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Message from the President of the Treasury Board

It is my pleasure to present this sixteenth annual report on official languages,
for the 200304 fiscal year, as Minister responsible for the Public Service Human
Resources Management Agency of Canada.

When the creation of the Agency was announced by the Prime Minister in December
2003, all the official languages responsibilities of the President of the Treasury Board
and the Treasury Board of Canada Secretariat were transferred to the new
organization and President of the Privy Council. The Agency is responsible for the
general direction and co-ordination of the policies and programs relating to Parts IV,
V, and VI of the Official Languages Act, thereby ensuring continuity for the
government’s work on official languages.

In July 2004, the Prime Minister entrusted me with responsibility for the Agency.

[ am very proud to succeed two of my colleagues, the Honourable Lucienne Robillard
and the Honourable Denis Coderre, in this portfolio. Great progress was made

under their direction, and I take the torch from them with the same determination
and unfailing support for the promotion of our official languages.

Over the past fiscal year, federal institutions continued with the renewal of the
Ofticial Languages Program. New steps were taken in the wake of the Action Plan
for Official Languages. The Agency fulfilled its commitment to modernize the official
languages policies on language of work and human resources management;
developed a new, more strategic accountability framework; developed new tools

to help institutions improve their performance; and expanded the official languages
networks. I also want to applaud the efforts made by the network of champions

to revitalize the Program in their organizations.

One of the highlights of the past year was the requirement for institutions to review
the application of the Official Languages (Communications with and Services to the
Public) Regulations following publication of the latest Statistics Canada census.

I want to thank all those who participated in the various activities to ensure that
federal institutions fulfill their language obligations to the people of Canada.
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This report provides members of Parliament and Canadians with a description
of how federal institutions are acting on the government’s commitments.

It demonstrates our desire to adapt the Program to the realities of today

and tomorrow.

The paper version was signed by
Reg Alcock

President of the Treasury Board and
Minister responsible for the Canadian Wheat Board




Speaker of the Senate

Dear Mr. Speaker:

Pursuant to section 48 of the Official Languages Act, I hereby submit to Parliament,
through your good offices, the sixteenth annual report on official languages of the
President of the Treasury Board, covering the 2003—04 fiscal year.

Yours sincerely,

The paper version was signed by
Reg Alcock

President of the Treasury Board and
Minister responsible for the Canadian Wheat Board

November 2004
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Summary

The sixteenth annual report describes the key activities undertaken in 2003—-04 and
highlights the methods used to strengthen linguistic duality in Canada. The renewal
of the Official Languages Program, based on the Public Service’s intrinsic values of
respect, fairness, and inclusiveness, has gained momentum.

Over the past fiscal year, in the wake of the Action Plan for Official Languages,
announced in March 2003, new steps were taken in the renewal of the Official
Languages Program. Our vision of instituting cultural change is taking shape

and our actions support the values of the Public Service. We have modernized

our policies, expanded the networks, developed a new, more strategic accountability
framework, and developed new tools to enable the institutions to conduct
self-assessments.

The follow-up to the Action Plan created a new synergy that enabled federal
institutions and federal regional councils to meet the challenge of re-establishing
official languages as a priority and of gradually changing the organizational culture.
The projects implemented during the first year of the Official Languages Innovation
Program demonstrate a vitality and inventiveness that will shape an exemplary
public service. The policy review that began last year has advanced. With regard to
the language skills of public service executives, progress has been noted, but the issue
remains a challenge. The government has been firm and this firmness has produced
results. The Agency continues to exert pressure to correct certain situations.

With regard to service to the public, one of the highlights of the past year was the
requirement for most institutions to review the application of the Official Languages
(Communications with and Services to the Public) Regulations following publication
of the Statistics Canada 2001 Census data on the first official language spoken.

The number of incumbents of bilingual public service positions who work with

the public or who provide services to employees is relatively stable. Second-language
proficiency requirements are similar to last year. We are working with institutions

to improve the quality, and thus the reliability, of statistical data.

