both a process and a goal. In implementing
initiatives to achieve employment equity, departments and central agencies are meeting
their responsibilities under the Employment Equity Act that call for leadership in
identifying and eliminating barriers and establishing positive measures and programs.
As an institution, the federal Public Service must not only enthusiastically embrace
the concept of representativeness, but it must take concrete steps to become more
representative of Canadian society in order to achieve results in its core activities.

Let us now look at some noteworthy activities in 1999-2000 to diversify the public
service workforce.

Task Force on the Participation of Visible Minorities
in the Federal Public Service

One of the major accomplishments of the Treasury Board of Canada Secretariat’s (TBS)
Employment Equity Division in 1999-2000 was its support to the Task Force on the
Participation of Visible Minorities in the Federal Public Service. The establishment of
the Task Force was announced at a press conference on April 23, 1999, and was funded
by the Employment Equity Positive Measures Program’s Intervention Fund. Its mandate
was to take stock of the situation of members of visible minority groups in the federal
Public Service and formulate a government-wide action plan with benchmarks and
follow-up mechanisms to ensure the benchmarks were met.

During the 1999-2000 fiscal year, the Task Force consulted extensively with key
stakeholders inside and outside the federal Public Service and developed its action plan
to present to the President in April 2000. Contributors included employees belonging to
a visible minority group, visible minority youth, middle managers, human resources
personnel, senior officials, representatives of unions and bargaining agents, central
agencies, educational institutions and external community organizations. The Task
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Force’s work was publicly supported by The Professional Institute of the Public Service
of Canada and the Public Service Alliance of Canada, two of TBS’s main partners in
implementing employment equity in the Public Service.

In brief, the Task Force’s action plan requires that at least one person from a visible
minority group participates in every five public service-wide staffing actions such as
external recruitment, career development and career advancement. The action plan also
recommends the development of support tools for managers to achieve the benchmark,
initiatives to signal that the government is striving to become more representative,
mechanisms to strengthen existing implementation and accountability frameworks and
to develop new ones, and provisions for external advice, independent review and
incremental financial resources to assist departments and agencies in implementation.

The action plan allows for flexibility among departments in determining their approach
and pace in achieving the benchmarks. The Employment Equity Act provides a platform
from which the action plan can be launched. The action plan does not call for new
structures or programs; rather, it complements initiatives already underway and many
of its elements can be integrated into the existing human resources management and
employment equity structures and activities that result from obligations under the
Employment Equity Act.

Under the action plan, departments and agencies have a three-year time frame to
implement the external recruitment and management development programs for visible
minorities. In addition, they have a five-year time frame to implement strategies related
to acting appointments and staffing actions as they relate to the Executive feeder group
and to the Executive levels of visible minorities. Departments and agencies can set
targets that apply to their respective corporate situations. They can also benefit from
exchanging best practices not only within the Public Service, but also from the private
sector as they seek to effect sustainable change toward becoming more representative
and inclusive organizations.

Task Force on an Inclusive Public Service

The Task Force on an Inclusive Public Service started a dialogue about the Public
Service of Canada’s corporate culture. The credo “2000@2000” continued to dominate
the Task Force’s mandate to creating a culture of inclusiveness that values diversity.

As stated in last year’s report, commitment at all levels was deemed critical to the
Task Force’s work in starting the dialogue and developing tools to assist in promoting
a culture of inclusiveness within the Public Service.
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The Task Force’s mandate ends on August 31, 2000. The Task Force has started to
develop tools to assist in building a new culture in the Public Service, one that values,
embraces and supports the contributions of all employees and their diversity.

The groundwork for an Agent of Change Workshop, created to help change corporate
culture, was piloted in February 2000, aimed at engaging 2,000 federal public service
employees in 30 sites across Canada by May 2000. This was made possible by using
HRDC’s Business Television, a tool for long-distance education.

The pilot project’s ultimate goal was to learn about perceptions of inclusiveness and
diversity within the Public Service and to pay attention to the diverse individual experiences
of participants. It provided for an interactive discussion and will lead to the development of
training modules on diversity. In addition, the pilot project helped the Task Force identify
some lessons learned for the broadcast it proposes to launch in May 2000.

Participants involved in the pilot project agreed that the “agents of change” concept
will serve the Public Service well in the 21% century as employees will be engaged in
a dialogue necessary for building a workforce that is inclusive and values the unique
qualities of all individuals.

Joint Employment Equity Committee of the National Joint Council

The Joint Employment Equity Committee (JEEC), a working committee of the National
Joint Council (NJC), provides a national forum where the employer and the bargaining
agents can consult and collaborate on public service-wide employment equity issues. The
JEEC is the only union/management employment equity committee and during 1999-2000,
its membership comprised representatives from TBS, the PSC, PWGSC, Environment
Canada, Health Canada, the Public Service Alliance of Canada, the Professional Institute of
the Public Service of Canada and the Social Science Employees Association.

Four regular and two special JEEC meetings were held in 1999-2000 to consult and
collaborate on several issues. For example, the JEEC provided feedback to the TBS

on proposed revisions to the TBS Policy on the Provision of Accommodation for Employees
with Disabilities. Also in March 2000, JEEC Provision of members received an advance
presentation of the action plan being prepared by the Task Force on the Participation

of Visible Minorities in the Federal Public Service. The PSC also consulted the JEEC on

its employment systems reviews of selected instruments of the Personnel Psychology
Centre and the General Recruitment and Priority Administration Systems.

