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Message from the President of the Treasury Board
I am pleased to present the 28th annual report to Parliament on employment equity in the public
service of Canada for fiscal year 2019–20.
Since the end of the fiscal year covered in this report, conversations about anti-racism have
brought to light the importance of the Government’s ongoing efforts to create a diverse and
inclusive public service. While the COVID-19 pandemic has amplified many of these challenges,
it also offers tremendous opportunities to rebuild a fairer, more resilient society.
The public service has long made diversity and inclusion a core value. But despite steady
progress over the past decade, work remains to be done. In 2019–20, for example, of the four
employment equity groups – women, Indigenous peoples, persons with disabilities, and members
of visible minorities – persons with disabilities continued to be the only group for which the
public service is not meeting workforce availability, especially under the new and expanded
definition of disabilities. The previous six-year decline in representation of this group has now
halted, and we are optimistic that our commitment to hire 5,000 (net) employees with disabilities
by 2025, and provide new tools to support their hiring and retention, will lead to increases both
in the representation of, and opportunities for, persons with disabilities in the public service.
Building and sustaining a diverse and inclusive public service improves service and outcomes for
Canadians. This requires a government-wide effort to create and foster a culture that values
inclusiveness – one that sees our differences as our strength and provides all our employees with
a deep sense of belonging. To achieve this goal, we will continue to generate and share data i that
give a more accurate picture of representation gaps, and to invest in the career pathways of our
senior leaders. Our “Mentorship Plus” program will also improve the representativeness of our
senior ranks. Using this data and learning from these initiatives, the public service can serve as a
model for other organizations seeking the same goals.
In addition, we will support the review of the Employment Equity Act to ensure appropriate
benchmarks for diversity and to address systemic barriers in the underlying framework. We will
also foster a climate of open dialogue by engaging and educating public servants, and key
community stakeholders will be invited to define and contribute to the change.
These are just a few of the ways Canada’s government is working to create a more diverse,
inclusive, accessible, and representative workforce, and many new initiatives have been launched
since the period covered in this report. For more information on this important work, please visit
the Government of Canada’s Diversity and inclusion areas of focus for the public service.ii
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You are all invited to read this report to see how we are building a better public service to serve
all Canadians.
Original signed by
Jean-Yves Duclos, P.C., M.P.
President of the Treasury Board of Canada
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Employment equity in the public service
A workplace characterized by respect, dignity and fairness is at the core of one of the
fundamental values of the public service of Canada: respect for people. Inherent in this value are
the notions of diversity and inclusion to ensure that:
 the public service reflects the makeup of the population it serves
 the work environment is one where employees have a sense of belonging and where
difference is embraced as a source of strength
The Employment Equity Act is one of the key pieces of the legislative foundation that ensures
equity and fairness in the public service.
The act requires that the employer measure numerical progress toward representation and
continuously improve the workplace experience regarding employment equity. This report
provides:
 details on the public service’s performance in creating a representative workforce
 examples of ongoing activities and strategies intended to help identify, prevent and, remove
barriers to the full participation of members of designated employment equity groups in all
aspects of the workplace and employee life cycle
The Employment Equity Act designates four employment equity groups: women, Indigenous
peoples, persons with disabilities and members of visible minorities. In the core public
administration (CPA), targeted efforts to ensure that the public service meets or exceeds
workforce availability of the designated groups, that is, their representation in “those segments of
the Canadian workforce that are identifiable by qualification, eligibility or geography and from
which the employer may reasonably be expected to draw employees.” 1

Employment equity representation in 2019–20
The 2019–20 fiscal year saw increases in both the size of the CPA (by 10,852 employees) and the
number of employees who are members of all four employment equity groups. Employee selfidentification data as measured against the available workforce shows that the CPA is generally
representative of the population it serves, except for persons with disabilities. Representation of
Indigenous peoples has remained stable, and representation of women and members of visible
minorities, which already met workforce availability, continued to increase. Hiring and
promotion rates for women and members of visible minorities also showed positive signs,
suggesting that the number of members of these two groups will continue to meet or exceed
workforce availability (see the infographic and narrative below).

