
Diversity and Inclusion: Public Service Hirings, 
Promotions and Separations 
With the Clerk of  the Privy Council’s Call to action on anti-racism, equity, and inclusion in the Federal 
Public Service, the related 2020/2021 Deputy Minister Commitments on Diversity and Inclusion, the 
President of  the Treasury Board Supplementary Mandate Letter, and the Public Service Commissions’ 
Audit of  Employment Equity Representation in Recruitment, the government has aligned the key 
performance instruments to improve diversity and inclusion in the public service. 

The availability of  disaggregated data for visible minorities, Indigenous peoples and persons with 
disabilities allows analysis of  how the individual groups are faring with respect to non-employment 
equity groups as well as with each other. My previous analysis, What new disaggregated data tells us 
about federal public service diversity, confirmed under-representation of  most groups at the executive 
(EX) level with a mix of  over and under-representation in other occupational categories and visible 
minority and Indigenous groups. 

This analysis aims at providing a baseline by which one can judge over time the effectiveness of  these 
new policies, focusing on external hires and promotions within the public service.  

Figure 1 contrasts 2019 representation of  all visible minorities, all Indigenous peoples and all Persons 
with disabilities along with the change from 2017 to 2019. For visible minorities, this shows increases 
across all occupational categories save the “technical” occupational group. For Indigenous peoples, the 
more significant increase is found with executives, with declines in “administration and foreign service.” 
For Persons with disabilities, while external hirings have decreased in “administration and foreign 
service,” all categories save “operational” show an increase. 

Figure 1: 2019 Representa3on and Change 2019 from 2017 - EE Groups
Visible minori,es Indigenous Peoples Persons with Disabili,es

Change 2019-17 Change 2019-17 Change 2019-17
2019 Hirings Promo3ons 2019 Hirings Promo3ons 2019 Hirings Promo3ons

Execu3ve 11.1% 7.2% 1.7% 4.1% 2.4% 1.2% 4.6% 1.5% 0.5%
Scien3fic & 
Professional 20.3% 3.0% 1.5% 3.3% 0.1% 0.1% 4.2% 0.9% 0.6%
Admin & Foreign 
Service 18.4% 1.9% 3.3% 5.4% -0.4% -0.2% 5.9% -0.3% 0.3%
Technical 9.6% -0.3% -0.1% 4.7% 0.2% 0.3% 4.1% 0.6% 2.4%
Admin Support 18.5% 2.0% 2.9% 6.4% -0.6% 0.1% 7% -0.8% 0.4%
Opera3onal 9.8% 0.1% 0.6% 6.1% 0.2% 0.3% 3.9% 0.1% -0.6%
Total 16.7% 1.4% 2.8% 5.1% -0.2% -0.0% 5.2% -0.0% 0.3%
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Figure 2 analyses hirings by occupational category for each visible minority group, showing an increase 
for most visible minority groups with the notable exception in the technical and operational occupational 
groups, ordered by size of  specific group. Hirings of  Black, Mixed, South Asian/East Indian, West 
Asian/Arab have increased in all categories. 

Figure 3 provides the comparable numbers for promotions. While the percentage of  all visible 
minorities has increased in all occupational categories save technical, the picture for most visible minority 
groups shows a small decline across occupational groups save admin and foreign service. 

Figure 2: Hirings visible minori3es - Difference 2019-17

Execu3ve
Scien3fic, 
Professional

Admin & Foreign 
Service Technical Admin Support Opera3onal Total

Black 2.4% 0.9% 2.3% 0.5% 2.1% 0.2% 1.6%
Chinese 2.4% 0.6% 0.4% 0.2% 0.1% -0.3% 0.3%
S Asian/E Indian 2.4% 1.6% 0.2% 0.1% 1.0% 0.4% 0.7%
W Asian/Arab 1.6% 0.8% 1.5% 0.4% 0.6% 1.1% 1.0%
Mixed 1.6% 0.3% 0.7% 1.2% 1.0% 0.8% 0.7%
SE Asian 0.0% 0.0% 0.2% -0.2% 0.6% -0.1% 0.2%
L American 0.0% 0.4% 0.2% -0.2% 0.4% -0.1% 0.3%
Filipino 0.0% 0.5% 0.1% -0.8% 0.4% -0.1% 0.2%
Korean 0.0% 0.4% -0.0% -0.2% 0.2% -0.1% 0.3%
Japanese 0.0% 0.1% -0.0% -0.4% 0.0% -0.1% 0.1%
Other 0.0% -2.3% -3.7% -0.2% -4.2% -2.5% -3.8%
All VisMin 7.2% 3.0% 1.9% -0.3% 2.0% 0.1% 1.4%
Highligh3ng:  Green = Increase 1% or more, Red = Decrease



Given that the data broken down by Indigenous group and occupational category often runs into the 
five minimum rule (numbers not reported when five or less persons for privacy reasons), Indigenous 
hiring and promotion data is less informative than visible  minority data, particularly with respect to 
hirings of  executives. That being said, Figure 4 shows hirings have increased for all groups, again 
ordered by size of  group, with relatively small increases and decreases in the other occupational 
categories, with the more significant increases of  First Nations in technical and Métis in operational. 

