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President’s Message

Since the first annual report on employment equity was tabled in Parliament

ten years ago, the face of the Public Service of Canada has changed a great deal.

Today’s public service is a far better reflection of the diversity of the people

who make up this country.

While there has been real progress, especially for women, Aboriginal people

and persons with disabilities, there is still much to be done to recruit more members

of visible minorities into our ranks. If the public service, as a national institution,

is to truly reflect the diversity of Canada where everyone has the opportunity to

contribute fully to improving our society, we must focus our efforts to achieve

the objectives we have set out in our action plan — Embracing Change.

It is by drawing on the talents, experiences and points of view of an increasingly

diverse workforce that the public service will be able to provide better quality

programs and services that more effectively address the needs of all Canadians.

This report reaffirms our commitment to employment equity. Our action plan

is a tangible measure of our desire to include everyone. It is also an opportunity

to identify some of the challenges we face and how we will meet them, while

highlighting our achievements within the public service as we strive to become

a more representative and inclusive institution.

The Honourable Denis Coderre

President of the Queen’s Privy Council for Canada

2004
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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 2002–03 annual report

on employment equity in the federal Public Service.

Sincerely,

The Honourable Denis Coderre

President of the Queen’s Privy Council for Canada

2004
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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 2002–03 annual report

on employment equity in the federal Public Service.

Sincerely,

The Honourable Denis Coderre

President of the Queen’s Privy Council for Canada

2004
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Introduction
Ten years have passed since the

first annual report on employment

equity in the federal Public Service

was submitted to Parliament. The

ensuing decade has seen considerable

progress in the representation and

participation of the four groups

designated under the Employment

Equity Act: women, Aboriginal

peoples, persons in a visible minority

group and persons with disabilities.

This progress can be seen in all areas

and at every level of the federal Public

Service. This year was no exception.

The 2002–03 fiscal year also marks

a renewed commitment to the

principles of employment equity and

the goal of making the Public Service

of Canada a truly representative

and inclusive national institution.

The commitment to these goals was

reiterated in the 2002 Speech from

the Throne. Acknowledging that

Canadians want their government to

be open, accountable and responsive

to their diverse and changing needs,

the Speech from the Throne signalled

that the government would introduce

“long-awaited reforms for the Public

Service to ensure that it can attract

the diverse talent it needs to continue

to serve Canadians well.”

The Clerk of the Privy Council and

Secretary to the Cabinet reinforced

this direction. “The innovation agenda

requires creative, innovative ideas

to achieve excellence in policies and

services,” he said. “One avenue for

achieving this excellence,” he added,

“is to promote a greater diversity of

backgrounds, linguistic and ethnic

heritage among our employees.

We must, therefore, strive to be

representative of the Canadian

population.” The Clerk further

established diversity and the

Embracing Change Initiative as one of

the strategic priorities for the Public

Service in the 2002–03 fiscal year, a

move that was repeated for 2003–04.

This report on employment equity

in the federal Public Service confirms

that the Public Service of Canada is

bringing about the changes needed

to build a representative workforce

with the capacity to provide excellent

service to a diverse Canadian

population. Some may question the

pace of change. Few can question that

it is occurring, however. Over the

past year, the federal Public Service

has been identifying and responding

to new challenges and increasing

efforts to attain its representation

goals and create a more inclusive

culture. Neither the commitment nor

the effort has waned. Increasingly, in

departments and agencies across the

federal Public Service, employment

equity is being viewed not only as a

standard to achieve but as a standard

to emulate.
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The 2002–03 fiscal year was also

about increasing momentum,

about building on the significant

improvements of the past decade in

the representation and participation

of the four employment equity

designated groups. While there can be

no doubt that progress is being made,

it is not enough. Over the past year,

it also became clear that much more

must be done if Canada’s diversity is

to be fully reflected at every level and

in all departments and agencies of

the Public Service.

In 2002–03, the Public Service

strengthened its commitment

to employment equity by

£ fostering government-wide

commitment — at the

highest levels — to the goals of

representativeness and inclusion;

£ responding to challenges —

identifying and addressing

horizontal challenges to the

achievement of full employment

equity, such as scepticism, backlash

and misunderstanding the goals

or obligations; and

£ achieving results — recording

concrete gains in implementing

employment equity and in meeting

identified targets and challenges.

On June 3, 2002, the Policy on

the Duty to Accommodate Persons

with Disabilities in the Federal Public

Service took effect — strong evidence

of the commitment and action to

support inclusion by design and

the full participation of persons

with disabilities in the Public Service,

whether as candidates for

employment or as employees.

Over the past year, the Public Service

of Canada continued to implement

the Embracing Change Action Plan.

In response to the findings and

recommendations in the Embracing

Change: Stocktaking Exercise Report,

the Public Service moved to increase

the accountability of hiring managers

and equip them with the tools and

resources necessary to ensure progress

on Embracing Change.

The Government of Canada

responded positively to

recommendations put forward by

the House of Commons Standing

Committee on Human Resources

Development and the Status of

Persons with Disabilities, which

reviewed the Employment Equity Act.

In its report entitled Promoting

Equality in the Federal Jurisdiction:

Review of the Employment Equity Act,

tabled in Parliament on June 14, 2002,

the Committee recognized the

continuing need for employment

equity legislation. It further

recommended a strengthening of

accountability mechanisms, raising

awareness of the benefits of

employment equity, and the provision

of support to employers and

employees in the creation and

maintenance of a diverse workforce.
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The introduction of Bill C-25,

the Public Service Modernization Act

(PSMA), in the past fiscal year was

a major confirmation of the

Government of Canada’s intent,

as stated in the 2001 Speech from

the Throne, to make the reforms

necessary to “ensure that the Public

Service is innovative, dynamic and

reflective of the diversity of the

country [and] able to attract and

develop the talent needed to serve

Canadians in the 21st century.”

While Bill C-25 is distinct and
separate from the Employment Equity
Act, it does address employment
equity in the federal Public Service.
In so doing, it acknowledges that
modernization entails more than
simply streamlining processes such as
recruitment, staffing, career mobility
and accountability. Building on this,
the culture of modernization must
recognize that Canada continues
to gain from a public service that
is representative of the country’s
diversity. It must be a means of
addressing the future needs of the
Public Service and transforming
this institution into an exemplary
workplace in which designated group
members are afforded opportunities
to fully participate at all levels and
in recognition of their skills and
qualifications as well as the concept
of merit.

The commitment, response to

challenges, and tangible results all

made employment equity and

diversity goals less elusive and they

will continue to guide efforts in the

years ahead.

What’s in the Report?
As required under the Employment

Equity Act (1995), Chapter One
provides a statistical portrait

of employment equity for the

April 1, 2002, to March 31, 2003,

reporting period. In addition to

highlighting improvements in

representation, hiring, promotion

and retention of people in the

employment equity designated

groups, Chapter One also provides

an overview of historical data going

back to 1992–93, the year the first

annual report on employment equity

was tabled in Parliament. This

information not only helps track our

progress but it also clearly illustrates

the gains made over the past decade.

For ease of reference and tracking, the

tabular information in this chapter

has been presented in a consistent

manner over the years.

Chapter Two focusses on the

Embracing Change Action Plan,

which was endorsed by the

Government of Canada in 2000

to address the persistent

under-representation and to improve

the participation of visible minorities

in the federal Public Service.

Specifically, this chapter examines

the response to recommendations

and suggestions put forward in the
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mid-term Embracing Change:

Stocktaking Exercise Report.

The Report found widespread

commitment — at the highest levels

of the federal Public Service — to

the principles and goals set out in

the Action Plan. That commitment

is evident in the scores of initiatives

and actions undertaken in support

of Embracing Change in the past year.

Despite pockets of success, however,

progress against the benchmarks is

not yet system-wide, and the Public

Service as a whole is far from meeting

the quantitative goals established in

the Action Plan.

Chapter Three examines the

factors that have contributed to

concrete successes during 2002–03:

accountability, cultural change,

integration of employment equity

into business practices, and

partnership. This year, there has been

a marked increase in the use of

accountability mechanisms, such as

performance agreements that include

progress against employment equity

goals, and a general willingness

to embrace cultural change.

Departments and agencies continued

updating their human resources

strategies and integrating employment

equity into day-to-day business

practices. As well, many partnerships

between departments and agencies

and private sector organizations were

strengthened. This resulted in the

exchange of ideas and expertise and

sharing of successful practices, which

helped the Public Service determine

the most effective ways to become

more representative and inclusive.

Finally, as in previous years, the

report concludes with a look ahead

to 2003–04 because it is just as

important to know where we are

going as it is to know where we are

and how we got there.
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Chapter 1
Adding it all up:
What the
Numbers Show
The statistical evidence confirms

that the situation for members of

the designated groups improved in

2002–03, as it has since the first report

on employment equity was released a

decade ago. Overall representation of

all four groups increased. Recruitment

for three of the designated groups —

women, Aboriginal peoples and

persons in a visible minority group —

exceeded their overall workforce

availability (see the Technical Notes

at the end of this chapter). There was

also continuing progress in the

promotion of members of all four

designated groups within the federal

Public Service.

A key occurrence in 2002–03 was

the release of 2001 Census data

by Statistics Canada. These statistics

clearly illustrate the increasing

diversity of Canada’s population.

For example, Census figures show

that visible minorities and Aboriginal

peoples now make up 13.4 per cent

and 3.3 per cent of the Canadian

population respectively, compared

with 11.2 per cent and 2.6 per cent

following the 1996 Census. Similar

increases in workforce availability

estimates are anticipated.

Women
• Women now make up 52.8 per cent of all federal public service employees, up

marginally from 52.5 per cent the year before but more than five percentage points
higher than a decade ago. 

• The number of women in indeterminate positions increased from 51.2 per cent
to 51.9 per cent over the past fiscal year, continuing a decade-long pattern
of increases. 

• Women made up 59.3 per cent of term employees, down slightly from the
previous year. 

• Slightly more than one-third (34.3 per cent) of seasonal employees were women.

• The percentage of women who are also members of another designated group
(for example, visible minority women) has increased steadily since 1999–2000 and
now stands at 17.4 per cent.

• Representation of women in the Executive category increased to 33.8 per cent,
up from 32.0 per cent the year before and 30.0 per cent two years ago. A decade
ago, women comprised 17.6 per cent of executives.

• Representation of women in the Scientific and Professional category rose from
38.9 per cent to 40.3 per cent. A decade ago, women made up 28.3 per cent
of this category.

2002–03 Statistical Highlights 
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Women (cont’d)

• As has been the case in previous years, more than half of all hires (55.9 per cent)
and indeterminate employees among new hires (51.9 per cent) were women in
2002–03. 

• Over half of all persons hired into the Scientific and Professional category
(51.7 per cent) were women, an increase of 2.7 percentage points from last year.
Although it remains the major point of entry, the proportion of women (4 in 10)
entering the federal Public Service through the Administrative Support category
continues to show slight declines. 

• Women received approximately 6 out of 10 promotions, a level reached several
years ago.

• Of the large departments and agencies, the Royal Canadian Mounted Police
(civilian staff) continued to employ the highest proportion of women (77.3 per cent). 

• Just over 4 in 10 women (44.0 per cent) in the federal Public Service work in
the National Capital Region, while a little more than one-third of all public service
employees working outside of Canada are women. 

• Over half (53.7 per cent) of separations from the federal Public Service were
women, a total of 6,197 employees. Of these, 6 in 10 were term employees.

Figure 1
Representation of Women, 1988 to 2003 (%)
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Aboriginal Peoples
• Aboriginal peoples accounted for 3.9 per cent of the federal public service

workforce in 2002–03, up marginally from 3.8 per cent the year before.

• The hiring of Aboriginal peoples held steady at 4.5 per cent of all new hires into
the federal Public Service.

• New Aboriginal employees continued to enter the federal Public Service primarily
through the Administrative Support (33.4 per cent) or the Administration and
Foreign Service categories (27.7 per cent), both decreases from the previous year. 

• The highest proportion of Aboriginal employees is in the Administration and Foreign
Service category (41.9 per cent), followed by Administrative Support (25.1 per cent). 