With regard to language of work, executives have a role to play in promoting

a workplace conducive to the use of both official languages in designated bilingual
regions. They must adopt behaviour that encourages their employees to express
themselves and work in the official language of their choice.
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Generally speaking, the government has honoured its commitment to ensuring
that English-speaking Canadians and French-speaking Canadians have equal
opportunities to obtain employment and advancement in federal institutions
and that the composition of the workforce of federal institutions tends to reflect
the presence in Canada of both official language communities.

The Public Service Human Resources Management Agency of Canada intends to play
a very active role to ensure that official languages remain a government priority. As a
centre of excellence in official languages and a broker of good practices, the Official
Languages Branch creates opportunities to exchange ideas and acts as a catalyst to
achieve a ripple effect. The Official Languages Branch also strives to bring the
champions and the institutions’ official languages managers into a more proactive
strategic partnership.

As to the promotion of the Official Languages Program, the Agency has found that
the official languages managers and champions are doing remarkable work. However,
in many institutions, official languages managers require greater visibility and a
stronger voice. Official languages managers must be able to ensure that the Official
Languages Act is considered early in the development of programs and initiatives.

The Government of Canada remains committed to official languages. It ensures
that the language rights and obligations that embody our national vision are
respected in order to promote a workplace that incorporates fundamental values.
On these solid foundations, the Public Service of Canada is making its values-based
change. They will surely lead to significant progress during the five years of the
Action Plan. The studies, projects, and audits undertaken during the year will lead
to possible solutions in the future.

Together, we continue to encourage initiatives that create a ripple effect, maximize
efforts, serve as models to other institutions, and call on the participation of
everyone. We are learning to do things differently in order to build an exemplary
public service.




I. Introduction

The Canadian Charter of Rights and Freedoms states that “English and French
are the official languages of Canada and have equality of status and equal rights

and privileges as to their use in all institutions of the Parliament and Government
of Canada.!”

Canada is not the only country in the world with two official languages. However,
what distinguishes it from other countries is the path it has followed in adopting
bilingualism. This typically Canadian approach, set out in the Official Languages Act
(the Act), testifies to our attachment to the fundamental values that have marked
and continue to mark Canada’s development and history, and our desire truly

to reflect them in our public life.

The most distinctive characteristic of this approach is that it is based on institutional
bilingualism: the institutions of the Parliament and Government of Canada are
required to be bilingual. They have a duty to guarantee language rights of the
Canadians they serve, and they must ensure that those rights are respected. In
particular, they must take into account the presence and the needs of the official
language minority communities in the provinces and territories, and must enhance
their vitality and support their development.

Institutional bilingualism rests on three pillars that together form what is commonly
called the Official Languages Program in federal institutions:

M service to the public, or the obligation of federal institutions to actively offer and
provide services to the public in both official languages, and the corresponding
right of the public to communicate with those institutions and receive service
in the language of their choice, in the circumstances provided for in the Act;

W language of work, or the obligation of institutions to create work environments
conducive to the effective use of both official languages in regions designated
as bilingual? for this purpose, and the corresponding right of federal employees to
work in the official language of their choice, within the limits specified by the Act;

W equitable participation, or the government’s commitment to ensure that
English-speaking and French-speaking Canadians enjoy equal opportunities
for employment and advancement in federal institutions and that the workforces
in those institutions tend to reflect the presence of the two official language
communities in Canada.

1. Subsection 16(1) of the Canadian Charter of Rights and Freedoms.
2. See Graph 2 in Chapter II.
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The Government of Canada places great importance on the Official Languages Act
and on respecting its principles. This commitment must also be taken up and put
into practice by each employee in performing his or her everyday duties. In that way,
we will help strengthen one of the foundations of Canadian federalism, to the benefit
of future generations.

IT. Overview of Delivery of the Official Languages
Program in Institutions Subject to the Official
Languages Act

Institutions subject to the Act must ensure institutional bilingualism; this means
that they are responsible for providing their services to the public in their preferred
official language as specified by the Act and the Official Languages (Communications
with and Services to the Public) Regulations (the Regulations).