1.

Employment Equity Act, Part I, subsection 5(b)(ii).
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There are areas for improvement. Persons with disabilities, whose representation is already
below workforce availability, are not being hired or promoted at a rate that counters the
separation rate (the rate at which they leave the public service). Similarly, Ind igenous peoples,
although currently represented at a rate that meets workforce availability, have hiring and
promotion rates that suggest that this situation requires continued effort. Targeted measures for
persons with disabilities and Indigenous peoples are needed to address these trends.
The leadership of the public sector is not as representative or diverse as the public service
population at large. Although executives, women and members of visible minorities currently
meet or exceed workforce availability benchmarks, Indigenous peoples and persons with
disabilities do not. At the two most senior levels, which comprise assistant deputy ministers or
equivalents, gaps remain in all four groups. Additionally, the hiring and promotion for members
of all four groups are below what is needed to sustain representation rates or address underrepresentation at the executive level. Although the separation for all groups decreased since the
previous year, the continued higher separation of female executives and members of visible
minorities executives indicate that their current positive representation rates will not be sustained
unless hiring and promotion increase significantly.

4

The source of representation data is the Treasury Board of Canada Secretariat Employment Equity Data Bank, which is populated
with self-identification information provided by employees.

To learn more
 Diversity and inclusion statistics iii
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Toward a more diverse and inclusive public service
A more diverse and inclusive public service requires sustained action by many actors, including central
agencies and arm’s-length organizations that set policy parameters and targeted initiatives, deputy
heads, human resources professionals, individual managers, and all public servants. The 2019–20
f iscal year saw several key initiatives that set the foundation for the future of people management in the
public service:
•

The people management policy framework was reviewed and updated, incorporating many
changes from the application of a diversity and inclusion lens. The new Policy on People
Management and its related directives came into force on April 1, 2020.

•

The Directive on Employment Equity, Diversity and Inclusion now frames the Government of
Canada’s intention to move beyond current requirements for employment equity, emphasizing an
increased focus on diversity and inclusion in its workforce and workplaces, and includes the
requirement f or deputy heads of federal organizations to designate a senior official or officials to be
responsible for the directive’s requirements.

•

The Directive on the Duty to Accommodate now encourages a shift in organizational culture
f rom accommodation being only for persons with disabilities to one that includes accommodation
f or all employees. The directive has a new requirement for managers to address the work-related
needs of employees without resorting to a formal request for accommodation that requires
burdensome proof from the employee.

•

The Joint Employment Equity Committee is an ongoing advisory committee through which
employment equity, diversity and inclusion policy, programs and initiatives are discussed among
employees’ representatives of bargaining agents, departments, the Public Service Commission of
Canada, and the Treasury Board of Canada Secretariat’s Office of the Chief Human Resources
Of f icer. The committee’s activities in 2019–20 included the following:
−

discussions about harassment and violence prevention

−

discussions about recruitment and staffing

−

presentations from partners such as the Office of Public Service Accessibility; the Public
Service Commission of Canada; the Centre for Wellness, Inclusion and Diversity; and the
Privy Council Office (“Beyond2020” exercise)

To learn more
•
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Policy on People Management iv

Women
The representation rate for women steadily increased, including for executives, and continues to
exceed estimated workforce availability (see the infographic and narrative below).
Overall, 2019–20 saw increases in women’s hiring and promotion and only a slight decrease in
the separation. Although the separations remain proportionally higher for women than for the
general population, higher-than-average hiring and promotion balances this out in terms of
sustaining their representation. However, among executives, although women currently exceed
workforce availability, hiring and promotion decreased. If this trend continues, representation
rates for women executives may fall below workforce availability in the future. The public
service is working to improve its promotion, recruitment, and leadership development in order to
increase the representation of employment equity designated groups in senior leadership.
The concentration and representation of women across occupational groups continue to be
inconsistent:
 The concentration of women continues to be very high in some occupational groups, such as:
›