• The hiring of Aboriginal peoples as indeterminate employees continued to show
improvement; it is now at 38.5 per cent, compared to 34.0 per cent the year before
and 24.3 per cent two years ago.

• Most Aboriginal employees (7 in 10) work outside the National Capital Region; this
is unchanged from previous years.

• There was no change in the proportion of promotions received by Aboriginal
employees (4.1 per cent). 

• Over half (58.6 per cent) of the promotions of Aboriginal employees occurred in or
to the Administration and Foreign Service category, an increase of 7.4 percentage
points from a year ago.

• Almost 40 per cent of the 572 Aboriginal peoples who left the federal Public Service
in 2002–03 were indeterminate employees, a slight increase from a year ago.

• The largest number of Aboriginal employees (1,144) worked at Indian and Northern
Affairs Canada (INAC), 17.8 per cent of the entire Aboriginal population in the
federal Public Service. This proportion is down slightly compared to last year when
INAC employed 18.7 per cent of Aboriginal employees. 

Figure 2
Representation of Aboriginal Peoples, 1988 to 2003 (%)
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Persons with Disabilities
• The representation of persons with disabilities in the federal Public Service was

5.6 per cent, up from 5.3 per cent a year ago and 5.1 per cent two years ago.

• There was a slight increase in the percentage of indeterminate employees who
are persons with disabilities, now at 5.9 per cent.

• Almost 30 per cent of persons with disabilities entering the Public Service were
hired as indeterminate employees, compared to approximately 27 per cent last
year and 21 per cent a year earlier. 

• The Administrative Support (40.2 per cent) and Administration and Foreign
Service categories (34.8 per cent) continue to be principal points of entry for
persons with disabilities.  

• Employees with disabilities received 4.9 per cent of all promotions, approximately
the same as the last two years.

• Close to 60 per cent of persons with disabilities separating from the federal Public
Service were indeterminate employees, roughly the same level as last year. 

• Of the large departments, Veterans Affairs Canada employed the highest proportion
of individuals with disabilities, 8.8 per cent, surpassing Human Resources
Development Canada (HRDC), which remained at 7.9 per cent.

Figure 3
Representation of Persons with Disabilities, 1988 to 2003 (%)
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Persons in a Visible Minority Group
• Persons in a visible minority group represent 7.4 per cent of the federal public

service workforce, compared to 6.8 per cent a year ago. 

• There was a slight increase in the proportion of persons in a visible minority
group who were indeterminate employees, now at 83.8 per cent. 

• Similar to 2001–02, the highest proportion of persons in a visible minority
group was in the Administration and Foreign Service category (41.1 per cent)
and in the Administrative Support category (22.7 per cent), the latter just
slightly higher than the Scientific and Professional category (21.8 per cent).
Some 60 per cent of visible minorities in the Scientific and Professional
category were employed in the Economics, Sociology and Statistics;
Engineering and Land Survey; Scientific Research; and Law categories. 

• Just under 45 per cent of all employees in a visible minority group work in the
National Capital Region, up slightly from last year. Except for Aboriginal
peoples, this is roughly the same as for the other designated groups. 

• Of all new hires, 9.5 per cent were persons in a visible minority group, down
from 10.0 per cent the year before.

• Of all new indeterminate hires, 11.2 per cent were members of a visible
minority group, down from 12.3 per cent a year earlier.

• Visible minority employees entered the Public Service primarily through the
Administration and Foreign Service category (35.5 per cent), the Administrative
Support category (30.0 per cent), and the Scientific and Professional category
(19.5 per cent).  

• Employees in a visible minority group received 9.4 per cent of all promotions,
up from 7.7 per cent last year.

• Persons in a visible minority group accounted for 5.2 per cent of separations
by indeterminate employees, down slightly from the year before, and
7.7 per cent of term separations, up from 2001–02. 

• Two-thirds (67.1 per cent) of visible minority employees separating from the
Public Service were term employees, an increase of 2.8 percentage points from
a year ago.

• Among large departments and agencies, Citizenship and Immigration Canada
(14 per cent, up from 13.6 per cent) and Health Canada (12 per cent, up
from 11.4 per cent) again employed the highest proportions of persons in
a visible minority group. The Immigration and Refugee Board had the highest
percentage (21.9 per cent) among all departments with 100 or
more employees.

• The number of visible minority employees in the Executive category increased
to 177 (4.2 per cent) from 148 (3.8 per cent) a year ago.

A N N U A L  R E P O R T  T O  P A R L I A M E N T  9
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Figure 4
Representation of Persons in a Visible Minority group, 
1988 to 2003 (%)
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Figure 5
Hiring and Promotion of Women, 1988 and 1996 to 2003 (%)
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Figure 7
Hiring and Promotion of Persons with Disabilities,
1988 and 1996 to 2003 (%)
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Figure 6
Hiring and Promotion of Aboriginal Peoples,
1988 and 1996 to 2003 (%)
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Overall Representation
Figures 1, 2, 3 and 4 compare the

representation of each designated

group in the federal Public Service

with its representation in the

Canadian workforce as defined by

qualification, eligibility and

geography and from which the Public

Service may be reasonably expected to

draw its employees (workforce

availability). This comparison is

required by the Employment Equity

Act. The historical information

provided by these and other charts, as

well as that provided in Table 1 of the

report, is included to help interpret

how well the Public Service is

implementing employment equity.

Below is a current representation

of the federal Public Service

compared with the latest workforce

availability estimates.

£ Representation rates for three

of the four designated groups —

women (52.8 per cent), persons

with disabilities (5.6 per cent) and

Aboriginal peoples (3.9 per cent)

— are higher than their workforce

availability rates — 48.7 per cent,

4.8 per cent and 1.7 per cent

respectively.

£ While the gap between

representation and availability

for visible minorities continued

to narrow, with representation

of 7.4 per cent and workforce

availability of 8.7 per cent,

significant under-representation

still exists. This situation will be

exacerbated when new workforce

availability estimates deriving

from information in

the 2001 Census are released.

Figure 8
Hiring and Promotion of Visible Minorities,
1988 and 1996 to 2003 (%)
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Gender
Table 2 presents the distribution

of federal public service employees

by gender on March 31, 2003. The

number of women in the federal

Public Service increased by 3,499

to 86,162, or 52.8 per cent of all

employees. The number of women in

the minority-designated groups also

increased, as shown in Figure 9.

Women account for more than

60 per cent of Aboriginal peoples

in the federal Public Service and

54 per cent of persons in a visible

minority group. The division by

gender among employees with

disabilities is about even.

Representation of individuals in

more than two designated groups (for

example visible minority women with

a disability) continues to comprise

a relatively minuscule proportion

of the employee population.

Employment Type
Figure 10 also includes information

on indeterminate employees. More

than 80 per cent of all employees,

including those in the designated

groups, are indeterminate employees.

The proportions for all groups are

slightly higher than a year ago.

A N N U A L  R E P O R T  T O  P A R L I A M E N T  13

Figure 9

Distribution of Employees Showing Representation in Multiple Groups

2002 2003

Persons in a Persons in a
Aboriginal Visible Minority Aboriginal Visible Minority

Peoples with Group with Peoples with Group with
All Disabilities Disabilities All Disabilities Disabilities

Public Service Employees 157,510 326 366 163,314 380 391

Men 74,847 160 198 77,152 188 201

All Women 82,663 166 168 86,162 192 190

Aboriginal Women 3,705 3,910

Women with Disabilities 4,162 4,592

Visible Minority Women 5,766 6,509
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Over the past year, the number

of employees hired for a specified

period of three months or more

(term employees) decreased from

23,009 to 20,782, or 12.7 per cent of

the total population. The percentage

of term employees who are also

members of the designated groups

(including women) is 65.6 per cent,

slightly lower than the year before.

In 2002–03, 59.3 per cent of all term

employees are women.

Figure 10

Comparison of the Distribution of Indeterminate Public Service
Employees in 2002 and 2003

2002 2003

All Indeterminate % All Indeterminate %

Public Service Employees 157,510 133,818 85.0 163,314 141,891 86.9

Women 82,663 68,528 82.9 86,162 73,626 85.5

Aboriginal Peoples 5,980 5,002 83.6 6,426 5,561 86.5

Persons with Disabilities 8,331 7,549 90.6 9,155 8,385 91.6

Persons in a Visible
Minority Group 10,772 8,782 81.5 12,058 10,115 83.9

Occupational Category
As indicated in Table 3, most

federal public service employees

(67,389 or 41.2 per cent) are in the

Administration and Foreign Service

category, which is twice the size of the

next largest category (Administrative

Support with 32,586 employees or

19.9 per cent). Figures 11 through 14

present the distribution of employees

overall and for designated groups

by occupational category.
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Figure 11
Distribution of Women by Occupational Category

Administrative Support
(31.4%)  27,074

Technical
(6.3%)  5,445

Administration and 
Foreign Service
(46.2%)  39,798

Scientific and Professional
(10.7%)  9,212

Executive
(1.7%)  1,424

Operational
(3.7%)  3,209

Figure 12
Distribution of Aboriginal Peoples by Occupational Category

Administrative Support
(25.1%)  1,612

Technical
(7.8%)  502

Administration and 
Foreign Service
(41.9%)  2,690

Scientific and Professional
(8.4%)  541

Executive
(1.8%) 114

Operational
(15.0%)  967
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Figure 13
Distribution of Persons With Disabilities by Occupational Category

Administrative Support
(27.3%)  2,499

Technical
(8.3%)  759

Administration and 
Foreign Service
(43.3%)  3,963

Scientific and Professional
(9.1%)  831

Executive
(2.1%)  193

Operational
(9.9%)  910

Figure 14
Distribution of Persons in a Visible Minority Group 
by Occupational Category

Administrative Support
(22.7%)  2,741

Technical
(7.3%)  880

Administration and 
Foreign Service
(41.1%)  4,951

Scientific and Professional
(21.8%)  2,633

Executive
(1.5%) 177

Operational
(5.6%)  676
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The proportion of employees

in the Executive category, although

increasing slightly over the past

decade, is only at 2.6 per cent. Women

make up 33.8 per cent of employees

in this occupational category, up

from 32.0 per cent last year and

almost double from that (17.6 per

cent) in the first annual report on

employment equity a decade ago.

Among the other occupational

categories, the Scientific and

Professional category showed the

most growth (8.1 per cent

or 1,724 employees) over the last

fiscal year. This was followed by the

Executive category (7.9 per cent or

308 employees). The Administrative

Support category decreased

by 3.0 per cent in the past year,

or 1,016 employees.) 

The Administration and Foreign

Service category continues to have the

largest proportion of women in the

federal Public Service (46.2 per cent

of all women), with 12,724 more

employees than the Administrative

Support category (31.4 per cent).

One in three employees in the

Executive category is a woman.

Slightly more than 1.5 per cent of all

women in the federal Public Service

are in the Executive category, still well

below the 3.2 per cent for men and

2.6 per cent for all employees.

Among the other designated groups,

the proportions of employees in the

Executive category are as follows:

Aboriginal peoples, 1.7 per cent;

persons with disabilities, 2.1 per cent;

and persons in a visible minority

group, 1.5 per cent.

In the Executive category, persons

with disabilities show the largest

improvement, from 159 to

193 employees (or 4.6 per cent of

all executives, half a percentage point

increase over last year). Executives in

a visible minority group now number

177, or 4.2 per cent, up from 148 or

3.8 per cent.

Age
Table 4 presents the age structure of
the designated groups in 2002–03 by
occupational category. At 43.5 years,
the average age of federal public
service employees is about the same
as it was in previous years.

Half of all federal public service
employees are 45 years of age and
older, an increase of less than a
percentage point from last year.
The number of individuals over
45 increased among all designated
groups, except for persons in a visible
minority group. The group with the
highest percentage of employees aged
45 or older — 65.2 per cent — is
persons with disabilities. Employees
in this group also had the highest
average age (46.8), while Aboriginal
employees have the lowest average
age (41.4).



E M P L O Y M E N T  E Q U I T Y  I N  T H E  F E D E R A L  P U B L I C  S E R V I C E  2 0 0 2 – 0 318

Employment Equity

The age gap between men and women
continues to narrow — 54.5 per cent
of men and 46.1 per cent of women
are 45 and over. In the past year,
the number of women 45 or older
increased by 7.3 per cent. The
average age for women is 42.6, for
men it is 44.6.