There are three categories of institutions: departments for which the Treasury
Board is the employer; Crown corporations and separate agencies; and privatized
organizations.

The graph below illustrates this universe of institutions that must all ensure that the
Act is implemented daily and concretely; they must apply the policies made under it
as well. The directives describe the measures required to implement the policies. In
the area of human resources, they apply mainly to institutions for which the Treasury
Board is the employer. Other institutions may choose the measures for managing the
Program that are appropriate to them, for example those governing hiring, provided
that the results meet the requirements of the Act and the policies.




Graph 1
Distribution of all organizations subject to the Act
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Institutions report to the Public Service Human Resources Management Agency
of Canada on their achievements and results by submitting annual reviews.

The annual review describes how an institution is fulfilling its obligations

and addresses concerns of the Official Languages Branch and of the members
of parliamentary committees on official languages.

The information given below is taken mainly from the annual reviews, from general
knowledge of the issues—activities of the Official Languages Branch in advising
and assisting institutions and the work of its various official languages
committees—and the results of the Branch’s monitoring activities.

Main issues for the past year

This year, institutions had to deal with three main issues: the impact of the new
policies in the area of human resources; monitoring the CBC level of bilingualism
for executives’; and following up on the 2001 Census data* by reviewing their
obligations to provide bilingual services to Canadians. After the Census data

on the first official language spoken were published last December, institutions

reviewed the language obligations of their offices and points of service.’

3. These requirements apply to departments and agencies subject to the Public Service Employment
Act. “CBC” means level C (superior) for reading, level B (intermediate) for writing, and level C (superior)
for oral interaction.

4. Census data on the first official language spoken by Canadians, collected under the Statistics Act.

5. See the chapter on Institutions Serving Canadians (VI).




Official Languages

The institutions had to intensify their efforts to complete these activities.
Formulating the new policies and preparing their implementation required many
consultations and information sessions. In order to maintain a work environment
conducive to the use of both official languages in regions designated as bilingual,
institutions worked to regularize the status of executives who did not meet the

language requirements of their positions.®

Other matters and special implementation activities

Improving the availability of communications with and service to the public in both
official languages remains a concern for institutions, requiring focussed efforts.

For example, Parks Canada and Library and Archives Canada set up mechanisms

to systematically assess the quality of their bilingual services.

Many institutions paid special attention to language of work over the past fiscal
year. The initiatives described in the following pages enable employees in
designated bilingual regions to work in an environment conducive to the use
of both official languages.

Graph 2 identifies the regions where the language-of-work obligation applies.”

See the chapter on Performance Measurement and Accountability (IX).

The regions designated as bilingual for language-of-work purposes are the National Capital
Region, New Brunswick, parts of Northern and Eastern Ontario, the bilingual region of Montréal,
and parts of the Eastern Townships, Gaspé, and Western Quebec.

N




Graph 2

Map of designated bilingual regions
for language-of-work purposes
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A number of institutions used a variety of ways to promote linguistic duality in

the workplace: employee satisfaction surveys to determine what corrective measures
were required; awareness activities; expansion of language training, particularly

to enhance the language skills of supervisors; production of bilingual glossaries;
publication of work tools on the Web; activities to promote learning retention;
special efforts for holding bilingual meetings, etc.
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Some good practices for
language quality

B Two training tools were launched
on the Web: the Translation Bureau’s
Language Nook® and Canadian
Heritage’s Word Wizards.®

The Royal Canadian Mint
developed a bilingual electronic
glossary of the Mint’s routine
and specialized vocabulary.

At Statistics Canada, a subcommittee
on terminology and language
standardization set up a mechanism
to check the quality of the English
and French in official survey names.

The Passport Office’s Human
Resources Services Directorate
regularly sends e-mail messages

to its managers to keep them aware
of the importance of quality control
of their texts.

Société Radio-Canada implemented
activities concerning the quality of
French on the air. New tools and tests
for written and spoken language on
the air were designed for hiring
candidates and for all on-air
personnel. New language advisor
positions were also created.