The JEEC is also a forum for sharing information on employment equity and best practices.
Special meetings are convened, as required, to keep members abreast of high-profile issues
and to solicit feedback. Such a meeting was held in October 1999, when a special presentation

Annual Report on Employment Equity




by the Task Force on an Inclusive Public Service was given to JEEC members. As a result

of the Public Service Employee Survey 1999, the JEEC called another special meeting in
November 1999 to strike a working group to examine the survey results from an employment
equity perspective. This working group’s mandate was also to identify areas of concern and
recommend ways to address them. The working group presented preliminary findings at the
February 2000 JEEC meeting. More information on the Public Service Employee Survey
1999 from an employment equity perspective is found in Chapter 5 of this report.

National Council of Visible Minorities

The National Council of Visible Minorities in the Federal Public Service (NCVM) was
established in October 1999 during the first National Conference of Visible Minorities
in the Federal Public Service, in Ottawa. This event was partially funded by the

TBS Employment Equity Positive Measures Program’s Partnership Fund. Championed
by deputy ministers from Agriculture and Agri-Food Canada, Citizenship and
Immigration Canada, and Canadian Heritage, the Conference brought together more
than 200 participants from across the country. Participants recommended ways to
identify and eliminate systemic barriers, the establishment of a national organization
comprising federal visible minority group employees and a mechanism for initiating
dialogue with senior management in the Public Service. An Interim Board was elected
to work on these subjects, to establish an infrastructure for the Council and to organize
a second national conference to be held later in the Year 2000.

In the months following the Conference, the Council received support from various
federal departments and agencies. For example, Health Canada, the Canadian Grain
Commission and Canadian Heritage enabled certain staff members to conduct NCVM
business on a full-time basis while retaining their substantive positions. The NCVM
organized three interdepartmental meetings that were hosted by Health Canada,
Environment Canada and Correctional Service Canada, to provide an opportunity for
information sharing among employees in a visible minority group, human resources
personnel and managers. The TBS Employment Equity Division worked closely with
the Interim Board providing ideas and guidance as needed, and facilitating linkages
with other organizations, such as The Leadership Network, the Assistant Deputy
Ministers’ Forum, the Committee of Senior Officials’ (COSO) Sub-Committee on
Recruitment, Federal Regional Councils and the Interdepartmental Committee on
Employment Equity.
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CHAPTER 4
EmMPLOYMENT EQuUITY: AN INTEGRAL PART OF GOOD MANAGEMENT

As efforts to rejuvenate the Public Service continue to roll out in the coming year, it

is important to establish more flexible structures and provide adequate support for
implementing human resources strategies that embrace the notions of employment
equity and diversity management. Employment equity provides a solid foundation on
which a diverse workforce can be built. The Framework for Good Human Resources
Management in the Public Service reflects that perspective when it stipulates that human
resources management is about managing people to achieve a Public Service that
responds to the needs of Canadians and ensuring that its policies take into account the
diversity of Canadian views.

Human resources professionals have an influential role in shaping policies and decisions
that affect human resources management. Today’s human resources practitioners must
keep up with current trends as they are called upon to foster and sustain a human
resources management philosophy that facilitates and welcomes diversity.

We are working with human resources specialists in federal departments and agencies
to implement the Employment Equity Act and to apply the Framework’s principles.
These specialists will, in turn, provide their managers with the tools for increasing the
representation and distribution of designated groups and thus contribute to the success
of diversity and employment equity management within the Public Service.

This year, once again, we are pleased to feature the employment equity initiatives of
our partners—the departments and agencies in the federal Public Service—against the
backdrop of the Framework’s five key results areas.

LEADERSHIP is the ability to establish a shared vision, to build the organization
required to deliver program results and to mobilize the energies and talents of staff.
Key results areas include: mission and vision, management structure, contribution
to objectives and management behaviour and development.
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Status of Women Canada, the first agency found to be in compliance with the
requirements of the Employment Equity Act (EEA), continues to integrate employment
equity into its management practices. Commitment to employment equity is
demonstrated by the overall representativeness of the organization and the measures it
takes to ensure that the best person for the job is hired or promoted, a goal of all public
service departments and agencies.

In November 1999, following an audit conducted by the Canadian Human Rights
Commission (CHRC), the Canadian Radio-television and Telecommunications
Commission (CRTC) was found to be in compliance with the EEA. Following internal
consultations and an external environmental scan, the CRTC developed a three-year
human resources strategy, entitled “Moving Together Towards the Future,” to address the
challenges facing the organization. The accompanying employment equity plan builds on
the strategy and incorporates the findings of the corporate employment systems review.

During 1999-2000, Canadian Heritage established employment equity and diversity as
an integral part of the way the department does business and took steps to ensure that
these values were known and shared with all employees. Significant progress was made
in establishing common objectives and identifying issues so employees and managers
would be better able to meet emerging challenges. It has also established a forum for
union/management consultation that allows for discussion of employment equity, other
human resources matters, the department’s self-identification exercise as well as its
orientation program for new employees.

The Canadian International Development Agency’s vision is “to become a model
federal government department/agency through its receptiveness and application of
employment equity principles and practices to its workforce by the year 2003.” The
agency worked with the CHRC to identify potential barriers that could be affecting the
recruitment and career development of employees, and particularly that of designated
group members.