Aboriginal employees 45 years old
or older increased to 40.0 per cent,
an increase of 1.5 per cent. The
proportion of employees with

disabilities over 45 also continues
to rise, as it has since 1993–94
(when it was 45.0 per cent). In
2002–03, it is 65.2 per cent, compared
to 63.6 per cent last year and
61.8 per cent two years ago. The
proportion of employees in a visible
minority group aged 45 or older
dropped from 41.2 per cent to
40.3 per cent. At 41.8, the average
age for all employees in a visible
minority group decreased slightly
from last year’s 42.0.

Figure 15
Women by Age Group
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Departments
and Agencies
Table 5 shows representation by

departments and agencies, most of

which have grown over the past few

years. Compared with last year, only

3 of the 18 large departments

(those with 3,000 or more employees)

show decreases in their number

of employees: Human Resources

Development Canada (HRDC),

Statistics Canada, and Indian and

Northern Affairs Canada (INAC). The

Department of Justice Canada showed

the largest percentage increase,

up 11.7 per cent to 4,734 employees

from last year’s 4,239, while National

Defence had the largest increase

in number of employees (1,148).

The proportion of women in

each of the large departments

was just about the same as last year.

The RCMP (civilian staff) employed

the highest proportion of women

(8 in 10), followed by HRDC and

Veterans Affairs Canada (7 in 10).

The department with the lowest

proportion of women employees

continues to be Fisheries and Oceans

Canada, where increases have been

marginal over the past three years

(30.5 per cent in 2002–03, 29.8 in

2001–02 and 28.5 per cent

in 2000–01).

Five departments combined to

account for over 60 per cent of all

Aboriginal employees — INAC,

Correctional Service Canada, HRDC,

Health Canada and National Defence

— although the proportion dropped

slightly from the year before.

The largest increase in both the

number and percentage of Aboriginal

employees occurred at Fisheries and

Oceans Canada, up by 101 or close

to 50 per cent. INAC continues to

Figure 16
Three Designated Groups of Employees by Age Group
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have the largest number of Aboriginal

employees at 1,144. With this number

representing 31.3 per cent of the

Department’s workforce (up from

29.9 per cent a year earlier), the

proportion is more than four times

greater than the next department,

Health Canada, at 6.8 per cent. For

the second year in a row, Correctional

Service Canada was second in the

number of Aboriginal employees

with 938.

While 21 departments and agencies

(three more than last year) had only

one or no Aboriginal employees, these

were primarily small departments

(100 employees or fewer). Twelve,

in fact, had 30 or fewer employees.

At 14 per cent, Citizenship and

Immigration Canada employed

the highest proportion of members

of a visible minority group among

departments with more than

1,000 employees. With an increase

of 89 employees, or slightly over

30 per cent, Fisheries and Oceans

Canada showed the highest

year-over-year improvement for

the visible minority group, although

its overall representation level is

at only 3.8 per cent.

The highest proportion of employees

in the persons with disabilities

group was 8.8 per cent at Veterans

Affairs Canada, while both INAC

and Fisheries and Oceans Canada

experienced a doubling in the number

of their employees in this group.

The Department of Justice Canada
was the only department to show
a double-digit percentage point
increase in representation for all four
designated groups, while five other
departments — Fisheries and Oceans
Canada, Environment Canada, the
Department of Foreign Affairs and
International Trade, Natural
Resources Canada and Veterans
Affairs Canada — showed increases
for three groups.

Among departments and agencies
with between 100 and 1,000
employees, the Canadian Human
Rights Commission (13.2 per cent)
and the Offices of the Information
and Privacy Commissioners
(8.8 per cent) employed the highest
proportion of persons with
disabilities, both up slightly from their
proportions a year ago. Each of the
11 departments (down from 13 the
year before) that had no employees
with disabilities has a workforce of
fewer than 100 employees.

Among the large departments,
the highest number of employees in a
visible minority group work at HRDC
(1,749) and Health Canada (1,017),
while the highest proportion was again
found at Citizenship and Immigration
Canada (14.0 per cent) followed by
Health Canada (12.0 per cent). Both
are slight increases from a year ago.
Among the large departments, only
Citizenship and Immigration Canada,
Health Canada and Statistics Canada
have double-digit representation levels
for visible minorities. The highest level
overall, 21.9 per cent, is at the
Immigration and Refugee Board
for the fifth consecutive year.
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Three of 11 departments with more
than 5,000 employees — Fisheries
and Oceans Canada, Agriculture and
Agri-food Canada and Environment
Canada — had fewer than
500 employees in a visible minority
group. This is surprising given
that these are scientific departments.
Among the large departments,
the representation levels for visible
minorities is lowest at Fisheries
and Oceans Canada (3.8 per cent),
Correctional Service Canada
(4.6 per cent) and National Defence
(4.7 per cent).

Geographic Location
Table 6 and Figure 17 present the
geographic distribution of federal
public service employees. With more
than 68,000 employees, the National
Capital Region (NCR) has the highest
concentration (41.9 per cent) of the
federal workforce, increasing its share
over last year’s 40.8 per cent. The
proportions of women (44.0 per cent)
and members of a visible minority
group (44.6 per cent) in the NCR
are slightly higher than for the public
service workforce as a whole and both
are increases over last year’s share.
Over two-thirds of Aboriginal peoples
work outside the NCR.

Excluding the NCR, Ontario has the
highest number of employees overall
and in all four designated groups.

Among the provinces, Prince Edward
Island leads in the representation of
women (61.8 per cent) while Yukon

has the highest overall representation
(63.8 per cent). Slightly more than
one-third of all employees working
outside Canada are women, an
increase of just about a percentage
point from the year before.

Excluding the territories,
Saskatchewan and Manitoba have
the highest proportions of Aboriginal
employees (12.0 per cent and
11.4 per cent respectively). Quebec
(excluding the NCR) has the lowest
proportions (1.5 per cent), followed
by Prince Edward Island and
Nova Scotia, both at 2.5 per cent.
Nunavut has the largest proportion
of Aboriginal employees overall,
at 28.7 per cent.

Among the provinces, employees
with disabilities range from a low
of 3.2 per cent in Quebec (excluding
the NCR) to a high of 9.2 per cent
in Prince Edward Island. The lowest
proportion overall is in Nunavut
(1.3 per cent).

British Columbia, as it has for
many years, leads all provinces
with 12.3 per cent representation of
visible minorities in the public service
workforce. Ontario (excluding the
NCR) is the only other area with
a double-digit representation
(11.1 per cent). Newfoundland and
Labrador continues to be the only
province in which the representation
of visible minorities in the public
service workforce is below 1 per cent.
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Salary
Table 7 presents the distribution

of designated groups by salary as

at March 31, 2003. All four groups

showed a slight increase in the

proportion of employees earning

$50,000 or more.

More than half (51.4 per cent) of

federal public service employees earn

$50,000 or more, up 6.2 percentage

points from last year. Among earners

of $50,000 or more, the proportion

of women rose to 41.9 per cent, up

from 38.7 per cent a year ago and

36.3 per cent two years ago; the

proportion of Aboriginal employees

rose to 3.2 per cent from 3.0 per cent;

the proportion of persons with

disabilities rose to 5.0 per cent from

4.6 per cent; and the proportion of

persons in a visible minority group

rose to 7.3 per cent from 6.7 per cent.

Within each of the designated groups,

the percentage of members of each

group earning $50,000 or more also

increased, as follows: the percentage

of women increased by 7.6 percentage

points, from 33.3 per cent to

40.9 per cent; the percentage

of Aboriginal employees increased

to 42.0 per cent from 36.1 per cent;

the percentage of employees with

Figure 17

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

Aboriginal Persons with Persons in a Visible
Women Peoples Disabilities Minority Group

Newfoundland and Labrador 41.7 4.0 4.8 0.9

Prince Edward Island 61.8 2.5 9.2 1.8

Nova Scotia 40.7 2.5 7.1 4.8

New Brunswick 52.6 2.8 4.8 1.2

Quebec (excl. NCR) 50.4 1.5 3.2 4.4

NCR 55.5 3.0 5.4 7.9

Ontario (excl. NCR) 55.0 3.8 7.2 11.1

Manitoba 54.9 11.4 6.4 5.9

Saskatchewan 53.1 12.0 5.4 3.1

Alberta 54.0 7.3 6.2 6.8

British Columbia 48.2 4.9 6.2 12.3

Yukon 63.8 18.5 7.0 1.7

Northwest Territories 54.8 22.2 5.0 3.9

Nunavut 51.6 28.7 1.3 3.2
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disabilities increased to 45.7 per cent

from 39.5 per cent; and the percentage

of employees in a visible minority

group increased to 51.2 per cent from

44.4 per cent. The higher proportion

of visible minorities earning $50,000

or more is due largely to their heavy

representation in the Scientific and

Professional category.

Hirings
Tables 8 to 10 provide hiring figures

for the federal Public Service. The

figures include persons added to the

federal public service payroll between

April 1, 2002, and March 31, 2003,

and comprise indeterminate

employees, students, casual

employees, and other persons whose

terms of three months or less have

been extended. (See the Technical

Notes at the end of this chapter.) 

Overall hiring into the Public Service

has decreased from 17,387 to

16,420 employees. Compared with

last year, only persons with disabilities

show an increase in their share

of hires, from 2.8 per cent to

3.1 per cent. Women continue to

account for the majority of new hires,

though the proportion has dropped

to 55.9 per cent from 56.8 per cent

the year before. Persons in a visible

minority group make up 9.5 per cent

of new hires, compared with

10.0 per cent last year, while

Aboriginal peoples remained the

same at 4.5 per cent.

Most women (39.6 per cent, down

from 42.8 per cent in 2001–02)

continue to enter the federal Public

Service via the Administrative

Support category, where nearly 8 in 10

of the new entrants are women.

The proportion of women entering

the Public Service via the Scientific

and Professional category rose again

in the past year to 15.0 per cent,

compared with 13.1 per cent a year

earlier. Almost 44 per cent of hires

into the Executive category (entries

from outside the Public Service)

were women (36 of 82).

There is a much smaller intake

from the other designated groups

(8 or close to 10 per cent for

Aboriginal peoples and 7 for persons

in a visible minority group). There are

no external hires for persons with

disabilities into the Executive category.

While most people continue to

enter the federal Public Service as

term employees, the proportion

continues to drop, as it has over the

past few years. The rate in 2002–03

was 66.3 per cent, down from

71.5 per cent the year before and

77.7 per cent two years ago.

Conversely, the share of indeterminate

employees among new hires has been

increasing: 32.1 per cent in 2002–03,

compared to 28.1 per cent the year

before and 21.0 per cent two years

ago. In 2002–03, 29.8 per cent of

women, 38.5 per cent of Aboriginal

peoples, 29.8 per cent of persons with
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disabilities, and 37.9 per cent of

persons in a visible minority group

were hired for an indeterminate

period, all improvements over

last year.

Almost half of all new women

employees were hired in the NCR.

The percentage for Aboriginal peoples

is lower, at 29.6 per cent, but slightly

higher for employees with disabilities

(51.2 per cent) and members of a

visible minority group (51.4 per cent).

Excluding the NCR, Ontario leads all

areas in the number of women hired

(1,071). The proportion of women

among new hires was highest in

Newfoundland and Labrador, where

just over 6 in 10 new employees are

female. The prairie provinces continue

to lead in the hiring of Aboriginal

employees, with 31.6 per cent of

all new Aboriginal hires, twice the

proportion of all new employees

hired there (14.0 per cent).

British Columbia accounted for

8.0 per cent of all new hires but

almost 15.0 per cent of its intake were

persons in a visible minority group.

Promotions
Promotions constitute appointments

to positions at higher maximum levels

of pay. (See the Technical Notes at the

end of this chapter.) Tables 11 to 13

provide information on promotions

in 2002–03.

All four designated groups saw an

increase in their share of promotions

in 2002–03. For three of the four

groups, the share of promotions is

higher than internal representation.

For the fourth group, persons with

disabilities, the promotion share

of 4.9 per cent is below their overall

representation of 5.6 per cent, a

situation similar to last year.