Health Services

›

Human Resources Management

›

Translation

›

Program and Administrative Services

›

Police Operations Support

 The representation of women in Information Technology has fallen. The representation of
women has risen slightly in other low-representation occupational groups, but the
sustainability of these gains is precarious in some occupational groups, such as:
›

Ships’ Officers

›

Operational Services

›

Architecture, Engineering and Land Survey

›

Correctional Services

7

Women in the public service whose average age is one year younger (43) than the average age of
the public service overall (44) continue to experience an imbalance in salary distribution. Women
were over-represented in the lower salary distribution. Overall, nearly twice as many women as
men earned under $50,000, and women were also over-represented compared to men in the
salary bracket of less than $74,999. This over-representation is a concern consistent with:
 the concentration of women in lower-paid jobs across occupations
 hiring and promotion rates to sustain representation at the executive level
Once the Pay Equity Act comes into force, the Treasury Board and other federal employers will
be required to review the compensation of female-predominant job classes and ensure that they
receive equal pay for work of equal value.

8

The source of the representation data is the Treasury Board of Canada Secretariat Employment Equity Data Bank, w hich is
populated with self-identification information provided by employees.

To learn more
 Diversity and inclusion statistics v
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Initiatives to support women
•

The new Pay Equity Act, which received royal assent in 2018, will require public service
employers to:
−

proactively review compensation systems to ensure that they provide equal pay for work of
equal value

−

develop a pay equity plan within three years of the act coming into force

In 2019–20, the enabling regulations required to bring the act into force were developed and published
in the Canada Gazette, Part I. In addition, the Treasury Board of Canada Secretariat continued with
implementation readiness activities for pay equity in the public service.
To learn more
•
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Government of Canada moves forward on pay equity to help address wage gaps in federally
regulated workplacesvi

Indigenous peoples
The representation rate of Indigenous peoples in the CPA is above estimated workforce
availability. However, this rate may not be sustainable because hiring has decreased slightly, and
separation remains high (see the infographic and narrative below).
Indigenous peoples have not yet achieved representation levels at parity with workforce
availability in the Executive group, which has lower hiring and promotion for Indigenous
peoples than for non-Indigenous peoples. Indigenous peoples are leaving the public service at a
rate that is higher than their peers. Indigenous peoples are on average one year older (45) than
the average age of the public service overall (44).
In 2019–20, the representation of Indigenous peoples did not improve significantly in the
occupational groups that have the lowest numbers compared to the previous year.
 The concentration of Indigenous peoples continues to be highest in the following occupation
groups:
›

Education and Library Science

›

Correctional Services

›

Health Services

›

Program and Administrative Services

›

Operational Services

 The under-representation of Indigenous peoples in the following occupational groups
indicates that further efforts may be needed to meet or exceed estimated workforce
availability:
›

Border Services

›

Economics and Social Science Services

›

Information Technology

›

Financial Management

›

Applied Science and Patent Examination

Although the number of Indigenous peoples earning more than $100,000 increased by
1.8 percentage points in 2019–20, it is still lower than the average, and there continues to be a
higher concentration of Indigenous employees in the three lowest salary distributions.
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The source of the representation data is the Treasury Board of Canada Secretariat Employment Equity Data Bank, which is
populated with self-identification information provided by employees.

To learn more
 Diversity and inclusion statistics vii
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Initiatives to support Indigenous peoples
•

The GCpedia site Building Bridges Through Learning was launched by the Canada School of
Public Service as a one-stop inventory of Indigenous-related learning, training and activities,
providing employees with awareness and knowledge of Indigenous cultures, history and
contemporary realities.