Some institutions that carried
out language-of-work
projects

B Agriculture and Agri-Food Canada

B Air Canada

B Atlantic Canada Opportunities Agency
B Canada Revenue Agency

B Canadian Grain Commission

B Canadian Radio-Television and
Telecommunications Commission

B Canadian Heritage
B Canadian Space Agency
B Citizenship and Immigration Canada

B Foreign Affairs Canada and
International Trade Canada

B Human Resources and Skills
Development Canada

B Law Commission of Canada

B National Capital Commission

B National Farm Products Council

B Parks Canada

B Public Service Commission of Canada
B Veterans Affairs Canada

Over the past year, institutions have also seen that the government is taking the issue
of bilingualism for senior management seriously.

8. http://languagenook.translationbureau-bureaudelatraduction.gc.ca
9. http://www.wordwizards.gc.ca




Knowing the importance of this issue for the Public Service
of today and tomorrow, institutions better understand Good practices

of institutions for
learning retention

B At Canada Mortgage

the need for careful succession planning. The new Directive
on Language Training and Learning Retention'? also

states that language training must be an integral part

of career planning. In this regard, the Agency notes

that many institutions are giving more importance to
developing training plans (short, medium, and long-term)
for their employees.

The question of second-language learning retention
and development poses another challenge, particularly
since adoption of the new policy on human resources
management. The policy recommends that employees
who have received language training maintain their
second-language skills and use them daily.

A number of institutions (including the Chief Electoral
Ofticer, Correctional Service Canada, Fisheries and Oceans
Canada and Canadian Heritage) have strengthened their
accountability mechanisms, and the quality of their data
in the Position and Classification Information System!!
has improved.

Challenges

Despite the efforts made by institutions to keep reliable
statistics, there are still shortcomings. It is important

for those involved (for example, those in charge of staffing
and classification) to work very closely with the Official
Languages Branch to improve the data in the Position

and Classification Information System. The Branch
carried out awareness activities over the year and used
many forums to issue reminders of the importance

of accurate data. The Branch has found that these actions
have brought results.

10. www.hrma-agrh.gc.ca/ollo

11. Data system for institutions for which the Treasury Board is the employer.

and Housing Corporation,
managers are now required

to assess the use of the second
official language by their
employees occupying bilingual
positions in their annual
performance evaluations, in the
same way as they assess other
professional skills.

The Canada Industrial Relations
Board is developing a workplace
language training system that
will enable employees to perform
their professional obligations
and at the same time develop

their second-language skills.
The operation of the system

is based on the possibilities
offered by new technology
and the alternative work
arrangements available to
employees for second-language
training. The Board is currently
finding and analyzing
technological tools, and
workplace learning may begin
during the 2004-05 fiscal year.

At Parks Canada, the Jasper
management unit designed

a program for employees at
intermediate or advanced
language levels to maintain,
improve their French and help
them be more at ease using

it at work.
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We have also noted that certain issues have not yet been settled in a number
of institutions:

W the situation of executives who still do not meet the language requirements
of their positions within the required deadlines remains a challenge;'?

M a reduction in the bilingual capacity of supervisors, managers, and employees
who work with the public in some institutions;

B a number of delays in reviewing the application of the Regulations in light
of the 2001 Census data.

Each institution to which these issues apply has been informed of its situation,
and the Branch is requiring follow-up and resolution by means of the annual review
analyses that it sends to deputy heads.

The Agency has found that official languages managers and champions are doing
remarkable work to promote the Program. However, in many cases, incumbent
positions are low in the institutional hierarchy, there is frequent turnover of the staff
assigned to this work, and often resources are scarce, with the result that these
professionals are often overwhelmed by the scope of the task. Such conditions help
weaken corporate memory and the ability to make targeted, effective strategic plans.
All these factors make it difficult to provide truly collective, mobilizing leadership. In
2004-05, we are recommending that institutions review the priority and profile given
to official languages.