For Aboriginal employees and persons

in visible minority groups, the

variances between promotional share

and internal representation are slight.

Aboriginal employees, with

3.9 per cent internal representation,

receive 4.1 per cent of all promotions.

Visible minorities, with an internal

representation of 7.4 per cent,

earn 9.4 per cent of all promotions.

Women, with an internal

representation of 52.8 per cent, earn

61.0 per cent of all promotions.

For the federal Public Service as

a whole, 90.7 per cent of promotions

during 2002–03 were awarded to

indeterminate employees, a marginal

increase from the previous year.

Similarly, among the designated

groups, the overwhelming majority

of promotions were awarded to

indeterminate employees.

The highest number of promotions
for all four designated groups, as in
the federal Public Service as a whole,
involved movements to or within the
Administration and Foreign Service
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category, accounting for more than
half of all promotions for each group:
women, 59.4 per cent; Aboriginal
peoples, 58.6 per cent; persons with
disabilities, 56.1 per cent; and persons
in a visible minority group,
53.3 per cent — all increases from
a year earlier. Slightly less than
one-quarter of all promotions
attained by visible minorities involved
movements to or within the Scientific
and Professional category.

Over half (53.3 per cent) of all
promotions were in the NCR, down
slightly from the year before. For all
designated groups, there were slight
increases in the percentage of
promotions received outside the NCR.

Separations
The final three tables, 14 to 16,

present information on separations —

persons removed from the federal

public service payroll. Separations

include employees whose

appointment for a term or specified

period ended during the 2002–03

fiscal year. There were

11,546 separations this year, up

slightly from 11,192 a year ago.

Seven in ten of all separations
(70.9 per cent) involved persons in
the designated groups, compared
with 69.3 per cent last year. There was
virtually no change in the percentage
of women among employees
leaving the federal Public Service

(53.7 per cent in 2002–03 versus
53.9 per cent the year before), and
similarly small differences exist for
the other three designated groups.

The ratio of total separations to
total employees was lowest in
Prince Edward Island (4.0 per cent)
and highest in Saskatchewan
(9.2 per cent). The Alternative
Delivery Initiative1 in 2002–03
accounted for significant separations
in the territories, especially in Yukon
where the entire workforce
was affected.

Most separations occurred from
the Administrative Support category
(3,618 or 31.3 per cent), surpassing
those from the largest category,
Administration and Foreign Service,
with 3,156 or 27.3 per cent. This
pattern existed for all designated
groups, although the numbers for
persons with disabilities were
virtually identical.

Women accounted for 78.9 per cent
and 54.4 per cent respectively of all
separations from the Administrative
Support and Administration and
Foreign Service categories, in which
they are heavily represented.

The separation share for persons in
a visible minority group was highest
(9.8 per cent) in the Scientific and
Professional category, where they
are more heavily concentrated.
This compares to 9.1 per cent the
year before.

1. This is the transfer of any work, undertaking or business of the Public Service to any body
or corporation that is a separate employer or that is outside the Public Service.
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Term separations exceeded

indeterminate separations for all

designated groups except persons

with disabilities, where 58.0 per cent

of all departures were indeterminate

employees. More than twice as many

visible minority term employees,

compared with indeterminate

employees, were among separations

from the federal Public Service.

Technical Notes
The tables in this chapter provide

statistics on the designated groups

in the federal Public Service as

at March 31, 2003. They include

summary data on women, Aboriginal

peoples, persons with disabilities, and

persons in a visible minority group, as

well as tables on hirings, promotions

and separations of persons in

these groups.

Federal Public Service
Treasury Board is the employer for

the federal Public Service as set out in

the Public Service Staff Relations Act,

Schedule I, Part I (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 total number of employees in

the federal Public Service as at

March 31, 2003, is 168,863. This is

an increase of 4,643 persons, or

2.8 per cent, from March 31, 2002.

Report Coverage
This report includes information
on indeterminate employees, term
employees of three months or more
and seasonal employees, with the
exception of those seasonal employees
who are on leave without pay at the
end of March. Due to their rapid
turnover, no information is reported
on students or casual employees
except in the case of hiring. Persons
on leave without pay, including those
on care and nurturing leave and
educational leave, are not included
in these tables. In some smaller
departments, their exclusion may
affect the representation of
designated groups.

Employees are classified according to
the following categories:

Indeterminate, terms
of three months or more,
and seasonal 163,314*

Terms of fewer than
three months 840 

Casual employees 4,709

Total 168,863
* According to the Position and Classification

Information System, the total population
of the federal Public Service as at March 31, 2003, is
163,287, compared with 163,314 in the Incumbent
System, which information in this report is based on.
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Statistics in this document also

exclude Governor in Council

appointees, ministerial staff, federal

judges, and deputy ministers, who

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, 2002, and ending

March 31, 2003.

Federal Departments
and Agencies
The Employment Equity Act prescribes

that this report cover the portions

of the Public Service of Canada set

out in Part I of Schedule I of the

PSSRA. Under the PSSRA I-I, the

federal Public Service comprises more

than 70 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-I. These organizations

vary in size from large departments

with more than 3,000 employees

to small institutions with fewer

than 100 employees and some with

10 or fewer. Some departments

have employees in all provinces and

territories while others are located

only in the NCR. 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” to include persons

hired for a fixed duration of at least

three months, traditionally referred

to as term employees. Federal public

service 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 less than three

months are not part of the population

under the Employment Equity Act,

they are not included in this report.

Some persons who are initially hired

as short-term employees, however,

become long-term or indeterminate

employees. When this change in status

occurs and the employee is not given

an opportunity to self-identify (the

process by which persons voluntarily

identify themselves as members of one

or more of the minority-designated

groups or confirm that they are not),

designated group representation may

be under-reported. For this reason,

departments and agencies have

been collecting self-identification

information from everyone added to

the federal public service payroll.
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Data on Persons in
the Designated Groups
To assure consistency in the data

presented in this chapter, the Treasury

Board of Canada Secretariat

(the 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

Employment Equity Data Bank,

which is maintained by the

Secretariat. Information derived from

these two sources does not always

harmonize exactly with information

from departmental sources.

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)

are derived from the Incumbent File

and one of its subsets, the Mobility

File. Data on promotions come from

the Appointments File, which is

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 depend on

the willingness of employees to

self-identify and on departments

providing opportunities for them to

do so. Employees can self-identify

when they join a department

(including those engaged as students

or casual employees) and during

departmental self-identification

censuses and other campaigns. They

may complete a self-identification

form (available from employment

equity co-ordinators in the

department) at any time.

Terminology
“Hirings” refers to the number

of persons added to the employee

population in the past fiscal year. This

includes indeterminate and seasonal

employees, those with terms of three

months or more, and students and

casual employees whose employment

status has changed (to indeterminate,

term of three months or more, or

seasonal). “Hiring” measures the flow

of employees into the federal Public

Service; it may include more than one

staffing action for term employees.

“Promotions” refers to the number

of appointments to positions at higher

maximum pay levels, either within the

same occupational group or subgroup

or in another group or subgroup.



“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

past fiscal year. 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 or whose specified

employment period (term) ended.

While people on leave without pay

are excluded from the population

counts derived from the pay-driven

Incumbent File, they are 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

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 representation figures.

“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. Estimates for women,

Aboriginal peoples and persons in

a visible minority group derive from

statistics collected in the Census

of Canada. Those for persons

with disabilities derive from data

in surveys, such as the Health and

Activity Limitation Survey (1991)

and the Participation and Activity

Limitation Survey (2001). These are

also collected by Statistics Canada.

“Benchmarks,” like targets, are

established to measure progress

toward goals that an organization

has set for itself. Benchmarks take

into account the realities of an

organization’s operations and,

in the case of the Public Service,

complement the concept of merit

by ensuring that the public service

workforce is qualified and

representative, reflecting the diversity

of Canadian society and the pools

from which employees are drawn.
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Chapter 2
Embracing Change:
Promise and the
Potential for Progress

The report from the Task Force on the

Participation of Visible Minorities in

the Federal Public Service, Embracing

Change in the Federal Public Service,

served as a reminder that visible

minorities are significantly

under-represented in the federal Public

Service when compared with their

availability in the Canadian labour

market. It issued an urgent call for

action to address a continuing pattern

that included under-representation

overall and at the management level.

The Task Force provided an Action

Plan and stressed that a concerted

effort would be required on several

fronts if the federal Public Service

were to become fully representative

of the Canadian population:

I set 1 in 5 benchmarks for

visible minority participation in

Public Service–wide staffing

actions (i.e. recruitment, acting

appointments, promotion, and

development opportunities

at executive levels);

II create support tools to help

departments and managers

achieve the benchmarks;

III change the corporate culture

in the Public Service to make it

more welcoming of diversity;

IV develop mechanisms to strengthen

existing implementation and

accountability frameworks;

V seek external advice

and independent review of

implementation; and 

VI provide financial resources

to support implementation.

In June 2000, the Government

of Canada endorsed the Action Plan

and provided tangible support in the

form of initial funding for three

years, ending March 31, 2003.

Since it started implementing the

Action Plan in 2000, the Secretariat

has developed the infrastructure

to help departments take action and

embrace change. It has worked in

partnership with departments, other

central agencies, the Public Service

Commission of Canada, the

Canadian Centre for Management

Development, bargaining agents,

federal regional councils, designated

group organizations like the National

Council of Visible Minorities in

the Federal Public Service, heads

of human resources, functional

communities, and many

other entities.

A mid-term stocktaking exercise
completed in March 2002 found
widespread, high-level commitment
across the Public Service to the
principles and goals of the Action
Plan. It also found that attention to
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employment equity and support of
activities in departments and agencies
had increased substantially. In spite of
these positive developments, however,
the report found that results are still
lacking with respect to the progress
against the benchmarks. Citing the
existence of pockets of success rather
than systematic or comprehensive
change, it recommended a shift
toward greater accountability and
positioning implementation of the
Action Plan as a leadership obligation.
Finally, it recommended that funding
be continued with a strategic,
results-based approach that builds
on previous successes.

Progress on the Embracing
Change Initiative requires the full
participation of departments against
all elements of the Action Plan. To
a great extent, accountability at the
top remains an essential element for
success. But such accountability must
also extend to hiring managers,
those in the best position to create

and maintain a welcoming and diverse
workforce. As a result, over the past
year the Secretariat has intensified its
push to inform, motivate and equip
public service hiring managers
to produce results against the
Action Plan.

The following sets out some of the

progress that has been made against

the six elements of the Action Plan

as well as some of the work that

remains to be done.

I. Setting the
Benchmarks
Since the implementation of the

Action Plan, the population of visible

minorities has increased by over

4,000 employees and representation

now stands at 7.4 per cent, compared

with 5.5 per cent in 2000. As apparent

from Figure 18, however, there

continue to be mixed results against

the benchmarks. As a result, the

Figure 18
Progress Against the Benchmarks (%)
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Public Service is still not

representative. Figure 18 illustrates

that the trend is generally upward on

all measures, but the Public Service

is far from meeting the external

recruitment benchmark pegged for

2003. In addition, unless the pace of

progress is intensified significantly,

it is also unlikely that the 2005

benchmarks will be achieved.

II. Helping Achieve
the Benchmarks
Increasing managers’ awareness,

addressing their concerns by

providing them with practical tools

and sharing the experiences of

successful departments are among the

ways the Secretariat is working to help

achieve the benchmarks. As the Task

Force suggested, however, the option

of targets should not be discounted.

In 2002–03, the Secretariat’s

Employment Equity Division

continued its marketing and outreach

activities to help departments build

the capacity to meet the benchmarks.

To date, implementation sessions have

been delivered to public service

employees, including managers at all

levels, and around 15,000 Embracing

Change tool kits have been distributed

to employees. This information

sharing and engagement activity,

which flows from the Secretariat to

departments to reach their managers,

was amplified through departmental

projects. Initiatives often arose out of

or through the establishment of

interdepartmental partnerships.

For example, the Pacific Regional

Council has developed a middle

manager training kit, which includes

material for diversity training,

examples of good practices, references

and community contacts for

regional managers.

The Embracing Change Action Plan

also calls for the improvement of

selection processes to ensure that

visible minorities are not screened

out in the hiring process. Several

initiatives are underway to address

this important issue.

