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HRPOL: Chapter 14 – Employment Equity

 

 

 

 

 

 

APPLICATION 
14.1 This policy applies to all Staff of the Non-Public Funds, Canadian Forces (NPF) employees. 

 

APPROVAL AUTHORITY 
Chief Human Resources Officer (CHRO) 

 

OPI 
Director Human Resources Programs and Services (DHRPS) 

 

ENQUIRIES 
14.2 All enquiries on the interpretation and application of this policy are to be directed to the HRM 

or RMHR and when required, forwarded to the OPI. 
 

DEFINITIONS 
14.3 The following vocabulary is used throughout this policy: 

a. Canadian Workforce (Population active du Canada): Means all persons in Canada of 
working age who are willing and able to work.  

b. Designated groups (Groupes désignés): For the purpose of employment equity are: 
i. Aboriginal peoples means persons who are Indian, Inuit or Métis; 
ii. Persons with disabilities means persons who have a long-term or recurring 

physical, mental, sensory, psychiatric or learning impairment and who consider 
themselves to be disadvantaged in employment by reason of that impairment, or 
believe that an employer or potential employer is likely to consider them to be 
disadvantaged in employment by reasons of that impairment. This also includes 
persons whose functional limitations owing to their impairment have been 
accommodated in their current job or workplace; 

iii. Members of visible minorities means persons other than Aboriginal peoples, 
who are non-Caucasian in race or non-white in colour; and 

iv. Women. 
c. Employment Equity ((Équité en matière d’emploi): Means the process for achieving 

equality in all aspects of employment.  

 

POLICY PURPOSE 
14.4 The objective of this policy is to provide a framework that outlines the roles, responsibilities 

and administration requirements to ensure the organization’s compliance with the 
Employment Equity Act (EEA). 
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GENERAL POLICY 
14.5 The organization will endeavour to create a climate conducive to ensure the maximum 

representation of all designated groups within its workforce. 

 

EQUAL OPPORTUNITY 
14.6 The organization will provide equality of opportunity to all individuals by: 

a. Identifying and removing artificial and systemic barriers to full employment with respect 
to an employee’s or potential employee’s race, ancestry, place of origin, colour, ethnic 
origin, citizenship, creed, sex, sexual orientation, gender identity, age, record of 
offences, marital status, family status, disability and level of literacy; 

b. Committing to the principles of merit as a key criteria for hiring and promotion as 
outlined in the Talent Acquisition Policy; and 

c. Ensuring equitable compensation practices are consistent with pay equity 
requirements as outlined in the Compensation Policy. 

 

SELF-IDENTIFICATION SURVEY 
14.7 The organization collects data about its workforce by means of the Self-Identification Form, 

available at Annex A, to determine the representation of designated groups. Only those 
employees, who identify themselves on a voluntary basis as a member of a designated 
group or agree to be identified, may be counted. 

14.8 The Self-Identification Form will be completed by: 
a. All new employees;  
b. Any employees who indicate that they wish to change any information previously 

submitted; and  
c. Any employees who request it at any point throughout their career. 

14.9 Persons may identify themselves as belonging to more than one designated group and 
agree to be considered as such. 

14.10 Data collected from the Self-Identification Form is confidential and will only be disclosed or 
used by the Employer for carrying out its obligations under the EEA. 

 

WORKFORCE ANALYSIS 
14.11 The organization will conduct an analysis of the data obtained about its workforce to 

determine the degree of under-representation in any occupational group against reasonable 
estimates of its external representation in the Canadian workforce. 

 

EMPLOYMENT SYSTEMS REVIEW 
14.12 Where the workforce analysis reveals under-representation, the organization shall conduct a 

review of its employment systems, policies and practices related to that occupational group 
to identify any barriers that may be responsible for the under-representation of designated 
group members within its workforce. 
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POSITIVE POLICIES AND PRACTICES 
14.13 The organization will institute positive practices resulting in reasonable accommodations to 

the point of undue hardship that will contribute to those designated groups achieving 
adequate representation in each occupational group proportionate to the Canadian 
workforce. 