Senior management at the Department of Justice Canada has made employment
equity and diversity essential components of its strategic planning exercise. To
emphasize the importance of creating an inclusive workplace, Deputy Minister
Leadership Awards were presented to Montreal Regional Office employees for their
contribution to eliminating physical barriers in the workplace by making arrangements
to provide physical accommodation and technical aids for persons with disabilities. A
prize was also awarded to the Chair of the departmental Advisory Committee on Equal
Opportunities for Women for her leadership and commitment to improving the situation
of women in the department.
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Departments that have achieved a strong representation of designated groups have
moved forward to develop more inclusive strategies. For instance, Citizenship and
Immigration Canada has developed and promulgated a Diversity Management Policy.
In addition to supporting employment equity, the department is committed to developing
a respectful workplace for all employees.

Public Works and Government Services Canada’s Human Resources Branch
implemented a business-partnering model where a senior renewal consultant is placed
on each human resources team. Senior renewal consultants bring employment equity
considerations to their branch management committees and help to integrate
employment equity in the organization’s human resources and business plans. They also
play a key role in ensuring that the issues and concerns from their respective branches
are brought to the attention of the department’s Learning and Renewal Directorate.

A WORKFORCE BUILT ON VALUES is one that demonstrates competency,
representativeness, and non-partisanship by ensuring fairness, equity, and
transparency in its resourcing activities. Key results areas include: recruiting and
staffing, employment equity, official languages and human rights.

At Solicitor General Canada, the goals and objectives of employment equity were
identified as key commitments in the performance agreements for the Executive group,
thereby reinforcing the issue of management accountability and commitment to
employment equity.

The Department of Justice Canada developed a tool kit for managers entitled

Helpful Ideas for Building a Representative Workforce, offering information on various
recruitment tools and initiatives. The department developed plans to recruit designated
group members into articling and summer student positions, which are key feeder
groups for entry-level lawyer positions. As well, to reduce reliance on term employment,
a term conversion strategy was developed to provide opportunities for designated group
members to receive a fair share of indeterminate appointments.

During the 1999-2000 Annual Foreign Service and Consular Officer Recruitment
Campaign, the Department of Foreign Affairs and International Trade implemented
new measures in its recruitment and selection processes to increase the designated group
applicant pool. The recruitment campaign has achieved a rate of hiring at the level of
labour market availability for women, Aboriginal peoples and members of visible
minority groups.
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The Western Economic Diversification Canada office participated as the lead
department on an Employment Equity Positive Measures Program—Partnership Fund
initiative in Alberta. Entitled Employment Equity Representation on Selection Boards,
the project’s objective was to establish an inventory of employees from the designated
groups who were trained in the interview process. The inventory is then used to ensure
interview boards are representative. Twenty-four participants explored the issues and
barriers faced by designated group members and learned how to identify and eliminate
these barriers.

In January 2000, Public Works and Government Services Canada launched a
Diversity Learning Program for its Executive Management Team. The team
brainstormed on how to make diversity management a reality within the department and
contribute to becoming an employer of choice. As a follow-up to this, diversity training
will be provided to all employees. As well, diversity learning is acknowledged as an
important component toward fostering the necessary culture change and for successfully
implementing employment equity and diversity management.

With assistance from the Women’s Bureau, Industry Canada’s Ontario Region
developed and put in place a five-year plan to recruit 24 women for indeterminate
radio inspector positions in the Ontario Spectrum Branch. The first-year recruitment
campaign was completed in March 2000, with candidates joining the department in
May 2000. The campaign was supplemented by recruiting female co-op students who
will complete work terms in 2000-01 and may be offered indeterminate positions.

A PRODUCTIVE WORKFORCE is one that delivers goods and services in a
cost-effective manner and strives for continuous improvement. Key results

areas include: service standards, clarity of responsibilities, staff relations, language
of service, continuous improvement, performance management and orientation

and training.

The Prairie Farm Rehabilitation Administration of Agriculture and Agri-Food Canada
has an Aboriginal Employment Initiative to provide work experience to Aboriginal
peoples in the technical, scientific and administrative fields. It has also worked on an
irrigation project with the Blood Tribe of Southern Alberta to enhance farming
diversification and to provide tribe members with careers in agriculture.
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Industry Canada developed an Accessible Technology Procurement tool kit with
comprehensive lists of standard clauses, and terms and conditions for procuring
accessible equipment, technology and services. It also lists available manufacturers,
vendors and support services to provide procurement officers with the information
they need to successfully meet the accommodation requirements of employees

with disabilities.

As part of its continued leadership in Aboriginal recruitment, Indian and Northern
Affairs Canada provides a list of all Aboriginal graduates, who have applied to
their university recruitment campaign, to other departments and agencies.

By adopting a client focus, certain departments have become more aware of the unique
cultural value that can be added to their organization in terms of policy development and
service delivery. For example, this year, the Registry of the Federal Court of Canada
made history by holding a trial on an Indian Reserve where elder evidence was to be
given. To ensure success, an Aboriginal Awareness session was provided to managers
and court staff.

Public Works and Government Services Canada maintains a Registry of Aboriginal
Service Providers. The registry, an effective tool for human resources managers,
advisors and line managers in the department, contacted more than 200 Aboriginal
organizations and communities.

In January 2000, Health Canada launched a new orientation program entitled
Discovering Health Canada. The program aims to increase awareness and understanding
of the department and its business lines. One module, “Employment Equity and
Diversity Management at Health Canada,” stresses the importance of valuing the
diversity of all individuals, respecting differences, accommodating employees’ needs,
and focuses on the goals, key principles, implementation of and compliance with the
Employment Equity Act. Between January and March 2000, 345 employees participated
in these sessions in the National Capital Region.