•

Two pathway portals were launched:
−

−

The Public Service Commission of Canada worked with Indigenous employee networks to
co-develop the Indigenous Career Pathway, which provides expertise and support for
Indigenous recruitment. It includes:
o

the Inventory of Indigenous Applicantsviii (accessible only on the Government of
Canada network), which comprises students who have experience in the federal public
service and are available for rehiring or appointment opportunities

o

the Indigenous Recruitment Toolboxix (accessible only on the Government of Canada
network), which provides resources and advice on Indigenous staffing

The Of f ice of the Chief Human Resources Officer and Indigenous employee networks
co-developed the Career Pathways for Indigenous Employees website to provide tools and
resources to support Indigenous employees as they navigate their career in the f ederal public
service.

•

The Indigenous Student Employment Opportunity initiative, which provides onboarding,
training, mentorship, networking activities and support services to Indigenous students and their
hiring managers, is now open to applications year-round. To further support their inclusion and
progress in the public service, students are also offered one-on-one mentorship sessions with
Indigenous executives.

•

Pilimmaksaivik, the whole-of government Inuit employment plan (which covers 2017–19 to 2022–
23), oversaw the addition of 45 new Inuit employees in the federal government in Nunavut, for a
total of 172, an increase from 123 in January 2017. In 2019, Pilimmaksaivik focused on
implementing a pre-employment training plan to remove barriers for the 10,120 Nunavut Inuit who
are interested in working for the Government of Canada but who may face challenges in doing so.
This plan included the following:
−

the Inuit Learning and Development Plan, which had nine participants in its third cohort
(including four in its new science stream)

−

Sivuliqtiurnimut Ilinniarniq, a multi-phased leadership training initiative, which had 12 Nunavut
Inuit employees participating in the second cohort

To learn more
•

Indigenous recruitment: information for hiring managersx

•

Career pathways for Indigenous employeesxi (accessible only on the Government of Canada
network)

•

Pilimmaksaivikxii (accessible only on the Government of Canada network)
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Persons with disabilities
In 2019–20, both the number and proportion of persons with disabilities in the workforce
stabilized after a six-year decline (see the infographic and narrative below).
Persons with disabilities are under-represented both overall and in executive positions compared
to workforce availability. Their hiring and promotion is lower than employees in general, with
promotions decreasing compared to previous years. The difficulties in bridging the gaps are
exacerbated by the fact that separations exceed new hires across the public service, and there are
a limited number of executive-ready candidates. On average, people with disabilities are four
years older (48) than the average age of the public service overall (44).
In 2019–20, the representation of persons with disabilities did not improve significantly with
regard to the occupational groups’ dispersion. Persons with disabilities continue to not meet
workforce availability in any occupational group.
Although the number of persons with disabilities earning more than $100,000 increased by
1.3 percentage points in 2019–20, it is still lower than the average, and there continues to be a
higher concentration of people with disabilities in the three lowest salary distributions.
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The source of the representation data is the Treasury Board of Canada Secretariat Employment Equity Data Bank, which is
populated with self-identification information provided by employees.

To learn more
 Diversity and inclusion statistics xiii
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Initiatives to support people with disabilities
•

The Accessibility Strategy for the Public Service of Canada, released in May 2019, has five
goals, two of them directly related to increasing the number of persons with disabilities working in
the public service and improving their experiences of employment throughout their careers:
−

removing barriers to accessibility

−

inclusion in the public service

•

A Centralized Enabling Workplace Fund launched a f ive-year $10-million fund (2019–24) to
support departments and agencies in developing new tools and guidance, improve existing
processes, and experiment with innovative solutions that equip employees to contribute to reaching
their f ull potential.

•

A comprehensive benchmarking study, comprising two government-wide online surveys, was
launched to document feedback from federal employees with disabilities and managers on
challenges and opportunities to improve the federal workplace accommodation process.

•

A new Government of Canada Workplace Accessibility Passport is being piloted by several
early-adopter departments as a tool that will follow employees as they change jobs within the CPA.
The passport will help streamline conversations with their managers about the tools and supports
they need to succeed in their jobs.