The Branch will be focussing on all these matters in its monitoring
and accountability activities.

12. See the chapter on Performance Measurement and Accountability (IX).




III. The Action Plan and the Official Languages
Program—Towards an Exemplary Public Service

Over the past fiscal year, in the wake of the Action Plan for Official Languages
released by the Prime Minister in March 2003, new steps were taken to renew
the Official Languages Program.

The Action Plan makes official languages a priority again and changes the
organizational culture of the Public Service. The government is investing

$64.6 million over five years to create an exemplary public service in the area

of official languages: a public service that can serve the Canadian public in

both official languages, that offers a work environment conducive to the use

of both official languages in designated bilingual regions, and that is representative
of the population it serves. Part of this investment will be used to support innovative
short-term projects' and to strengthen the Branch’s capacity as a centre

of excellence. The rest of the funding will be used to rebuild bilingual capacity

in the Public Service. To do so, the Branch will work with the Canada School

of Public Service and the Public Service Commission of Canada on projects
devoted to language training, particularly projects related to reviewing the structure
of governance of language training and testing.

This investment is distributed as follows among the three components
of the Action Plan:

Financial Commitments of the Action Plan for Official Languages
2003-08

1. Investing in innovation—

Official Languages Innovation Program: $14,000,000
2. Rebuilding bilingual capacity: $38,600,000
including:

B $36,100,000 to the Canada School of Public Service
(language training services)

B $2,000,000 to the Public Service Commission of Canada
(recruitment of bilingual candidates)

m  $500 000 for a study of the governance
of language training and testing

3. Strengthening the centre of excellence: $12,000,000

13. See the section on the Official Languages Innovation Program (Ill).
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The Official Languages Branch, which is now part of the Public Service Human
Resources Management Agency of Canada, is given a stronger role as a centre

of excellence and catalyst, charged with facilitating a change in culture that is lasting
and conducive to the promotion of official languages.

The Official Languages Branch works closely with all institutions to which the Action
Plan applies, particularly the Privy Council Office, the Public Service Commission

of Canada, and the Canada School of Public Service. We are firmly resolved to
continue integrating official languages into the culture of the Public Service.

Our ideal and our direction remain the same. We want to play a leading role

in resolving official languages issues and implementing related measures.

Also, the creation of the Agency marks a new start. It reflects a strong desire

to modernize the way we manage our human resources. The Agency’s ultimate goal
is to ensure that Canadians here and abroad receive the services they are entitled

to expect. We are enthusiastic about taking up the challenges this entails, and we
have faith that the Public Service will be up to the task of meeting those challenges.

In the years to come, we aim to make the Public Service an institution that

is modern, open, inclusive, and respectful of differences. We want to create

a workplace in which every employee, regardless of level, can show initiative,
an environment in which everyone will feel free to speak the official language
of his or her choice, in an atmosphere of mutual respect.

Official Languages Innovation Program

The announcement of the creation of the Official Languages Innovation

Program in July 2003 generated a great deal of interest from federal institutions.
This five-year program, with a budget of $14 million, has two components: the
Official Languages Innovation Fund and the Regional Partnerships Fund. The
amounts allocated are distributed as follows: $1 million in 2003—04; $2 million in
2004-05; $3 million in 2005-06; $4 million in 2006—07; and $4 million in 2007-08.

This program aims to support innovative projects that are likely to have a ripple
effect in promoting official languages, whether for service to the public, language

of work, equitable participation, or management of the Program. Federal institutions
and federal regional councils have responded favourably to our call. Their interest
shows that they value linguistic duality and want to do more to reflect it in their
management practices.




For the first phase of the Program, the Branch received
32 proposals. The selection is made by a steering
committee of champions representing institutions

and federal regional councils. In October 2003, the
Treasury Board approved funding for 18 projects

in various areas, such as service delivery, organizational
culture, and recruitment. The institutions and federal
councils selected must submit an evaluation report

for each project. These reports will be posted on the
Agency’s official languages Web site!* (OLLO site)

so that other institutions may benefit from the projects
and the lessons learned.