Fisheries and Oceans Canada has designed an employment equity Intranet site to
provide comprehensive “one-stop shopping” for managers and employees wishing to
know more about employment equity and new developments in this field.
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The Canadian International Development Agency has developed and expanded both
the services and equipment in its Adaptive Technology Centre. Designed for employees
with disabilities, the Centre provides the services of a user support technician as well as
funding for equipment and software upgrades with support from the Information
Management and Information Technology Unit.

The Human Resources Services Directorate of the Passport Office prepared a booklet
to convey information on employment equity to all current staff and to new employees.
Entitled The Most Common Questions People Ask About Employment Equity, it explains
the concept of employment equity and the reason for the program. A poster was also
produced to publicize the Employment Opportunity Program for Members of
Designated Groups.

AN ENABLING WORK ENVIRONMENT reinforces good working relationships and
teamwork; respects the individual; values diversity; accommodates differences;
encourages open communications; is safe, fair and free of discrimination and
harassment; takes the human dimension into consideration in all organizational
activities; and fosters the professional satisfaction of each employee, thus enabling
employees to work to their full potential. Key results areas include: information
systems, communication, supportive culture, wellness and safety.

Statistics Canada’s self-identification survey achieved a 92-per-cent response rate
largely due to a communications campaign developed with help from the agency’s
Communications Division in which a strong role was given to managers. It also
implemented a new recruitment approach that proved to be successful. A joint team,
made up of representatives from the Economic, Sociology and Statistics (ES) and Social
Science Support (SI) groups, was sent out to evaluate Aboriginal candidates for ES and
SI positions along with other individual ES and SI recruitment teams. Candidates who
were not successful for ES positions were then evaluated for SI positions.

The National Archives of Canada is among a number of departments that have
reviewed and renewed their internal consultative process. This year, an Employment
Equity Working Group composed of managers, members of designated groups and union
representatives, was created. To build on this initiative and to develop stronger
partnerships, the National Archives of Canada and the National Library of Canada
together formed a Consultative Group to organize activities during Aboriginal
Awareness Week.
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The Executive Management Committee of the Public Service Commission of Canada
endorsed developing and implementing a departmental Policy on Employment Equity
and developing a related action plan. It also supported creating a Departmental Advisory
Committee on Employment Equity.

The National Parole Board created a special forum called The Circle, which takes place
at least once a year. This forum involves Aboriginal employees at the Board and allows
them to establish an agenda for discussion based on subjects relevant to their situation.

The Department of Justice Canada’s Advisory Committee on Visible Minorities
produced a report entitled A Case for an Inclusive Department of Justice, which
contributed to discussions with members of both the Task Force on the Participation of
Visible Minorities in the Federal Public Service and the Task Force on an Inclusive
Public Service. The report also guides the development of human resources and
employment equity strategies in the department.

Public Works and Government Services Canada has implemented a case management
approach to ease the return to work of employees who have become disabled and can

no longer return to their substantive positions. When an employee has expressed an
interest in returning to work and medical advice indicates that the employee cannot
return to the substantive position, a multi-disciplinary team is established to prepare a
return-to-work strategy. To further support this initiative, the department published a
directive called Workplace Compensation—Claims/Case Management Program.

Citizenship and Immigration Canada’s Ontario Region created a poster for
International Women’s Day on the theme of “Women Making a Difference: Looking
Back, Looking Forward.” The initiative marked women’s accomplishments in the last
century and predicted their future landmark achievements.

A SUSTAINABLE WORKFORCE is one in which the energies, skills and knowledge
of people are valued as key assets to be managed wisely. The investment in these
assets is safeguarded and continuously developed. Continual renewal of essential
competencies is planned to provide for the organization’s viability now and in the

future. Key results areas include: human resources planning, continuous learning,
competency profiling and workload management.
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The Public Service Commission of Canada (PSC) implemented the Personnel
Administration (PE) Development Program for Designated Group Members in its
Central and Southern Ontario Regions, along with two other departments where each
department provides its participants with experience and training over a three-year
period. After successfully completing the program, trainees are appointed to the PE-03
level. As part of another initiative with other departments and with funding from the
Employment Equity Positive Measures Program, the PSC offices in Toronto, Edmonton
and Vancouver established career counselling services for designated group members to
assist them in making informed decisions on career choices and mobility.

The Canadian Radio-television and Telecommunications Commission participated
in an exchange program for women with the Canadian Women in Communications
Association, a non-governmental organization. Entitled Jeanne Sauvé Internships, this
program provides women in the Canadian communications field with opportunities to
gain first-hand knowledge and understanding of federal communications policies, the
role of government and its impact on industry, as well as private sector dynamics.

To assist members of designated groups to be more competitive at the Executive (EX)
level, the Canadian International Development Agency established the Executive
Development Program for Members of Designated Groups. The program identifies
designated group members with executive potential. Through the program, participants
acquire management and leadership knowledge as well as experience, enabling them to
compete for Executive-level positions. The four-year program involves courses,
assignments and mentor support.

The Public Service Commission of Canada established a diversity mentoring program
in its Atlantic Region to assist designated group employees with career development.

Canadian Heritage identified the need to enhance career counselling services available
to employees of designated groups. It now delivers a new pilot course offered through
the Employment Equity Positive Measures Program’s Employment Equity Career
Development Office, with support from the departmental career counsellor.