Citizenship and Immigration Canada,

in partnership with seven other

departments and agencies,2 has

now created a national, interactive

electronic selection board inventory

of qualified members of visible

minority groups. Through this

project, nearly 135 visible minority

employees have been registered in a

national inventory and are available to

participate on selection boards in

their home departments as well as in

other departments. Approximately

2. The other partners on this initiative are the Fisheries and Oceans Canada, the Public Service
Commission of Canada, Canadian Heritage, the Immigration and Refugee Board, the Canadian
International Development Agency, the Treasury Board of Canada Secretariat and
Environment Canada. 
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100 registrants received selection

board training through this project.

The project addresses one of the key

systemic barriers to selection and

enables small departments to

access employees of departments

with stronger visible minority

representation.

The Public Service Commission of

Canada has reviewed its selection and

testing instruments and developed

new selection and testing tools and

procedures with the goal of reducing

any systemic biases in the selection

process.

III. Changing
Corporate Culture
There can be little doubt that hiring

managers have the opportunity and

the obligation to play a major role in

creating a representative and inclusive

workforce. It is, after all, the hiring

managers who make decisions about

hiring and advancement in the federal

Public Service. Furthermore, it is

through hiring managers and their

initiative, creativity and dedication

that the Public Service must seek

to embrace and effect change.

Supporting and motivating hiring
managers was a priority in 2002–03.
In addition to providing guidance,
tools and support to help managers
achieve the benchmarks, the
Employment Equity Division
developed and delivered a managers’
workshop on diversity with a focus

on Embracing Change at the
Managers’ Forum held in Banff,
Alberta, in April 2002. Approximately
200 managers participated in
the workshop.

Also, in response to the interim
Stocktaking Exercise Report,
the Secretariat adapted its
communications strategy to specifically
support the implementation of
the Embracing Change Initiative.
It emphasized the accountability
of management for achieving the
benchmarks and focussed on providing
middle managers with information
and tools that

£ communicate the business case for

hiring visible minorities;

£ facilitate the hiring of visible

minorities;

£ demonstrate the commitment of

senior management;

£ debunk myths regarding the hiring

of visible minority employees;

£ recognize, share and reward good

practices in visible minority

recruitment; and

£ explain the sanctions that managers

who do not meet their hiring

obligations could face.

Communications tools developed and
produced by the Secretariat as part of
its communications strategy therefore
included the following:

£ A speakers’ tool kit to support
presentations by senior managers to
audiences of other senior managers,
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middle managers and visible
minorities. The kit contains
materials suited to a wide range of
presentations, including speeches,
panel discussions and other formats
of interaction.

£ A managers’ tool kit to provide
quick reference information on
the business case for employment
equity, on the benchmarks and on
the tools and resources available
to help managers achieve them.

£ A special edition, single-issue
magazine profiling visible minority
employees and public service
managers who have successfully
built or are leading diverse
workplaces.

£ An Embracing Change video
with dramatizations that
magnified some of the challenges
and opportunities encountered
by hiring managers and visible
minorities in the federal Public
Service. The video is intended to
stimulate discussion in departments
and at events and is accompanied
by a Manager’s Video
Discussion Guide.

£ Redesigned Web information
accessible through a single portal
and widely promoted on
government Internet and
intranet sites.

The communications focus on

the middle managers responsible for

hiring reinforces the concept that

Embracing Change is a question of

leadership — leadership in building

a representative workforce, leadership

in changing the corporate culture to

make it more inclusive, and leadership

in managing teams that will

increasingly be made up of employees

with diverse backgrounds.

IV. Providing for
Implementation
and Accountability
The Public Service has laid the

cornerstones of accountability

on which the implementation of

Embracing Change will be built and

on which the institution can manage

for results. The principle and practice

of accountability has been successfully

established at the highest levels of the

federal Public Service. In 2002–03,

the Clerk of the Privy Council

defined Embracing Change as one

of the Corporate Priorities for the

Public Service:

“The innovation agenda requires

creative, innovative ideas to achieve

excellence in policies and services.

One avenue for achieving this

excellence is to promote a greater

diversity of backgrounds and

linguistic and ethnic heritage among

our employees. We must, therefore,

strive to be representative of the

Canadian population, with special

emphasis on visible minorities,

where we face a very significant

representation gap. In this regard, the

government made a firm commitment

to the recommendations and spirit
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of the Embracing Change report,

which continues to guide and provide

benchmarks for success.”3 At the end

of the 2002–03 fiscal year, plans were

in place to extend this corporate

priority to the 2003–04 fiscal period.

The performance agreements of

deputy ministers link at-risk pay

to the achievement of corporate

priorities.4 As a result, departmental

failure to meet benchmarks can have a

negative effect on a deputy minister’s

remuneration.

V. External Advice
and Independent Review
Mechanisms that provide for external
input and independent review are
now well established. The External
Advisory Group (EAG) on Embracing
Change was created in June 2000
to provide independent advice to the
Secretary of the Treasury Board and
the President of the Public Service
Commission regarding the
implementation of the Action Plan.

The EAG has been extremely active in
2002–03, providing recommendations
based on past successes and lessons
learned. It has proposed programs to
accelerate the advancement of visible
minorities, suggested solutions to the
perceived conflict between official

language policies and elements of
the Action Plan and drawn attention
to successful practices in the
private sector.

The EAG is committed to sustaining

a dialogue with senior officials of the

Public Service and to participating in

the full implementation of Embracing

Change. More on the EAG is included

in Chapter 3 of this report.

VI. Providing for
Incremental Financial
Resources
Endorsement of the Action Plan
was accompanied by a government
allocation of up to $10 million
annually for three years, ending in
March 2003. The Embracing Change
Initiative was endorsed for five
years, and Treasury Board Ministers
approved up to $30 million in
funds for the Employment Equity:
Embracing Change Support Fund
(EE-ECSF) during the first three.
This initial funding was intended to
develop infrastructure and support
both central agency and departmental
initiatives. While this phase of funding
is now complete, as of the end of
the 2002–03 fiscal year, efforts to
secure new funding for ongoing
implementation of the Embracing
Change Action Plan are continuing.

3. Canada. Privy Council Office, Management Priorities and Senior Personnel Secretariat.
Performance Management Program — Guidelines for Deputy Ministers and Associate Deputy
Ministers. Ottawa: March 2003.

4. At-risk pay is a lump-sum payment based on the achievement of key commitments, which
include both departmental and corporate commitments.
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Funds approved to help implement
Embracing Change over the three-year
period since the government’s
endorsement have supported career
development programs, recruitment
programs, the development of support
tools, capacity building and initiatives
related to the enhancement of
corporate culture. Project goals ranged
from creating cross-departmental

Embracing Change strategies in the
regions and nationally to providing
diversity awareness and related
training and to creating positions
for visible minority placement. The
distribution of funds in relation to the
elements of the Action Plan and the
allocation by region are shown in
Figures 19 and 20.

Figure 20
Distribution of Embracing Change Expenditures by Region

Western Region†

(5%) 1,165,137

Quebec Region
(3.1%) 724,930

Central Prairies Region*

(10.1%) 2,341,802

Central And Southern 
Ontario Region
(5.2%) 1,214,426

National Capital And
Eastern Ontario Region 
(2.4%) 563,080

Atlantic Region
(5%) 1,566,415

National Projects
(67.3%) 15,599,593

*Central Prairies comprises Manitoba and Saskatchewan.
†Western region comprises British Columbia and Alberta.

Figure 19
Distribution of Embracing Change Expenditures by  
Elements of the Action Plan

Implementation And 
Accountability 
(43.3%)  10,026,635
(including infrastructure and
capacity building)

Corporate Culture 
(10.3%)  2,401,580
(including diversity training)

Helping Departments 
Achieve The Benchmarks
(13.5%) 3,121,305
(including development of support
tools and sharing successful practices)

Benchmark
(32.9%) 7,625,872
(including recruitment and
career development initiatives)
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Embracing Change
Through Leadership 
The Embracing Change Action Plan
establishes goals that are desirable
and deemed attainable. While the
infrastructure has been created
and there appears to be a growing
awareness, motivation, commitment
and acceptance across the federal
Public Service, much more must
be done to generate quantitative
evidence of success.

Some departments have focussed on
specific elements of the Action Plan
and have been exhibiting the
characteristics that may lead
to success.

£ Public Works and Government
Services Canada has integrated
Embracing Change into the
departmental human resources and
succession plans, making visible
minority representation a priority
at every level, from employees to
senior managers.

£ Canadian Heritage has actively
encouraged the involvement of
visible minority networks and
committees at headquarters and
in the regions, with the goal of
improving corporate culture.

£ The Department of Foreign
Affairs and International Trade
has worked through its Executive
Committee to make Embracing
Change an organizational priority
and will be making targeted efforts
to recruit visible minority foreign
service officers.

The federal Public Service still faces
some important challenges associated
with Embracing Change. It must
meet the tight time frame stipulated
by the Action Plan. In particular,
an increase is required in order to
meet the 2005 benchmarks for
EX appointments. Perhaps most
critically, the Public Service still needs
to address the drop-off between
visible minority applications and
appointments. To meet these
challenges and create a truly
representative workforce, the
Public Service will have to reach out
to a broader pool of managers.

By meeting the challenges,
however, the Public Service can seize
an unparalleled opportunity —
the opportunity to build a renewed,
innovative Public Service that draws
on the full, diverse range of talent
that Canada has to offer, especially
in regions with a high visible
minority presence.

Bringing about fundamental change
in an organization the size of the
federal Public Service takes time and
a comprehensive and sustained effort.
It also takes leadership at every level,
from deputy ministers and middle
managers in charge of hiring to those
who must manage for change.

There are some signs that the attention
to Embracing Change is having an
important spillover effect in the area
of good management practices.
Projects that constitute testimonials to
this include the following:
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Working in conjunction with a
number of departments through
the Interdepartmental Committee of
Employment Equity and Diversity
and the executive champions from
Public Works and Government
Services Canada and Western
Economic Diversification Canada, the
Public Service Commission of Canada
(B.C./Alberta Region) has developed
a Leadership and Career Mobility
Initiative (LCMI). The LCMI has
provided over 70 visible minority
employees with training, acting
assignments and other career
advancement opportunities. The
LCMI also includes a culture change
component that commits managers to
action and measures results through
an awards program for deputy
ministers.

Fisheries and Oceans Canada
and seven other science-based
departments and agencies5 have
developed a pioneering recruitment
and retention pilot project for visible
minorities with a disability to address
the under-representation of visible
minorities with a disability. It is
projected that 20 candidates will
be placed through this initiative.

Embracing Change also recognizes
that the future of the Public Service
depends on recruiting and retaining
youth. To that end, it has supported
forward-looking initiatives to ensure
that visible minorities are part of that
future. INAC’s Visible Minority Youth
Initiative, for example, allowed young
employees who are members of visible
minority groups to participate in
recruitment, outreach, retention and
research activities, departmental
orientation sessions, training events,
coaching, focus groups and armchair
sessions. The Initiative demonstrates
the capabilities of visible minority
youth to managers and will result in
their commitment and participation
in the Public Service of the future.

5. Agriculture and Agri-Food Canada, Canadian Space Agency, Environment Canada, Health
Canada, National Defence, Natural Resources Canada, and National Research Council Canada.
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While there are a number of major

players in the implementation of

employment equity in the federal

Public Service (Figure 21), the key

role lies with departments. Success

in attaining the corporate goals of

a representative and inclusive Public

Service of Canada is contingent on

departments achieving results. This

chapter will describe some of the

departmental initiatives, as revealed

from the departmental annual reports

submitted to the Secretariat. It also

describes some of the partnerships

that have been extremely valuable in

fostering employment equity in the

federal Public Service.

In 2002–03, four factors were a

critical part of the success of federal

departments and agencies in

achieving concrete results through

the adoption of employment

equity practices:

£ accountability;

£ cultural change;

£ integration of employment equity

into business practices; and 

£ partnership.

Figure 21
The Players
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Accountability
Perhaps the most compelling example

of the continuing commitment to

building a diverse federal workforce

is the increased use of accountability

mechanisms, such as performance

agreements, over the past year. This

commitment to diversity was firm

and, in particular, reinforced the

intent to improve the representation

of visible minorities at all levels.