•

An Accessibility Hub was created by the Office of Public Service Accessibility as a source of
guidance, tools, tips and best practices on accessibility for departments and agencies.

•

The Federal Internship Program for Canadians with Disabilities was launched by the Public
Service Commission of Canada. The f irst cohort of 20 interns was hired in eight departments and
agencies.

•

The Employment Opportunity for Students with Disabilities, operated by the Public Service
Commission of Canada, is now open to applications year-round. This initiative offers tools such as
an onboarding process, training, mentorship, networking activities, and support services to
students with disabilities and their hiring managers, including a self-directed mentoring program for
students that provides them with access to skilled public servant mentors.

•

The High School Students with Intellectual Disabilities Integration Project, a pilot partnership
with school boards for high school students with intellectual disabilities, had 14 successful
placements in 2019–20. The Treasury Board of Canada Secretariat and the Public Service
Commission of Canada continue to gather data with a view to formalizing the pilot as an ongoing
student employment program.

To learn more
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•

Progress Report on Implementation of “Nothing Without Us”: Accessibility Strategy for the Public
Service of Canada (2019–20)xiv

•

Benchmarking Study of Workplace Accommodationsxv

Members of visible minorities
Members of visible minorities have seen improvements in representation from 2018–19 to 2019–
20, including among all subgroups, with Black employees seeing the largest increase (see the
infographic and narrative below).
There is a slight increase in the number of executives who are members of a visible minority,
which means that representation in both the general population and the Executive group exceed
workforce availability. The hiring and promotion of members of visible minorities also
increased. The average age of members of visible minorities is two years younger (42) than the
average age of the public service overall (44).
In 2019–20, members of visible minorities continue to be concentrated in certain occupational
groups.
 The number of members of visible minorities exceeds workforce availability in the following
occupational groups:
›

Financial Management

›

Architecture, Engineering and Land Survey

›

Economics and Social Science Services

›

Information Technology

›

Applied Science and Patent Examination

 Continued effort is required to:
›

sustain an increase in occupational groups that have the lowest representation of members
of visible minorities, including executives, and Operational Services, Technical Services
and Correctional Services

›

reverse the loss from the Electronics occupational group

17

The source of the representation data is the Treasury Board of Canada Secretariat Employment Equity Data Bank, which is
populated with self-identification information provided by employees.

To learn more
 Diversity and inclusion statistics xvi
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Initiatives to support members of visible minorities
•

•

In July 2020, the Canadian Human Rights Commission announced that it had launched an audit
to specifically examine the representation of racialized people in senior-level positions across the
f ederal public service. This audit is intended to:
−

identify where employment equity gaps and barriers exist for racialized employees

−

raise awareness and provide an opportunity to share best practices in hiring, retention and
promotion

In October 2019, Canadian Heritage in collaboration with the Visible Minorities Champions and
Chairs Committee held a design jam to introduce new ways of exploring issues of racism,
discrimination, harassment and systemic barriers. The session explored areas such as:
−

the term “visible minorities” and whether this term remains the most effective language to
support and promote employment equity

−

prototypes for concrete solutions to issues such as self-identification, career progression
barriers, and ways to better assist members of visible minorities to qualify for and obtain
positions at all levels of the public service

−

analysis and use of disaggregated data to better inform policies and programs pertaining to
members of visible minorities within the public service
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2019 Public Service Employee Survey
The Public Service Employee Survey (PSES) has historically included four demographic
questions allowing respondents to self-identify as members of the four designated employment
equity groups. The 2019 PSES included 112 questions on themes such as mental health,
compensation, leadership, use of official languages, harassment and discrimination. The 2019
PSES section of the Open government portal xvii has more in-depth information.

Women
Women generally had more positive results than men, except in some areas, such as ethical
workplace, harassment, and some aspects of work-related stress.

Indigenous peoples
Results for Indigenous employees were much less positive than for non-Indigenous employees.
Of note, Indigenous employees were less positive about organizational support for inclusion.