The Economic Development Agency of Canada for the Regions of Quebec helped
develop an interdepartmental mentoring program for members of designated groups in
the Quebec Region.
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As a retention and promotion strategy, candidates who did not qualify for acting
Executive (EX) positions through the Aboriginal Management Executive Development
Program are referred to a national career and organizational design firm. Consultants
from the firm work with the candidates to develop learning plans aimed at improving
competency levels required by Indian and Northern Affairs Canada.

Human Resources Development Canada’s Nova Scotia region established an
Employment Equity Development Fund using 1.0 per cent of its salary budget. The fund
helps develop core competencies and skills leading toward career enhancement and
advancement through assignment opportunities for designated group staff at various levels
across the region. The commitment for 2000—01 has been increased to 2.0 per cent.

An agreement between Health Canada and the Nova Scotia Federal Regional Council
was signed for the Atlantic Region Learning Centre Plus to manage the new Employment
Equity Interdepartmental Assignments and Development Program entitled Strength in
Diversity. This pilot program will run from December 1, 1999, to March 31, 2001, and
will provide designated group members with opportunities to develop competencies and
gain work experience in other federal departments, agencies or Crown corporations in
the region.
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CHAPTER 5
EmMPLOYMENT EQUITY: MORE THAN NUMBERS

Throughout 1999-2000, as demonstrated earlier in this report, the Employment Equity
Division (the Division) at the Treasury Board of Canada Secretariat (TBS) worked
closely with the two Task Forces established by the President of the Treasury Board. It
helped set the scene for the much talked-about culture shift that is expected to enhance
the Public Service’s image and help it attract and retain a competent and highly qualified
workforce, become a workplace of choice and lead to greater acceptance of diversity.
The Public Service has recognized that it is necessary to evaluate and reshape key
institutional practices to become successful in this transformation.

The Division and its many partners continued to collaborate on positioning the business
case for employment equity in the Public Service: one that welcomes diversity,
reinforces inclusiveness, values and supports the contributions of employees and creates
an environment where everyone can play a part. This is an ongoing commitment and is
consistent with the goal of maintaining a creative and innovative workforce. Below are
examples of activities in which the Division was engaged in 1999-2000 and which
helped sustain the momentum for employment equity.

Audits by the Canadian Human Rights Commission

During 1999-2000, the Canadian Human Rights Commission (CHRC) continued its
departmental audits. By March 31, 2000, audits were underway or completed for almost
half of all federal departments and agencies. Most have signed undertakings and are
working toward achieving compliance. The National Parole Board and the Canadian
Radio-television and Telecommunications Commission joined Status of Women Canada
in successfully meeting the CHRC assessment factors. Over the course of the year, the
CHRC and TBS maintained a collaborative relationship and worked toward finding
solutions to difficulties faced by departments.

Over the fiscal year, TBS collaborated with the PSC to build data analysis capacity in
departments, so that they are better able to respond to the CHRC’s workforce analysis
audit criteria, the data elements of employment systems reviews and establishing
numerical goals. A proactive approach to supporting departments during the audit
process has produced positive results by moving most audited departments close to
compliance. These efforts will intensify in the next fiscal year in order to increase the
number of departments that are in compliance.
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Treasury Board Policies

Employment Equity Policy

The Treasury Board’s Employment Equity Policy was revised to reflect the new
requirements under the Employment Equity Act. Published in July 1999, the policy sets
out in more detail what is required of departments under the Act and provides guidelines
to help departments achieve results.

Policy on the Provision of Accommodation for Employees with Disabilities

Results of the Public Service Employee Survey 1999 indicated that employees with
disabilities were less satisfied with their public service careers than other employees.
Part of this finding was attributed to inadequate accommodation in the workplace.

In 1999, Canadian courts further defined employers’ obligations to accommodate
employees’ needs.

With these developments, and in order to create a work environment that is welcoming
to all employees, work commenced on strengthening and updating the Policy on the
Provision of Accommodation for Employees with Disabilities, for release next fiscal
year. Extensive consultations have taken place between TBS and the CHRC, bargaining
agents, departmental representatives and employees with disabilities. The result will be
a policy that reflects the legal requirements and emphasizes not only accommodating
individual employees, but creating systems and work environments that anticipate the
needs of employees with disabilities.

Self-Identification Update

Employee Self-ldentification

Self-identification remains an important topic in employment equity and has been
discussed in every annual report to date. Over the year, the Division continued to
provide advice to departments as they prepared to undertake workforce surveys. A
recurring item in CHRC audits is the TBS recommendation that departments collect
information on the sub-groups of the following designated groups: Aboriginal peoples,
persons with disabilities and persons in a visible minority.? This is not specifically

3. Aboriginal persons are North American Indians or members of a First Nation, Métis or Inuit. Persons with
disabilities include individuals with a long-term or recurring physical, mental, sensory, psychiatric or learning
impairment. This definition also includes persons with functional limitations due to co-ordination, dexterity, or
mobility; persons who are blind or have a visual impairment; persons who are deaf or hard of hearing; or persons
who have a speech impairment. Persons in a visible minority group include persons who are Black, Chinese,
Filipino, Japanese, Korean, South Asian/East Indian, Southeast Asian, Non-White West Asian, North African or
Arab, Non-White Latin American, persons of mixed origin (i.e. with one parent in one of the visible minority
groups in this list), or other visible minority group.
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referenced in the Employment Equity Act. Sub-group information has been very
important in ensuring high quality data by minimizing the incidence of erroneous
reporting. While sub-group information is requested on departmental forms, failure to
provide such information does not lead to excluding respondents from the designated
group population. As required under the Employment Equity Act, all self-identification
information, including sub-groups, is voluntary and this is communicated to
respondents. TBS and departments remain vigilant in protecting the confidentiality of
such information and ensuring that it is not used for unauthorized purposes.