The Branch launched the second phase of the Program
in December 2003, with a budget of $2 million for
2004-05. The Branch has received 47 proposals, from
which the steering committee has selected 25.

Policy review

In 2003-04, the Branch reviewed over half its policies.
It is simplifying and restructuring them to adapt to
the needs of users and incorporate them into the
initiatives to renew and modernize the Public Service,
with the emphasis on principles and values.

A policy framework now specifies the responsibilities

of institutions and deputy heads. The policies apply to all
institutions subject to the Act. Because priority is being
given to modernizing human resources, we began by
revising the policies on language of work and human
resources management. These new policies were
announced in November 2003.

The policies came into effect on April 1, 2004. Their
objective is to enable the government to better serve the

people of Canada in both official languages and to promote

linguistic duality in federal institutions. They emphasize

14 www.hrma-agrh.gc.ca/ollo

For this first phase, here are
three examples of projects

The Newfoundland and Labrador
Federal Council received $50,000 for
a project on community development
and to study a service delivery model
for the departments serving the entire
Port-au-Port Peninsula. The Council
held a learning and awareness day
and formed a partnership with Memorial
University to promote official languages
during Government of Canada days.

Western Economic Diversification
Canada, in co-operation with the
four Western federal regional councils,
received $60,000 to hold a symposium
on official languages, with the objective
of better understanding and promoting
the Program in the Public Service. The
Saskatchewan Federal Council was
the host of Forum 4-2-1 (4 provinces,
2 official languages, and 1 plan). The
Symposium was a success. It created
an impetus that will result in other
concrete, ambitious official languages
initiatives being taken in this part
of the country.

The Saint John, New Brunswick,
office of the Canada Revenue Agency
received $22,000 to create a multimedia
presentation to promote equitable
participation in federal offices. Designed
with the help of Avantage Saint John
Advantage, an association of business
people, this presentation will be used
in recruiting activities to make
French-speaking professionals aware
of the area’s advantages and show
that, contrary to certain preconceived
ideas, it is possible to live and work
there in French.
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imperative staffing—the staffing of bilingual positions with bilingual candidates.

Imperative staffing becomes the norm for bilingual positions in the Public Service.

The policies also stress integration of language training and retention of the skills

acquired into the career planning of public service employees—with the training

to begin earlier in their careers. They also provide for stronger accountability.

The main changes can be
summarized as follows

The policies apply to all
institutions subject to the Act.

Clarification of the roles and
responsibilities.

Greater use of imperative staffing,
particularly for the Executive Group,
with a progressive approach
advocated for this group.

Staffing in the Public Service
will become imperative in regions
designated as bilingual for
language-of-work purposes.

More restrictions on the use
of non-imperative staffing.

The number of hours of language
training allowed to reach a
proficiency level is increased—by
410 hours for levels C and B, and
by 210 hours for level A.

All executives must go on
language training before taking
up their duties.

Integration of language training
into career plans.

For institutions for which the
Treasury Board is the employer,
compliance with the Act and its
objectives is incorporated into the
performance evaluations and affects
the evaluation ratings.

In addition, three directives on human resources—
linguistic identification of positions or functions, staffing
of bilingual positions, and language training and learning
retention—are aimed mainly at institutions for which the
Treasury Board is the employer. These directives indicate
the consequences of non-compliance, and now the results
will be evaluated.

Imperative staffing becomes the norm for all bilingual
positions. It becomes mandatory for staffing bilingual
positions in the Public Service at the EX-03 level in 2005
and at the EX-02 level in 2007 in regions designated

as bilingual for language-of-work purposes,'> and

in unilingual regions if the duties of the position include
supervision of incumbents of bilingual positions in

a bilingual region.

Non-imperative staffing may be used in exceptional cases,
with written justification and approval by the deputy
minister for an executive position or by an assistant deputy
minister for other positions.

There may also be exceptions when the competition is open
to the public, in recognition of the fact that Canadians in
general are less bilingual than public service employees.