 

EMPLOYMENT EQUITY PLAN 
14.14 The organization will develop and implement an Employment Equity Plan which includes 

strategies that will be implemented to remove, within a reasonable period of time, the 
barriers identified by the employment systems review. 

14.15 The organization will invite employee representatives to provide their views concerning the 
assistance they could provide to facilitate the implementation of the Employment Equity 
Plan. 

14.16 If an employee who has demonstrated incompetence has been notified that his/her 
performance is unsatisfactory and has been unable to raise the performance to an adequate 
level despite reasonable training and supervision, the Manager with the appropriate 
delegated HR authority, in consultation with the local HRM, can place the employee under 
formal assessment by providing him/her with a Performance Improvement Plan.  

 

EMPLOYMENT ACCOMMODATION 
14.17 If and when appropriate, the nature and level of accommodation to be provided, and the 

implementation of such accommodation for both employees and prospective employees, will 
be determined in accordance with the Employment Accommodation Policy. 

 

EMPLOYMENT EQUITY RECORDS 
14.18 The organization shall maintain employment equity information, including records on 

workforce representation, the employment equity plan and the implementation of 
employment equity. 

14.19 Signed Self-Identification Forms shall not be kept in the employee’s file. Designated group 
status will be kept confidential and will be disclosed to other people within the organization 
only as needed to implement employment equity. 

 

COMMUNICATION 
14.20 Communication with employees is a key element necessary in achieving and retaining a 

representative workforce that creates a climate of understanding and mutual respect for the 
dignity of each individual. 

 

EMPLOYMENT EQUITY & DIVERSITY CHAMPIONS 
14.21 The Chief Executive Officer (CEO) appoints NPF Executive members as the Employment 

Equity & Diversity Champions in order to contribute to the corporate objectives of the 
organization’s Employment Equity program. 
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AUTHORITIES 
14.22 The levels of accountabilities are as follows : 

a. The Employment Equity and Diversity Champions are responsible for exercising 
leadership to ensure that the employment equity program is an integral part of the 
organization’s decision making and business planning; 

b. CHRO is responsible for ensuring that the Employment Equity policy, practices and 
procedures conform to the applicable legislation including the Canadian Human Rights 
Act;  

c. Division Heads are responsible for; 
i. Implementing the Employment Equity Program by providing leadership and 

direction,  
ii. Ensuring proper application and compliance of the Employment Equity policy, 

and  
iii. Supporting the initiatives listed in the Employment Equity Plan; 

d. Managers are responsible for: 
i. Providing a supportive work environment that will support their employees’ 

choice to self-identify as designated group members, 
ii. Implementing positive initiatives and practices, including reasonable 

accommodations, to correct the effects of employment disadvantages and to 
promote the participation of designated groups in the workforce, and  

iii. Communicating with employees by using all available internal media and 
ensuring that media are accessible to employees with disabilities; 

e. HRMs and RMHRs are responsible for providing guidance to managers on the 
application of this policy; 

f. The Diversity and Equity Office is responsible for: 
i. Developing policies, practices and procedures concerning employment equity, 
ii. Conducting a workforce analysis, 
iii. Conducting an employment systems review, 
iv. Developing the organization’s employment equity plan, 
v. Preparing the annual Employment Equity Progress Report, 
vi. Providing guidance to HR personnel and managers, and 
vii. Managing and monitoring the application of the Employment Equity program; 

g. Employment Equity Employee Representatives are invited to provide their views 
concerning the assistance they could provide to facilitate the implementation of the EE 
plan; 

h. Employees are responsible for: 
i. Completing a self identification form whether or not they choose to identify 

themselves as members of a designated group upon hire and at any point in their 
career, 

ii. Respecting and supporting the diversity of the organization’s workforce, and 
iii. Participating, on a voluntary basis, in diversity and equity initiatives and activities. 
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REFERENCES 
14.23 The following legislation and regulations are relevant to the content of this policy: 

• Canadian Charter of Rights and Freedoms;  

• Canadian Human Rights Act;  

• Canadian Multiculturalism Act;  

• Employment Equity Act and Regulations. 
 

ANNEX 
14.24 The annex listed below is part of the present policy: 

• Annex A – Self-Identification Form
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ANNEX 14-A 

 

SELF-IDENTIFICATION FORM 
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