Self-Declaration Form for Aboriginal Peoples

In January 2000, a small working group comprising representatives from TBS, the
PSC and Indian and Northern Affairs Canada was established to continue developing
a Self-Declaration Form for Aboriginal Peoples, a project jointly initiated by the TBS
Employment Equity Consultation Committee for Aboriginal Peoples and the PSC’s
Aboriginal Recruitment Advisory Committee. A draft form was prepared and will be
tested in fiscal year 2000-01, using the PSC’s Aboriginal inventory. Based on the
findings, it is hoped that a template for departmental use will be ready for distribution
some time in 2001.

Employment Equity Learning

Diversity: Vision and Action Course

In February 2000, the Canadian Centre for Management Development (CCMD)
launched the course entitled, “Diversity: Vision and Action,” developed with support
from the Employment Equity Positive Measures Program’s Intervention Fund. This
intensive three-day program is intended to teach public service executives and managers
about the benefits of a diverse workforce as well as sensitizing them to employment
equity and diversity issues. The course positions diversity management as a key
competency for public service leaders.

The course’s first module is an interactive, virtual learning tool developed jointly by
CCMD, TBS and the PSC. The tool, which now resides on the TBS Employment Equity
Division’s Web site, is entitled “Act on Employment Equity.” It is a self-paced course
designed to introduce participants in the Diversity: Vision and Action Course to their
obligations under the Employment Equity Act. The site is also open to other federal
public service employees, such as employment equity practitioners, those taking the
Employment Equity Orientation Course or those just wanting more information about
employment equity.
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Employment Equity Orientation Course

In this three-day course, participants can increase their understanding of the issues and
legal obligations related to implementing the Employment Equity Act.

Employees with little knowledge of employment equity or those who wish to
upgrade their skills in this field or in human resources management have benefited
from this course.

Readers are invited to visit our site to find out more about the Diversity: Vision and
Action Course or obtain a complete Employment Equity Orientation Course schedule,
by clicking on the “EE Learning” button on the Web at www.tbs-sct.gc.ca/ee or on
Publiservice, the government Intranet, at publiservice.tbs-sct.gc.ca/ee.

Publications

In 1999-2000, the TBS Employment Equity Division published several documents
expected to inform practitioners, managers and decision makers about various
employment equity subjects. All of our publications can be found on our Web site,
under the title “Policies and Publications,” at www.tbs-sct.gc.ca/ee or on Publiservice at
publiservice.tbs-sct.gc.ca/ee. Following are examples of some of our publications.

Creating a Welcoming Workplace for Employees with Disabilities

This guide recommends some ways to include persons with disabilities in the work
environment and to make them feel welcome as contributing team members. Creating a
Welcoming Workplace for Employees with Disabilities may be only a starting point for
finding new ways to do this. The guide indicates that listening actively, communicating
clearly and respecting the person are key elements in fashioning a welcoming workplace
for persons with disabilities.

The TBS Employment Equity Consultation Committee for Persons with Disabilities
was instrumental in developing this guide, which was partially funded by the TBS
Employment Equity Positive Measures Program’s Intervention Fund.

Data Elements of an Employment Systems Review

This guide will help federal public service departments and agencies use and interpret
quantitative data elements relevant to an employment systems review (ESR). An ESR
seeks to identify actual and potential barriers to the participation of the four designated
groups in an employer’s workforce. As part of the ESR, an employer investigates
possible causes of any current under-representation.
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This publication, financed by the EEPMP’s Intervention Fund, accompanied the release
of data derived from statistics in the 1996 Census and from departmental population
movements (i.e. recruitment, promotion, interdepartmental departures and entries, and
separations from the Public Service) for three years ending March 31, 1999.

Employment Equity for Women Still Matters

The result of a joint initiative between the Employment Equity Division and the TBS
Employment Equity Consultative Committee for Women, this booklet makes a number
of concrete suggestions to improve the participation rate for women in all groups and at
all levels of the federal Public Service. Women make up half of the workforce in the
federal Public Service of Canada and are present, to some degree, in virtually every type
of job. Women are only one quarter of the Executive category, however, and they make
up the majority of people hired in term positions and are concentrated in many
traditionally female support roles.

The booklet, which received assistance from the Employment Equity Positive Measures
Program’s Intervention Fund, focuses on the areas of recruitment, selection, career
development and advancement, organizational culture and supportive employment
policies and practices for women.

A Perspective of Aboriginal Employment in the Federal Public Service

Several of our clients and potential partners may not be aware of the large number of
national and regional initiatives related to the employment of Aboriginal peoples in the
federal Public Service. As a result, in March 2000, TBS published A Perspective of
Aboriginal Employment in the Federal Public Service.

This publication was widely distributed in the Public Service and to many national
Aboriginal organizations. The booklet is intended to serve as a reference tool for all
stakeholders, who, both individually and collectively with federal departments and
agencies, continue to help develop a Public Service that is fully representative of
Canadian society. It also provides a summary report on the representation of Aboriginal
employees in the federal Public Service, a discussion of recruitment, retention, career
development and best practices to reach these goals.

Employment Equity Lens

As indicated in last year’s report, the Employment Equity Division began developing
an “employment equity lens” designed to facilitate the review of policies and practices.
The “lens” will help policy analysts “see” whether or not existing policies are aligned

Annual Report on Employment Equity

85




86

with the employment equity goals of the Public Service and ensure that those policies
do not constitute a barrier to employment for the designated groups. Completion of
this project has been deferred to the next fiscal year.