Figure 3: Promo3ons visible minori3es - Difference 2019-17

Execu3ve
Scien3fic, 
Professional

Admin & Foreign 
Service Technical Admin Support Opera3onal Total

Black -0.2% 0.4% 0.7% -0.1% 1.1% 0.3% 0.6%
Chinese -0.1% -0.5% -0.0% 0.4% -0.2% 0.0% -0.0%
S Asian/E Indian -0.4% -0.1% 0.4% -0.6% 2.5% -0.3% 0.2%
W Asian/Arab 0.8% -0.1% 0.0% -0.2% -1.2% -0.2% 0.0%
Mixed -1.2% 0.4% 0.1% -0.2% -0.1% 0.6% 0.2%
SE Asian -0.1% 0.2% 0.3% 0.3% 0.7% -0.0% 0.3%
L American -0.1% -0.2% 0.2% -0.1% 0.7% -0.2% 0.1%
Filipino 0.3% -0.3% 0.2% 0.0% 0.2% -0.0% 0.1%
Korean -0.4% -0.0% 0.1% -0.1% -0.4% -0.2% 0.0%
Japanese 0.0% -0.0% 0.1% 0.0% -0.4% 0.2% 0.0%
Other -0.1% 1.6% 1.3% -0.0% 1.1% 0.3% 1.1%
All VisMin 1.7% 1.5% 3.3% -0.1% 2.9% 0.6% 2.8%
Highligh3ng:  Green = Increase 1% or more, Red = Decrease

Figure 4: Hirings Indigenous - Difference 2019-17

Execu3ve
Scien3fic, 
Professional

Admin & 
Foreign Service Technical Admin Support Opera3onal Total

Mé3s 0.5% -0.1% 0.4% 0.1% 0.3% 1.5% 0.3%
First Na3on 0.5% 0.4% 0.1% 1.6% -0.2% -0.2% 0.1%
Inuit 0.8% -0.0% 0.0% -0.2% 0.0% -0.2% 0.0%
Other 0.5% -0.0% -0.9% -1.5% -0.8% -0.3% -0.7%
All Indigenous 2.4% 0.1% -0.4% 0.2% -0.6% 0.2% -0.2%
Highligh3ng: Green = Increase 1% more , Red = Decrease



Overall, promotions of  Indigenous executives have increased as well as those in the operational 
category, driven by “other” Indigenous group. Most Indigenous groups and occupational categories show 
small declines with First Nations being an exception for technical and admin support. 

Given that many Persons with disabilities have multiple disabilities, disaggregated data analysis cannot 
be done with the same clarity as for the other groups. 

Over 25 years of  data demonstrates that the Employment Equity Act and its requirements for annual 
reports have resulted in steady growth in representation of  women (from 46.1 percent in 1993 to 54.1 
percent in 2019, flat since 2009), visible minorities (from 3.8 percent to 16.7 percent, annualized growth 
of  0.7 percent over the past ten years), Indigenous peoples (from 2.0 percent to 5.2 percent, annualized 
growth of  0.1 percent over the past ten years) and Persons with disabilities (from 3.1 percent to 5.2 
percent but with an annualized decline of  0.1 percent over the past ten years) at both the all employee 
and executive levels.  

This analysis confirms this overall trend for visible minorities, most notably with respect to executive 
hiring but less so with respect to promotions. The differences between individual visible minority groups 
are relatively small with few exceptions. 

Similarly, the improvement in Indigenous hiring and promotions largely pertains to executives. 

The government with the flurry of  measures mentioned above has signalled its intent to improve 
representation with related DM accountability. With disaggregated employment equity and public 
service survey data, and the recent audit of  staffing processes, the government and individual 
departments have an unparalleled evidence base to better inform diversity and inclusion policies for the 
public service. 

The degree to which these measures will significantly increase visible minority representation beyond 
the organic growth to date will be measured through the annual TBS employment equity reports. 

Figure 5: Promo3ons - Indigenous Difference 2019-17

Execu3ve
Scien3fic, 
Professional

Admin & 
Foreign Service Technical Admin Support Opera3onal Total

Mé3s -0.1% -0.1% -0.1% -0.2% -0.7% -0.0% -0.1%
First Na3on -0.1% -0.1% -0.2% 0.3% 0.4% -0.3% -0.1%
Inuit -0.4% -0.0% 0.0% -0.1% -0.1% -0.2% 0.0%
Other 0.8% -0.0% 0.0% -0.1% -0.1% 1.1% 0.2%
Total 1.2% 0.1% -0.2% 0.3% 0.1% 0.3% -0.0%
Highligh3ng: Green = Increase 1% more , Red = Decrease



Methodology:  

Data was provided by TBS by disaggregated employment equity group and main 
occupational categories for the years 2017, 2018 and 2019. For calculation purposes, the 
number 3 was assigned where TBS has suppressed data when five or less. This approach 
likely understates the larger visible minority groups (e.g., Black, Chinese, South Asian, West 
Asian) and overstates the smaller ones (e.g., Latin American, Japanese, Korean, Southeast 
Asian). For “Executives,” given the small numbers, smaller numbers were used to ensure 
that these added up to the total visible minority numbers. 

Given the small numbers of  Indigenous for executive promotions, I assigned 1 for Inuit, and 
1 or 2 for Métis, First Nations and Other to ensure the group numbers did not add up to 
more than the total. 

The “promotions” datasets are large enough for this approach to be used for visible minority 
and Indigenous groups, save the smallest visible minority groups and Inuit. The numbers for 
“hirings” into the EX category are small, particularly for Indigenous peoples and thus no 
breakdown by Indigenous group possible. 

As close to 80 percent of  “separations” refer to unknown occupational categories, we have 
not individual occupational group numbers.  

For the tables, I have shortened the following visible minority group names: Mixed origin to 
Mixed, South Asian/East Indian to S Asian, West Asian/North African/Arab to W Asian/
Arab, Southeast Asian to SE Asian and Other Group to Other. 
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