As the Clerk of the Privy Council

and Secretary to the Cabinet noted

in the Tenth Annual Report to the

Prime Minister on the Public Service of

Canada, “We are a public institution;

we must reflect that public.

Our professionalism is assured only

if we are staffed by leaders and

employees who reflect Canada’s rich

ethno-cultural diversity. We must

increase our efforts to diversify our

recruitment; we must create a work

environment that supports the

voices and talents of our different

communities. This diversity must

be reflected at all levels and in all

departments and agencies.”

Accountability at the highest level

of the Public Service is now an

established part of policy and an

increasingly visible element of

practice. Diversity, including

Embracing Change, is one of the

corporate priorities for the Public

Service and part of deputy ministers’

performance agreements: as head

of their respective organizations,

deputy ministers are responsible

for delivering results. The Clerk’s

establishment of diversity and

Embracing Change as a corporate

priority will ensure that employment

equity continues to be treated as an

important organizational priority

with top-level commitment

and leadership.

The accountability framework

extends through departments and

agencies. In particular, departments

and agencies are responsible for

implementing measures to achieve

employment equity and for

integrating its elements into their

human resources management

structures and corporate culture.

While high-level accountability

may be in sight, the challenge is still

to cascade accountability throughout

the Public Service, ensuring that

middle managers in charge of hiring

understand that they too are critical

to the creation of more representative

and inclusive workplaces.

Several departments and agencies

report strengthened accountability

mechanisms in support of

employment equity in 2002–03.

Under the new accountability

framework for the Canadian

International Development Agency

(CIDA), which benefited from
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consultation with employees, unions

and designated group advisory

committees, managers will be

expected to contribute to closing the

gaps in representation of designated

groups. In drafting its framework,

CIDA reviewed its executive

performance agreements to ensure

that employment equity measures

were included and that these were

linked to the Department’s

Employment Equity Action Plan. It is

expected that this framework will be

implemented during the 2003–04

fiscal year.

Cultural Change
Employment equity for the federal

Public Service is a long-term,

comprehensive goal: to have a Public

Service that reflects the diversity

of Canadian society by removing

barriers to the participation of the

designated groups and by correcting

the conditions of disadvantage that

they face in employment. Providing

excellent service to Canadians requires

dynamic and productive workplaces

that value and maximize the skills of

all employees. The demographics of

the Public Service, combined with the

growing presence of visible minorities

in the Canadian workforce, provide

a window of opportunity to create

a new culture in the Public Service.

This culture must embrace diversity

and new ideas and strive to create an

inclusive, welcoming environment.

In his annual report to the Prime

Minister on the Public Service of

Canada, the Clerk of the Privy

Council and Secretary to the Cabinet

made it clear that it would take

experimentation, critical self-appraisal

and change to assure an effective and

professional public service for

Canadians. While all three of those

factors are crucial to the employment

equity initiatives of the Public Service,

none was more important in 2002–03

than change, specifically the cultural

and attitudinal change needed to

deal successfully with Canada’s

growing diversity.

Bringing about the cultural change

needed to achieve positive results

in the workplace demands both a

willingness to respond to new

challenges and a commitment to

exhibit leadership at all levels. There

are indications that this is happening

in the vast majority of federal

departments and agencies where

the goal of cultural change is being

slowly embraced.

Across the country, there was a

noticeable increase in the number of

assistant deputy ministers and other

senior managers — particularly in the

regions — who served as champions

for the designated groups. This not

only reinforced the breadth and depth

of the organizational commitment

to employment equity but it also

significantly increased institutional
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awareness about employment equity

issues. In June 2002, the Department

of Justice Canada and Canadian

Heritage collaborated in organizing

the first Interdepartmental Forum of

Persons with Disabilities, giving high

visibility to issues that affect persons

with disabilities in the federal Public

Service and setting the stage for

cultural change with respect to this

designated group. The efforts of the

organizing committee and their

interactions with deputy ministers

eventually led to the creation of the

National Committee of Federal Public

Servants with Disabilities, a group

that is described more fully later

in this chapter.

Statistics Canada is in the process

of integrating diversity concepts into

28 of its in-house training courses,

including statistical, management and

communication, and interpersonal

skills training. In addition, the Agency

is broadening its mentoring programs

by developing a course for mentors

that addresses diversity. Statistics

Canada is also analyzing its results

from the 2002 Public Service

Employee Survey using an

employment equity lens and plans

to use the results of that analysis

in developing its multi-year

employment equity plan. The Agency’s

communication strategy also provides

all employees easy access to

information about employment equity.

Cultural change is fostered by the

commitment of senior management

to employment equity and diversity,

as was evident at Industry Canada

in 2002–03. For example, the

Department has a champion at the

assistant deputy minister level for

each of the four designated groups.

At the deputy minister’s request, the

Department analyzed each sector’s

visible minority representation and

hiring over the past two years. Based

on this analysis, the deputy minister

discussed key commitments with

respect to employment equity — and

Embracing Change in particular —

with individual sector heads as part

of their 2002–03 accountability

agreements.

As part of its response to Embracing

Change, and in an effort to achieve

concrete results in addressing the

under-representation of visible

minorities within the Executive

category, Industry Canada is creating

an inventory of pre-qualified EX-01

candidates. The Department is also

engaged in a process to identify and

develop ten highly qualified visible

minority candidates from outside the

Public Service for EX or EX minus 1

positions, over the next three years.
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Integration of
Employment Equity
into Business Practices
Integration of employment equity

into day-to-day business practices

is an intrinsic aspect of building a

representative public service because,

fundamentally, it is everyone’s

business.

In 2002–03, several departments have

updated their employment equity

plans and priorities as part of their

human resources strategies.

Citizenship and Immigration

Canada, for example, emphasized the

following: organizational culture, a

learning framework, human resources

planning, recruitment and staffing,

and the development of management

feeder groups.

To address the absence of women

around the executive table at the

Canadian Space Agency, the Executive

Committee’s management agreements

will include performance targets

for female representation and, as of

September 2003, Committee members

will have to prepare a semi-annual

report on the Agency’s action plan

to include women in management.

It is expected that the situation of

women will improve following the

appointment of three women to

serve as champions of women’s issues

relating to management positions,

the decision to include a woman on

all selection boards whenever possible,

and the development of specific equal

opportunity goals in the Agency’s

employment equity and human

resources strategic plan.

In 2002–03 Environment Canada
managed to do what many other
departments aspire to do: it made a
decentralized approach to
employment equity work. Much effort
was devoted to awareness and learning
initiatives to demystify employment
equity for all employees, to promote a
culture supportive of diversity, and to
communicate a vision. This approach
won the support of the Department’s
employees, employee representatives,
managers at all levels, employment
equity networks, regions, services, and
the Department’s many employment
equity partners. Within the
framework of the Department’s
multi-year employment equity plan,
regions and services were encouraged
to plan and implement their own
individualized strategies and
initiatives, including the following:

£ the Pacific and Northern Region
appointed a diversity champion and
developed a people plan that
includes diversity;

£ the Ontario Region created an
employment equity champion
position and integrated
employment equity into its
strategic hiring plan;

£ the Quebec Region updated its
regional employment equity plan
and recruitment objectives; and

£ the Atlantic Region developed a
regional Aboriginal strategy.
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Partnership
One concept remains unchanged

since the first annual report on

employment equity was released

a decade ago: employment equity

is everybody’s business. As noted

in last year’s report, the effective

implementation of employment

equity requires the development

of solid partnerships. These help the

various players identified earlier in

this chapter to work together more

effectively toward a common goal —

excellence in service to Canadians.

In 2002–03, several departments

and agencies saw this common goal

as the basis for developing mutually

beneficial partnerships that witnessed

the exchange of ideas, expertise,

and successful practices. Some

partnerships included non-public

service organizations.

For example, various sectors at

Fisheries and Oceans Canada, such

as Fisheries Management and the

Canadian Coast Guard, worked with

local Aboriginal groups as part of

their recruitment and staffing process.

Instituting this two-way exchange of

information not only helped inform

Canada’s Aboriginal population about

career possibilities within the federal

Public Service but it also provided an

opportunity for the Department to

benefit from the skills available in

First Nations communities.

CIDA and INAC worked together

to increase the capacity for

cross-mentoring between their

organizations.

In exercising leadership for the

implementation of employment

equity in the federal Public Service,

the Secretariat has also strengthened

its partnerships with many entities,

including departments, employment

equity committees, designated group

organizations, such as the National

Council of Visible Minorities in the

Federal Public Service, the National

Committee of Federal Public

Servants with Disabilities, the Joint

Employment Equity Committee of

the National Joint Council, and the

External Advisory Group on

Embracing Change.

Employment Equity
Committees
Employment equity committees

are important elements in building

and sustaining commitment to

employment equity objectives across

federal departments and agencies.

They provide networking

opportunities, increase links between

departments (as well as within

respective departments and agencies),

as well as allow for the exchange

of ideas, tools, information on new

initiatives, and practices that support

the attainment of employment

equity goals.
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In 2002–03, employment equity

committees played an especially

important role in ensuring that

information to support and encourage

employment equity and diversity

is shared. Over the past year, special

efforts were made to engage more

managers in fully integrating

employment equity into the business

lines of their organizations. As a result

of these efforts, linkages with various

committees were strengthened and

extended to include the External

Advisory Group on Embracing

Change, the National Council of

Visible Minorities and the National

Committee of Federal Public

Servants with Disabilities.

The Employment Equity Champions
Forum comprises some 30 senior

managers at the assistant deputy

minister level. Deputy heads choose

managers to develop and promote

corporate or regional objectives or

priorities with respect to employment

equity in their departments or

agencies. These individuals play a

lead role and share a commitment to

achieving a representative, inclusive

and equitable workforce and exercise

leadership in creating a welcoming

workplace culture. Two meetings were

held this past year, one of which was

a joint meeting with the Employment

Equity Executive Committee.

Discussions included topics such

as human resources modernization,

merit and representation, Embracing

Change, the role of the External

Advisory Group on Embracing

Change and an update from the

Interdepartmental Forum of Persons

with Disabilities.

Employment equity champions
demonstrate their ongoing
commitment as senior managers
through their personal and visible
support for employment equity. They
exchange information on employment
equity challenges, successful practices,
and innovations that have achieved
concrete results. They also provide
feedback to the Secretariat on current
or proposed employment equity
initiatives, priorities and programs
and are in a position to influence
employment equity issues within their
respective departments.

The Employment Equity Executive
Committee is composed of public

service managers at the director

general level or equivalent. This

committee, which meets five times

a year, serves as a catalyst for

the strategic development,

implementation, and sustainability

of good practices among departments

and agencies.

The Employment Equity Executive

Committee focusses on horizontal

issues, such as recruitment,

career development, retention,

accountability, corporate culture, and

official languages. Individually, the

members provide a direct link and

support to the employment equity
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champion and employment equity

specialist within their respective

departments. During its meetings this

year, the committee discussed and

provided feedback on the Policy on the

Duty to Accommodate Persons with

Disabilities in the Federal Public

Service, Embracing Change,

an accountability framework for

employment equity, retention and

exit interviews, human resources

modernization, and values and ethics.

The Interdepartmental Forum on
Employment Equity is a partnership

between departments (employment

equity managers and specialists and

the Secretariat’s Employment Equity

Division. It provides leadership and

helps facilitate the achievement of

employment equity objectives across

departments and agencies. This

forum, which meets every two

months, fosters learning, promotes the

exchange of information and provides

an opportunity for networking and

consultations among members,

representatives of central agencies,

and the larger community of

employment equity stakeholders

and clients. It also provides an

opportunity for participants to discuss

common issues requested by the

employment equity specialists, share

new initiatives, and raise matters

that could be of general interest to the

membership. A satisfaction survey this

past year revealed that participants

place a high value on this forum.

In particular, they appreciate the

opportunities for information

sharing, networking, and identifying

successful practices.

Over the past year, topics included

diversity and learning, a presentation

on a set of new Embracing Change

tools for managers, results of the

2002 Public Service Employee Survey,

reports on the Interdepartmental

Forum of Persons with Disabilities,

Aboriginal issues, values and

ethics, the Policy on the Duty

to Accommodate Persons with

Disabilities in the Federal Public

Service, strategies for changing

the corporate culture, and various

successful practices, which are

showcased at each meeting.