Under Part VI of the Act, the government undertakes
to offer both official language groups the same hiring
and promotion opportunities in federal institutions and

15. The regions designated as bilingual for language-of-work purposes are the National Capital Region,
New Brunswick, parts of Northern and Eastern Ontario, the bilingual region of Montréal, and parts of
the Eastern Townships, Gaspé, and Western Quebec.




to ensure that the workforce in the Public Service is representative of Canada’s
population. Under the Employment Equity Act, the government is also committed
to increasing the participation of members of the employment equity target
groups—visible minorities, women, Aboriginal peoples, and persons with
disabilities. In its response to the report entitled Embracing Change,'® the
government renewed its commitment to visible minorities and set target objectives.

In Canada, most members of visible minorities (93 per cent) use English as their first
official language. These communities live mainly in major urban centres like
Montréal, Toronto, and Vancouver. In the latter two, French is little used. In the long
term, universal imperative staffing could have created a marked imbalance in the
participation of the two official language groups and members of visible minority
communities at all levels of the Public Service.

The government is maintaining a degree of flexibility for staffing EX-01 positions!”

because analysis of the demographic data for the feeder groups for this level indicates
that the level of bilingualism is too low to meet future needs without risking
imbalances. There are proportionally more bilingual Francophones than bilingual
Anglophones in the Executive Group, and the gap increases at lower levels. Universal
imperative staffing becomes possible at higher levels because the candidates are
mostly career public service employees who have already acquired the necessary
linguistic skills and are bilingual and diversified enough that the government’s
objectives for language proficiency, representation, and diversity can be achieved.

16. www.hrma-agrh.gc.ca/ee
17. For positions in the Public Service.
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The graph below shows the distribution of Anglophone and Francophone
executives (EXs)—by bilingual and unilingual regions in the Public Service.

Graph 3
Distribution of executives by first official language and by
unilingual and bilingual regions

Bilingual Regions Unilingual Regions

Bl Anglophones | | Francophones

Source: PCIS

The graph below shows the participation of Anglophone and Francophone

executives (EXs) in the Public Service.

Graph 4
Distribution of executives by first official language
in the Public Service

Bl Anglophones
[ ] Francophones

Source: PCIS




We held many consultations, both inside and outside the Public Service, particularly
with the unions and members of the House of Commons Standing Committee

on Official Languages. After the new policies were announced, we offered
information sessions and created a number of tools for champions, official languages
managers, and members of the federal regional councils to explain the new policy
directions to them.

Phase II of the policy review, to be completed in 2004—05, will deal with
communications with and services to the public.

IV. The Change in Culture is Being
Implemented Progressively

Support for leadership

We are determined to make the Public Service a model of linguistic duality in
which official languages are rooted in the fundamental values of respect, fairness,
and inclusiveness. In this regard, some survey data confirm that we are on the right
track. According to a poll by Léger Marketing,'® 81 per cent of Canadians

consider that the government should provide its services in their preferred official
language. Our survey of public service employees conducted in 2002'° found

that they support the basic principles of the official languages policies. This support
is particularly high for service to the public: 92 per cent of public service
employees consider it important to serve the public in both official languages.
Also, 86 per cent said they were prepared to make efforts to encourage bilingualism
in their workplaces.

Again, according to the Léger Marketing survey, most Canadians support
bilingualism. More than three Canadians out of five (62 per cent) consider
bilingualism a valuable resource in which we must invest. The survey also indicates
that Canadians doubt that the government has the ability to achieve its bilingualism
objectives. Therefore, we must take action.

Our main challenge is to integrate this strong respect for linguistic duality into
public service employees’ daily activities on two levels: first, in their interactions
with their colleagues and with Canadians; and second, as a factor to be considered

18. Léger Marketing, March 2003.
19. Attitudes Towards the Use of Both Official Languages Within the Public Service of Canada,
September 2002, by NFO CFgroup.
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in planning and decision making. It should be noted that official languages continue
to be a strategic priority of the Clerk of the Privy Council. Deputy ministers are
called upon to focus on promoting both official languages in the work environment
and to bring about a significant increase in the number of executives and executive
feeder group members who are bilingual.