Persons with disabilities
Results for persons with disabilities were less positive overall. Notably, the rates of indicating
harassment and discrimination among persons with disabilities were both 17% higher than for
the rest of the public service.

Members of visible minorities
Members of visible minorities had similar results for most aspects of the survey when compared
with members of non-visible minorities. More positive results were observed concerning senior
management and mental health, but results were less positive for inclusion and empowerment.

Feedback used to measure employee perceptions
We value the feedback that public servants provide us through the PSES and other community specific surveys, and we use it to measure the impact on employees’ perceptions of the policies
and programs that organizations implement to support a safe, healthy and inclusive workplace.
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The way forward: adopting an inclusive mindset
The public service is intensifying its commitments to build a work culture that values
inclusiveness and diversity, recognizing the influence that this culture will have on public
servants and diverse people in Canada for whom it provides services. Achieving levels of
representation that reflect workforce availability, where we have done so, is an important step,
but it is not enough. The day-to-day experience of individuals feeling a sense of belonging and
being valued is paramount. Achieving true inclusion will involve promoting cultural
competence 2 and fostering an attitudinal shift that welcomes diverse perspectives and recognizes
the talent and contribution of diverse employees.
To sustain any progress, we will need to match our efforts in achieving diversity with efforts to
foster inclusion in the workplace. A workplace that is not inclusive will ultimately fail to sustain
diversity, maintain employment equity, and retain its workforce. Such a workplace cannot be an
environment where individuals can thrive, regardless of their background. Only recently has the
profound impact of understanding and appreciating the lived experience of individuals gained
widespread recognition. Expanding opportunities for sharing lived experiences in safe, positive ,
and supportive settings will be vital to the development of an inclusive workplace culture.
To be truly inclusive, a workplace must have targeted programs and initiatives, meaningful
participation, active listening, and engagement on charting paths forward. Specific, community based approaches will be necessary to ensure that meaningful change can be achieved and that
such change resonates with our equity-seeking employees.
The 2020–21 employment equity annual report will provide an update on significant new
initiatives to improve diversity and inclusion in the workplace that have been launched since
spring 2020. These include efforts to:
 generate and report data that give a more accurate picture of representation gaps, which can
be used to align strategies for improvement
 increase the diversity of senior leaders
 ensure appropriate benchmarks to assess progress
 support the review of the Employment Equity Act
 examine the Public Service Employment Act to address bias and barriers in staffing
 pursue further education and awareness initiatives in support of inclu sion

2.

Cultural competence is the ability to understand and interact effectively with people from cultures other than
one’s own.
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About this report
The Employment Equity Act came into force in 1986 with the goal of achieving equality in the
workplace. It seeks to correct the conditions of disadvantage experienced by four designated
groups by giving effect to the principles that employment equity requires special measures and
the accommodation of differences. The four employment equity groups are:
 women
 Indigenous peoples
 persons with disabilities
 members of visible minorities
In 1996, Canada’s federal public service became subject to the act and the Employment Equity
Regulations.
Each fiscal year, the President of the Treasury Board must table a report in Parliament on the
state of employment equity of the four designated groups within the core public administration, 3
as well as similar reports produced by separate agencies with 100 or more employees. 4

About the data
The data in this report focuses on employees to whom the regulations apply, which make up
92.6% of the active population of the core public administration:
 indeterminate employees
 employees on a term of three months or more
 seasonal employees
The data in this report is based on a mandatory self-identification form (paper or electronic)
provided to all new employees. Employees may voluntarily self-identify as belonging to one or
more of the designated groups.
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3.

The CPA comprises the 67 departments and agencies listed in Schedule I and Schedule IV of the Financial
Administration Act.

4.

Separate agencies comprise the federal organizations listed in Schedule V of the Financial Administration Act. In
2019–20, 20 such agencies had 100 or more employees.

Appendix: statistical tables of employment equity data
specific to compliance requirements of section 21 of the
Employment Equity Act
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