Public Service Employee Survey 1999

Survey results were released on November 10, 1999. More than 104,000 employees,
representing 55 per cent of the workforce, conveyed their perceptions of their work,
workplace and career experiences and prospects.

As reported in Chapter 3, the National Joint Council’s Joint Employment Equity
Committee struck a working group to analyze the survey results as aggregated for
persons who indicated that they were members of an employment equity designated
group. Representatives from the TBS Employment Equity Division participated in this
working group. The survey results showed that members of visible minority groups and
persons with disabilities rated lower in overall satisfaction levels and that these

two designated groups do not feel that they work in an inclusive and welcoming
environment. Overall, the results signalled a need for action on several fronts:
communications, training, accountability and administrative changes.

In its study, the working group focused on five areas: nature of work, management
support, value and respect, selection and promotion processes and training and
development. It prepared recommendations that were presented to the Survey Follow-up
Action Advisory Committee (SFAAC), comprised of representatives from central
agencies, line departments and the bargaining agents. The recommendations were also
presented to the Committee of Senior Officials (COSO) Sub-Committees and are being
evaluated by the TBS Employment Equity Division.

Assembly of First Nations

Over the past year, TBS has held three meetings with the Assembly of First Nations
(AFN). As part of a Memorandum of Understanding (MOU) with the AFN, TBS
endeavours to keep the AFN apprised of employment equity issues such as the
recruitment, retention and career development of Aboriginal peoples.

In February 2000, TBS participated in the Assembly of First Nations/Assembly of
Manitoba Chiefs National Aboriginal Employment and Education Conference in
Winnipeg. The two-day conference attracted approximately 300 participants, many of
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them young Aboriginal peoples. Of special note was a list of 10 retention strategies
presented by the Employment Equity Co-ordinator, Manitoba Transportation and
Government Services:

1. Commitment from senior management
2. Union commitment to work with management

3. Key role of managers (e.g. using one-on-one discussions to enable Aboriginal
employees to ask questions, filling in knowledge and awareness gaps)

Importance of good mentors and supporters
Clearer human resources management policies

Policy monitoring, enforcement and follow-up

N ok

Presence of an Aboriginal person (or members of other designated groups) in
human resources management to provide a support system

8. Building relationships and networking with the Aboriginal community, stressing
the positive Aboriginal corporate image that exists in Manitoba

9. Staff training and development

10. Employee assistance programs resulting from union/management co-operation

Canadian Human Rights Commission’s Master Agreement
with the Assembly of Manitoba Chiefs

In May 1999, TBS hosted a meeting to discuss progress and enable the sharing of
experiences in implementing CHRC’s Master Agreement signed with the Assembly of
Manitoba Chiefs (AMC). The Master Agreement was reached in June 1996, following a
complaint with respect to the under-representation of Aboriginal peoples in departments
and agencies of the Public Service. The Agreement applies to the following departments:
Public Works and Government Services Canada, Canadian International Development
Agency, Department of Foreign Affairs and International Trade, Revenue Canada (now
the Canada Customs and Revenue Agency), Canadian Grain Commission, Treasury
Board of Canada Secretariat, Department of Finance Canada, Industry Canada, National
Defence, Fisheries and Oceans Canada, Environment Canada, Natural Resources
Canada, Parks Canada, Transport Canada and Statistics Canada.

The Master Agreement ends March 31, 2001, and the AMC is evaluating the Agreement
and progress achieved by the signatories. It is expected that AMC’s evaluation will be
released early in 2001.
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Federal Public Service Job Accommodation Network
for Persons with Disabilities (FPS-JAN)

Launched this year, under the auspices of the Employment Equity Division and financed
by the Employment Equity Positive Measures Program (EEPMP), the Federal Public
Service Job Accommodation Network for Persons with Disabilities (FPS-JAN) has
rapidly become a focal point for job accommodation issues pertaining to employees with
disabilities. FPS-JAN provides clients with policy information, accommodation advice
and referrals to programs and services offered by its many partners, including the Public
Service Commission’s Enabling Resource Centre and various other departmental
technological centres and community-based organizations dealing with accommodation
issues for persons with disabilities.

Over the 1999-2000 fiscal period, FPS-JAN has provided guidance and advice to more
than 300 clients including managers, human resources practitioners, informatics
personnel and, of course, employees with disabilities.

To better analyze accommodation trends and to provide co-ordinated services to clients
and referrals to partners, FPS-JAN is developing and implementing various databases.
These tracking mechanisms will enable the TBS Employment Equity Division to
provide time-sensitive advice to management on anticipated accommodation issues
faced by managers and employees with disabilities throughout the Public Service.

TBS Employment Equity Committees

TBS Consultation Committees on Employment Equity

The TBS Consultation Committees on Employment Equity were established in 1997
to discuss issues and provide advice on each of the four designated groups. The
committees were struck for a period of two years that concluded in December 1999.
Membership varied between 5 and 13 employees per group, presenting their own
viewpoints as persons in a designated group and not necessarily the views of their
department.

The Annual General Meeting of the Consultation Committees was held in Ottawa in
June 1999, and members shared ideas and strategies for addressing a number of topics
including the following.
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Recruitment

It was generally agreed that a recruitment strategy should communicate a positive image of
the Public Service to attract designated group members and, at the same time, develop a
mobility strategy to indicate available career paths for current employees and new recruits.