The Joint Employment Equity
Committee (JEEC) is a working
committee of the National Joint
Council (NJC). It is the forum
of choice at the national level for
labour-management consultation
and collaboration on employment
equity issues, as required under
the Employment Equity Act.

The NJC provides for regular
consultations between the Treasury
Board, as the employer, and employee
organizations certified as bargaining
agents under the Public Service Staff
Relations Act. Through the NJC,
there is a sharing of information,
consultation on workplace policies,
and co-development of directives that
provide Public Service–wide benefits.
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The JEEC is the only Public
Service–wide union-management
committee established to address
employment equity issues, although
many union-management
consultative committees exist at the
departmental level and many discuss
employment equity subjects. Members
include representatives from the
Secretariat, the Public Service
Commission of Canada, Public Works
and Government Services Canada,
Environment Canada, Health Canada,
Human Resources Development
Canada, the Public Service Alliance of
Canada (PSAC), and the Professional
Institute of the Public Service of
Canada. The JEEC is co-chaired by
a representative from the Secretariat
and PSAC.

In 2002–03, the JEEC focussed

on the following major areas: the

implementation of the new Policy

on the Duty to Accommodate Persons

with Disabilities in the Federal Public

Service — a policy that benefited

significantly from bargaining agent

input and feedback — the continuing

push on the Embracing Change

Initiative, the development of

communication messages in support

of employment equity, and analysis of

the findings and conclusions related

to employment equity in the

2002 Public Service Employee Survey.

In keeping with the commitment

to work collaboratively in addressing

employment equity issues, the JEEC

created a working group with

representatives from the employer

and bargaining agents to develop joint

training on the duty to accommodate.

A learning framework was developed

and work commenced toward the

development of training modules

for a course that will provide

information on the definition of

the duty to accommodate, roles and

responsibilities for providing

workplace accommodations, barrier

identification and analysis, positive

measures, and successful practices in

accommodating employees. The JEEC

also provided input on the review of

the NJC Travel and the Isolated Posts

and Government Housing directives,

as well as feedback on several TBS and

PSC programs and initiatives.

The External Advisory Group on
Embracing Change was established

to provide independent advice to the

Secretary of the Treasury Board and

the President of the Public Service

Commission concerning the

implementation of the Embracing

Change Action Plan and ways to

increase the momentum for change.

The six members, representing

the private sector and academia, are

drawn from various regions across

Canada and often play an active

role in promoting diversity and

employment equity in their

respective regions.
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Establishing dialogue and

strengthening commitment guided

the group’s work over the year. This

was evident in the group’s interactions

with the Secretariat and Public Service

Commission of Canada and their link

with the Clerk of the Privy Council,

who is himself a strong voice on

diversity and employment equity

in the federal Public Service. The

dialogue has been further extended

to other deputy ministers, as well

as to departmental employment

equity champions.

The group remains a strong advocate

of the Action Plan and the principles

that would lead to a representative

and inclusive workforce. In addition

to providing advice and

recommendations to senior

public service officials to guide

implementation of the Embracing

Change Action Plan, the group

has also engaged other bodies. In

March 2003, members appeared

before the Standing Committee

on Government Operations and

Estimates to present their position on

Bill C-25. Their submission registered

a concern that diversity issues are only

in the preamble to the Public Service

Employment Act and not sufficiently

rooted as a statutory item in the

body of the legislation.

During 2002–03, the Secretariat
continued to work with the National
Council of Visible Minorities in the
Federal Public Service (NCVM) in
a number of areas. It participated in
planning meetings for the NCVM
national symposium and supported
the work of the deputy minister
champions in the development
of a Public Service–wide approach
to obtain financing for the NCVM’s
operational requirements. Efforts also
focussed on the development of the
Council’s organizational capacity.

In addition to their direct financial
contribution, a number of federal
departments supported their
employees in fulfilling their duties
as elected members of the NCVM
National Board. Correctional Service
Canada, the Canadian Grain
Commission, the Public Service
Commission of Canada, CIDA,
Health Canada, Human Resources
Development Canada, Canada
Customs and Revenue Agency,
Public Works and Government
Services Canada, and Citizenship
and Immigration Canada were among
the key contributors in this regard.

The NCVM helped to maintain the
momentum gained from the collective
contribution of visible minority
employees and their respective
federal organizations in building a
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representative and inclusive workforce
and supported the government’s
commitment to the implementation
of the Embracing Change Action Plan.

The NCVM activities included
NCVM-led workshops with a focus
on the issues and concerns of youth,
which were explored during the
NCVM Central Region Visible
Minority Youth Forum in Winnipeg.
Similar forums were also held in the
National Capital Region, Edmonton
and Vancouver. The NCVM also
partnered with federal regional
councils, the Middle Managers
Network, and the Joint Career
Transition Committee on a number
of initiatives aimed at helping visible
minorities pursue career
development, learn about the
recruitment and hiring processes,
and prepare for competitions.

The NCVM’s fourth symposium,

Making a Difference — Taking

Actions and Influencing Change,

provided participants from across the

country with information and tools

for career advancement, facilitated

the dialogue between employees and

managers, and contributed to the

changing corporate culture of the

Public Service. In his opening address

to conference participants, the Clerk

of the Privy Council underscored the

importance and value of the work of

NCVM. He also noted that although

there had been progress in the

representation levels of visible

minorities, it was important for the

Public Service to do more to respond

to the changing demographics

of Canada.

The NCVM is governed by a terms

of reference, which provides a

foundation of effective partnerships to

ensure that visible minority employees

have a voice throughout the

Public Service.

The Interdepartmental Forum
of Persons with Disabilities, made
up of public service employees with
disabilities from 39 departments, took
place on June 18, 2002. There were
more than 250 participants, including
several deputy ministers, other senior
level managers as well as employees
with disabilities from all occupational
groups and levels.

On the International Day of Persons
with Disabilities, December 3, 2002,
organizers of the Forum presented
the Clerk of the Privy Council with
a copy of the Forum’s report entitled
Interdepartmental Forum of Persons
with Disabilities — A Dialogue
for Action. Key recommendations in
the report were the establishment
of a council of federal public service
employees with disabilities and
development of a five-year strategy
for federal public service employees
with disabilities.

The National Committee of Federal
Public Servants with Disabilities
(NCFPSD) was formed in early 2003
with the stated objective of advancing
the internal federal government
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agenda concerning federal public
service employees with disabilities.
In particular, the committee plans
to focus attention on recruitment,
retention, career progression,
accommodations — both technical
and other forms of accommodation
— and succession planning. The
committee’s five-year action plan was
to be released in the spring of 2003.

As part of its continuing consultation
with managers and employees on
issues of specific relevance to persons
with disabilities, the Secretariat’s
Employment Equity Division
maintained contact with members of
the former Federal Public Service Job
Accommodation Network (FPS-JAN).
The group, comprising some
70 individuals, including persons
with disabilities, human resources
practitioners, and other interested
participants, met in December 2002
and reviewed options for rebuilding
the network and promoting initiatives
that help to better accommodate
persons with disabilities in
the workplace.

Recognizing Strong
Contributions 
The Employment Equity and Diversity
Award recognizes the individuals or
teams who make exemplary efforts
and achieve progress in helping the

Public Service of Canada become
representative and inclusive,
particularly with respect to the
Embracing Change Action Plan.

On June 9, 2003, during National
Public Service Week, the President
of the Treasury Board presented the
Employment Equity and Diversity
Awards to three individuals and
one team for their work. Thirty-nine
nominations were submitted for the
2002–03 fiscal year as examples of
their leadership and commitment
to employment equity and diversity
within their organizations and to the
effective and sustainable removal
of barriers faced by the employment
equity designated groups.

The Quebec Regional Management
Committee and the Regional Human
Resources Branch at Citizenship and
Immigration Canada were recognized
for their success in developing
and implementing recruitment,
promotion and retention strategies
for employment equity groups in the
Quebec Region. As a result of their
efforts, the success rate of designated
group members entering the federal
Public Service through the
competitive process rose by
35 per cent over the past year.6

6.The members of the team are Philippe Albert, Lucien Bélanger, Claude Bourget, Éric Caron,
Jean Cheney, Danielle Coutu, René D’Aoust, Sandra Delorme, Albert Deschamps, Denis Désilet,
Yvan Deslauriers, Brenda Encarnacion, Lorraine Frignon, Lauraine Gagné, Jean-Paul Lamoureux,
Robert Langlais, Monique Leclair, Yani Likongo, Daniel Maheu, Anne Marchand,
Jean-Claude Miron, Graziella Mousseau, Marie-Josée Perreault, Claude Provencher,
Danielle Racette, Richard Saint-Louis, Marita Somma, Daniel Théorêt and Vito Vassallo.
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Dan Allen was recognized for his

leadership in the development of the

first Employment Equity Conference

and establishing a human resources

plan that addressed workplace

equality issues at Human Resources

Development Canada, Ontario

Region. His contribution included

providing workshops and equipping

managers with concrete tools to help

them achieve a more representative

workforce as well as improving

self-identification rates in

his department.

Shanti Lithopoulos received an award
in appreciation for her activities as
Chairperson for the Visible Minority
Network at INAC in developing a
vision and terms of reference for the
organization and in building a strong
partnership between visible minority
and Aboriginal networks. She
organized workshops and information
sessions that provided participants,
particularly members of the
designated groups, with an
opportunity to recommend solutions
to particular challenges.

Nyla Koomans was granted an

award in recognition of her creativity

in promoting equity in the workforce

at Veterans Affairs Canada. As a

result of her contribution to the

development of an action plan,

diversity training is now being

implemented, and a quarterly

newsletter about employment equity

issues is distributed to employees

in her department.

Other Awards
As in the previous fiscal year, one

of Transport Canada’s employees was

a recipient of the Michelle Comeau

Human Resources Leadership Award,

which acknowledges the significant

contributions of individuals and

groups working at all levels within

the human resources field.

Mr. Doug Spiers received the award

in recognition of his excellence in

establishing vision and direction,

building on the diversity of the

community through cross-functional

initiatives, and establishing new

partnerships and improving

relationships with stakeholders.

In 2002–03, Health Canada’s

Iskotew Lodge celebrated its first year

of operation and received the Wolf

Project Award for improving respect

and understanding between cultures

and races. During the year, the Lodge,

located in the National Capital

Region, hosted Aboriginal Elders and

teachers from across Canada and was

visited by more than 2,500 people,

including community members and

employees from Health Canada and

other departments. The Lodge

promotes Aboriginal cultures and

offers support and guidance in dealing

with cultural differences, work-related

stress and differing attitudes in

the workplace.
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Employment Equity
Policy Review
During this fiscal year, all policy

centres in the Secretariat were

engaged in a review of the Treasury

Board policy suite and reporting

requirements. The purpose of the

exercise was, among other things,

to streamline and rationalize policies

and reduce the reporting burden on

departments. As part of this exercise,

the Employment Equity Division

is updating the Employment Equity

Policy (1999). The revised policy will

be a consolidation of several policy

instruments and will update the

policy requirements to reflect the

Treasury Board’s Management Board

role and departmental responsibility

for the implementation of

employment equity. In keeping with

recent human rights jurisprudence

and requirements of the Employment

Equity Act, it will also provide for the

accommodation of all four designated

groups to the point of undue

hardship, thus complementing the

Policy on the Duty to Accommodate

Persons with Disabilities in the Federal

Public Service. The development and

implementation strategy will involve

consultation and collaboration

with key stakeholders, including

departments and representatives

of designated group organizations.

Employment Equity
and Diversity Learning 
Three Employment Equity and
Diversity learning courses are part of
the Canadian Centre for Management
Development’s “Leadership —
Strategy-specific Courses,” which
comprises three courses. The
“Diversity: Vision and Action”
course, was offered 16 times across
the country and attracted more than
350 participants. The “Mikawiwin
Leadership and Aboriginal Affairs”
course and the “Aboriginal Issues
and Self Government” course were
both annual courses targeted to
government executives and managers
at all levels.