Retention

Participants reviewed the numerous reasons why employees from the designated groups
might decide to leave a department. Voluntary departures were of particular interest to
the participants who analysed both the positive reasons (e.g. promotion, developmental
opportunities and retirement) and negative reasons (e.g. values not shared, harassment
and discrimination and failure to accommodate). A good retention strategy should
incorporate a detailed analysis of turnover statistics and costs, use exit interviews and/or
employee satisfaction surveys as mechanisms for understanding the corporate culture
and broadly communicate “employer of choice” values while sustaining management
commitment to employment equity.

Career Development

As part of a strategy promoting the career development of designated group members, it
was recommended that commitment by senior management be sought for developmental
training programs. Participants also looked at ways to address employees’ career
aspirations during organizational restructuring.

The Employment Equity Division of TBS has drawn on the work of these committees,
whose terms concluded in 1999. Initiatives such as the Aboriginal Career Development
Initiative, the booklet Employment Equity for Women Still Matters, the revised TBS
Employment Equity Policy and the TBS Policy on the Provision of Accommodation for
Employees with Disabilities were direct products of or were developed in collaboration
with the committees.

While drawing on the work of these committees, TBS also drew on expertise in other
forums while modernizing the way it discharged its responsibilities, promoted
employment equity and obtained input and feedback on policies, initiatives and
programs. Many departments now have in place active, well-organized and supported
designated group committees, both at national and regional levels, Employment Equity
Champions at a senior level and labour/management consultation processes for
employment equity.
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TBS has also developed and approved a Framework for Dialogue with Designated
Groups. This has three main elements: an Assistant Deputy Ministers’ Forum, an
Employment Equity Executive Committee and Ad Hoc Working Groups for specific
issues as they arise. These elements provide flexibility in developing and maintaining
dialogue between TBS and its partners.

The expected results from the Framework for Dialogue include ongoing dialogue and
communications regarding employment equity with the many stakeholders in the federal
Public Service and a network of change agents at many levels and in many spheres, who
will help create a modern, innovative, representative and inclusive Public Service.

Interdepartmental Committee on Employment Equity

The Interdepartmental Committee on Employment Equity (IDCEE) continues to be a
focal point of partnership between TBS and federal departments and agencies. Meetings
were held five times during the 1999-2000 fiscal year, with an average attendance of

65 participants, including managers, departmental employment equity co-ordinators,
human resources personnel and designated group members. The meetings provided an
opportunity for timely exchange of information, networking and mutual learning.

The Committee is chaired jointly by a representative from TBS and from a department.
The meeting themes and content are guided by a steering committee with central agency
and departmental representatives.

During the fiscal year 1999-2000, noteworthy topics of discussion included:

* the Task Force on the Participation of Visible Minorities in the Federal
Public Service;

¢ the National Council of Visible Minorities in the Federal Public Service;

* various Employment Equity Positive Measures Program initiatives, including the
Aboriginal Career Development Initiative, spearheaded by Health Canada;

e the Task Force on an Inclusive Public Service; and

¢ the Federal Public Service Job Accommodation Network for Persons with
Disabilities (FPS-JAN).
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Round table discussions were also introduced at the meetings, to permit more in-depth
sharing of information and experiences amongst IDCEE members. Regular updates were
provided by the Public Service Commission of Canada on its recruitment and other
employment equity-related initiatives. A special presentation was provided on the
Access to Information and Privacy Act, as well as on the TBS Policy on the Provision

of Services to Persons with Disabilities.

Regional employment equity personnel are invited to attend these meetings when they
are in the National Capital Region, and meeting agendas and summaries are available
to all on our Web site. Entitled Employment Equity Briefs for the Interdepartmental
Committee on Employment Equity, the summaries can be accessed by clicking on the
category “Employment Equity Division” and then “Committees.”
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CONCLUSION

Many Canadian institutions are facing a double demographic challenge: a growing
multicultural population and an aging workforce. How institutions grow and adapt can
be a matter of chance or choice. Choice involves reflecting and articulating principles
and priorities. We sought, in 1999-2000, to attract knowledge workers and shape the
workforce of the future, guided by TBS’s Framework for Good Human Resources
Management in the Public Service, in which employment equity and diversity find
support. As we continue to do so in the coming year, we will also focus on our
commitment to better respond to the changing expectations of Canadians while drawing
from Results for Canadians: A Management Framework for the Government of Canada,
published by TBS in March 2000.

Citizens expect their democratic institutions, including the Public Service, to reflect
their values and interests. Results for Canadians puts forward four management
principles that are particularly relevant here: the need to be more results-oriented, the
commitment to spending responsibly, the need to focus on citizens’ needs and serving
them well, and the need to embrace a clear set of public service values. As stated in
this document: “In the generations following Confederation, Canadians have built a
prosperous country based on civility, diversity, openness, fairness and the rule of law.
These ideas have persisted and matured into a unique set of Canadian values that
include, among others, self-reliance, compassion, and respect for democracy and its
institutions. Together, these and other values help frame Canadian society.”

Becoming more representative will help preserve the relevance of the Public Service
to all Canadians. In Results for Canadians, it is also noted that the Government of
Canada is committed to designing, funding and delivering its programs and services,
and assessing their results from a citizens’ perspective. A representative Public Service
will be better able to secure the trust and respect of all Canadians and serve the public
interest. Employment equity thus helps to ensure that the federal Public Service, as a
legitimate, democratic institution, reflects the demographic profile of the Canadian
population it seeks to serve.

1999-2000
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