In March 2003, CCMD offered
its course “How Ottawa Works”
to Aboriginal employees in a pilot
project partially funded by the
Employment Equity Division.

The English pilot project was held
in Ottawa and attracted 32 Aboriginal
employees from across Canada.
Participants learned about the
structure of government, policy
development, the role of central
agencies, and the legislative process.
The project was initiated in the belief
that offering “How Ottawa Works”
to Aboriginal employees could lead
to improved retention rates for this
group. The three-day course is also
expected to stimulate networking
among new Aboriginal employees.
A French course will be considered
for the fall of 2003, depending
on demand.
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Training and Development Canada,
in partnership with the Secretariat,
has modified its two-day “Orientation
to Employment Equity and
Diversity Workshop,” incorporating
information on Embracing Change
and the duty to accommodate.

These partners also began work on
“Implementing Employment Equity,”
a one-and-a-half-day course that will
be divided into three modules:

£ Conducting a Workforce Analysis;

£ Using and Interpreting Quantitative
Data in the Conduct of an
Employment Systems Review; and

£ Establishing Long- and Short-term
Numerical Goals for Employment
Equity Plans.

The schedule for employment equity

and diversity courses can be accessed

on the Employment Equity Division’s

Web site under “Learning.”

Assessing Inclusiveness
— the 2002 Public
Service Employee Survey
In December 2002, the results of
the second Public Service Employee
Survey were released. Like the
first survey, conducted in 1999, the
questions in this survey sought to take
the pulse of the federal Public Service
and to obtain feedback on measures
such as workload, work-life balance,

harassment and discrimination, career
development and learning, fairness in
the selection process and management
support to employees.

Fifty-eight percent of all employees

responded to the survey. The

participation by designated group

members was approximately as

follows: women, 56 per cent;

Aboriginal peoples, 4 per cent;

persons with disabilities, 5 per cent;

and visible minorities, 8 per cent.

The survey participation was therefore

similar to overall representation

of the designated groups in the

Public Service.

As occurred following the

1999 Survey, a working group was

set up to analyze the results from an

employment equity perspective. This

group was chaired by the Secretariat

and included representatives from

the Public Service Commission of

Canada, departments7, the Joint

Employment Equity Committee of the

National Joint Council and the Social

Science Employees Association. The

analysis focussed on responses to 52

of the 116 questions under 5 major

themes: Nature of Work, Selection

and Promotion, Management

Support, Value and Respect, and

Training and Development. The

approach sought to identify those

areas in which responses from

7. Industry Canada, National Defence, Public Works and Government Services Canada, the
Immigration and Refugee Board, HRDC, and Health Canada.
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members of designated groups

differed significantly from those of

other employees.

While, in general, the Public

Service has made significant strides in

building a representative and inclusive

workforce, the response of members

of designated groups to the survey

help to indicate where more work

needs to be done. Eliminating

harassment and discrimination were

clearly two such areas. Likewise,

the perceived barriers to career

advancement need to be addressed

in order to build a respectful and

supportive workplace. It is expected

that the final report, including

recommendations, will be

disseminated in the fall of 2003.

Audits by the
Canadian Human Rights
Commission 
All 68 public service departments

have been or are currently being

audited by the Canadian Human

Rights Commission. The authority

to audit individual departments and

agencies derives from a memorandum

of understanding between the

Secretariat and the Canadian Human

Rights Commission, which was signed

in 1997. The Commission has

developed a streamlined approach for

auditing 17 departments and agencies

with fewer than 100 employees. These

smaller organizations represent a total

of 555 public service employees.

To date, the following 36 departments

and agencies have been found in full

compliance with the Commission’s

assessment factors derived from the

Employment Equity Act:

£ Atlantic Canada Opportunities

Agency

£ Canada Economic Development for

Quebec Regions

£ Canadian Artists and Producers

Professional Relations Tribunal

£ Canadian Heritage

£ Canadian Human Rights

Commission

£ Canadian International

Development Agency

£ Canadian Radio-television and

Telecommunications Commission

£ Canadian Space Agency

£ Canadian Transportation Agency

£ Copyright Board of Canada

£ Correctional Service Canada

£ Department of Finance Canada

£ Department of Foreign Affairs

and International Trade

£ Department of Justice Canada

£ Environment Canada

£ Hazardous Materials Information
Review Commission

£ Human Resources Development
Canada

£ Immigration and Refugee Board

£ Indian and Northern Affairs
Canada
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£ Law Commission of Canada

£ NAFTA Secretariat, Canadian
Section

£ National Archives of Canada

£ National Farm Products Council

£ National Parole Board

£ Natural Resources Canada

£ Office of the Chief Electoral Officer

£ Office of the Commissioner
of Official Languages

£ Office of the Secretary to
the Governor General

£ Privy Council Office

£ Public Works and Government
Services Canada

£ Registrar of the Supreme Court 

£ Statistics Canada

£ Status of Women Canada

£ Transportation Safety Board
of Canada

£ Treasury Board of Canada
Secretariat

£ Western Economic Diversification

Canada

Modernization of Human
Resources Management
The modernization of human

resources in the Public Service of

Canada recognizes the need to create

a healthy, productive and supportive

workplace in which people feel

respected, are treated fairly and are

part of a community that accepts

and values their contributions in the

delivery of high quality service

to Canadians.

In February 2003, following the work

of the Task Force on Modernizing

Human Resources Management in

the Public Service, the President of the

Treasury Board introduced Bill C-25,

the Public Service Modernization Act,

in the House of Commons. While the

Bill seeks to modernize employment

and labour relations in the Public

Service, it recognizes that diversity

is a priority and catalyst in the

government’s management agenda

and that Canada will continue to gain

from a public service that is

representative of such diversity. The

Bill also sets out to clarify roles and

responsibilities of the Treasury Board

(as the employer), the Public Service

Commission of Canada (which

shares some responsibilities under

the Employment Equity Act), and

departments (to whom the Treasury

Board has delegated several

responsibilities for implementation

of employment equity).

At the end of the 2002–03 fiscal year,

the Bill was progressing through

the legislative process via the House

of Commons Standing Committee

on Government Operations and

Estimates. Several witnesses, including

the President of the Treasury Board,

appeared before this committee. In

her 20th bulletin to employees, the

President of the Treasury Board notes

the overall goals of the legislation:
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£ to streamline our cumbersome

staffing system, thereby improving

our ability to attract and hire the

people we need, when and where

we need them;

£ to build more constructive

labour-management relations and

create a more productive and

supportive working environment;

and

£ to change the way that the

Public Service approaches

corporate learning and

development.

The Bill does not seek to make major

adjustments to the way employment

equity is addressed in the Public

Service under the Employment Equity

Act. Coincidental with development

of the Bill and on a parallel track,

a standing committee of the House

of Commons was undertaking a

mandatory review of the Act.

Review of the
Employment Equity Act
On June 14, 2002, the Standing
Committee on Human Resources
Development and the Status of
Persons with Disabilities tabled its
report entitled Promoting Equality in
the Federal Jurisdiction: Review of the
Employment Equity Act in the House
of Commons. The committee made

29 recommendations, which could be
grouped under four major themes:
promoting success, accountability,
knowledge-based program
development, and partnerships. Eight
recommendations were addressed
to or directly affected the role of the
Treasury Board as the employer of the
federal Public Service,8 while another
ten had implications for all employers
covered by the Act,9 including the
Treasury Board.

The Minister of Labour, who has
responsibility for administration of
the Act, tabled the government’s
response in November 2002. In
welcoming the recommendations
of the committee, the response
reaffirmed the government’s
commitment to employment equity,
noted that several recommendations
had already been implemented, and
outlined how the others might be
addressed. With respect to the federal
Public Service, the government
recognized the need for a more
representative institution and, in
particular, measures to continue
addressing concerns about the gaps
in representation of visible minorities.
The response reiterated the
accountability of the Treasury Board
for employment equity in the federal
Public Service as well as for meeting
the employer’s obligations under the
Employment Equity Act.

8. Recommendations 1, 3, 6, 9, 10, 24, 28 and 29.

9. Recommendations 11–19 and 25. 
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In March 2003, the Secretariat
submitted its follow-up response to the
Committee’s recommendation that

£ as the public service employer,
Treasury Board remain accountable
for all policies, programs and
actions within federal departments
and agencies with respect to the
Employment Equity Act; and 

£ where it has delegated authority
under the Employment Equity Act
to departments and agencies
(such as the provision of positive
measures for people with
disabilities), Treasury Board should
submit to this Committee an action
plan by April 1, 2003, outlining
the measures that have been put in
place and the ways that these will
be monitored.

This supplementary response

confirmed the Treasury Board’s

accountability and pointed out that

the Secretariat has a leading role in

ensuring that programs and services

provided by the Public Service are

well administered, focussed on

citizens’ needs and produce concrete

and measurable results. As requested

by the Committee, the measures put

in place to assure accountability, how

the Secretariat works with its partners

and its continuing plans with respect

to these subjects were contained in

the Action Plan forwarded to

the Committee.

Conclusion: A Look
Ahead to 2003–04
The year ahead will require continued

commitment, increased efforts in

several areas and a strengthening of

linkages between the implementation

of employment equity and how

the Public Service addresses other

corporate priorities. It must also be

about increasing the breadth and

scope of accountability measures

so that they produce results.

Efforts to modernize human resources

management in the Public Service

provide an enabling framework

through which the Public Service can

address its needs of the future and

reinforce values of respect, equity and

inclusiveness. Many improvements to

public service culture are part of good

human resources management, and

corporate culture change is not

dependent solely on legislation.

The Employment Equity Division

will be revising the Employment

Equity Policy and integrating it into

the framework that is presented

through the human resources

modernization process. The Division

will continue to implement the Policy

on the Duty to Accommodate Persons

with Disabilities in the Federal

Public Service and ensure that more

managers and persons in functional
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communities, such as staff relations

and materiel management, are aware

of their obligations. The Secretariat

will also assess and evaluate the

effectiveness of measures taken to

implement this policy.

Given the somewhat sluggish pace

of progress in achieving results against

the Embracing Change benchmarks,

the Division will continue to provide

departments with models of success

and work to provide the tools and

assist in building departmental

capacity to effect change. The Division

will seek to leverage past investments

and new resources to continue

supporting departments in

implementing the Action Plan and

addressing the ongoing challenge

of improving the representation and

participation of visible minorities.

But departments are key because

employment equity is fundamentally

about how departments conduct their

business and how they attract their

most valuable asset — their people;

how departments use their employees’

skills and talents, value their

contributions, foster their learning

and career development and maintain

a welcoming workplace. There needs

to be more tangible evidence that

departments are effectively integrating

their employment equity obligations

into their business and human

resources activities. Such integration

is critical for the development of the

Public Service of the future.

To the extent that the self-identification

process could present an obstacle

to demonstrating further progress in

increasing the representation of the

minority-designated groups, the

Employment Equity Division must

continue to seek improvements in

this area. Self-identification is

about everyone — who we are as

a Public Service — the diversity of

backgrounds and the associated

talents, skills, perspectives and

approaches that combine to serve

Canadians with excellence.

The Employment Equity Division will

continue to demonstrate leadership

through broad engagement with its

current and emerging partners: the

bargaining agents; designated group

organizations, such as the National

Council of Visible Minorities in the

Federal Public Service, the National

Committee of Federal Public Servants

with Disabilities, and the External

Advisory Group on Embracing

Change; its consultative bodies, such

as the employment equity champions’

forum and the many other groups

with whom the Division interacts.
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This effort to strengthen dialogue will

help to ensure that the goals,

challenges and progress in

implementing employment equity

reach as broad an audience as

possible. To that end, the Division will

be responding to what employees in

the designated groups and others have

said through the 2002 Public Service

Employee Survey.

The competition for talent to

rejuvenate and re-energize the Public

Service will not subside. To remain

competitive, the Public Service of

Canada must become a true employer

of choice. The Employment Equity

Division will continue contributing

to the search for ways to enhance

the image of public service and the

personal satisfaction and sense

of worth that it brings to those

who choose this path. Providing the

excellent service that Canadians

have come to know and expect will

continue to be a motivating factor for

many employees who do their jobs

effectively, efficiently and with pride

every day of the year.