To demonstrate the willingness to integrate respect for official languages into public
service values, the Head of the Public Service Award has included since 2003 a new
category for official languages.?® Last December, this prize was awarded to the
Official Languages, Section 41 Implementation Team of Western Economic
Diversification Canada for promoting the Francophone Strategy.

The objective of the Strategy was to form partnerships and consolidate funds

in order to facilitate the creation of a network of provincial organizations devoted
to the economic development of Francophone communities in Western Canada.
Thanks to the dedication of team members, each regional centre now makes the
expertise of Francophones available to entrepreneurs in Western Canada by offering
them numerous services in French, notably business development, consultation,
training, and procurement services.

Awareness activities of the Official Languages Branch
Although the 2002 surveys?! show that public service employees support the basic
principles of the Act and the values they embody, the results also show that official
languages rights and obligations are misunderstood and that French is underused
as a language of work in designated bilingual regions. These findings indicate to
what extent awareness activities are not only important but also essential to correct
these shortcomings and misperceptions.

The Agency’s objective is to make the Official Languages Program more visible.
Opver the past fiscal year, the Official Languages Branch intensified its efforts. It took
part in six conferences, including that of the Association of Professional Executives
of the Public Service of Canada (APEX) and the national forum on professional
development for middle managers in Halifax. Attending these events enabled us

to make contacts with partners, distribute relevant information, make the Program
better known, and answer questions.

20. www.hrma-agrh.gc.ca/hr-rh/ar-pr/head_public/siglist_e.asp
21.2002 Public Service Employee Survey and Attitudes Towards the Use of Both Official Languages
Within the Public Service of Canada.




Awareness workshops will be offered to as many employees as possible over

the coming year, to encourage them to think about respect for others. Also, to follow
up on various pilot projects held in the past two years, the Official Languages
Branch, the Canada Revenue Agency (formerly part of the Canada Customs and
Revenue Agency), and Consulting and Audit Canada designed, in early 2004, a new
values-based workshop for trainers. This project is having a positive ripple effect,
and a number of institutions such as Canadian Heritage (Sport Canada) are now
investing in training trainers. It should be noted that the Canada Revenue Agency’s
participation in developing this project was decisive.

So that the experience can be repeated as widely as possible, material will be made
available on the OLLO site. Also, the Official Languages Branch posts on its site??
good practices submitted to it. It also compiled some 40 examples, which were
published in June 2004.

Official languages networks

The Branch works with many partners to promote the Program and ensure that
official languages are an integral part of decision making and service delivery. The
official languages networks and the heads of federal institutions play an important
role in this process. Communication and consultation work was done with the
networks throughout the year.

The network of champions, consisting of more than 160 champions in departments
and Crown corporations, promotes official languages. The champions are
ambassadors for linguistic duality.

The departmental network created its own council in 2003. The Council of Network
of Departmental Champions is intended to be a leader to promote linguistic duality
in an exemplary public service and to enhance the vitality of the official language
minority communities. It has 21 members, including three regional representatives
and one representative each from the Agency, the Privy Council Office, and Canadian
Heritage. For its operations, the Council’s Secretariat of champions is funded
essentially through voluntary contributions by the members.

Also, for many years the Branch has been working closely with two advisory
committees whose mandate is not only to enable consultation with the directors
and official languages managers in departments and Crown corporations,

but also to facilitate exchanges of ideas and good practices. These two committees

22. www.hrma-agrh.gc.ca/ollo
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provide support to the key players by offering suggestions and strategies for action
to achieve the target objectives.

Each committee holds two regular meetings a year in the National Capital Region
and one retreat, normally in a region. The institutions volunteer in turn to serve
as hosts. The retreats are used to deal with specific cases and solve common
problems. The retreats are also opportunities to meet with official language
minority communities and regional representatives of the federal councils and

to see first hand the vitality and leadership exercised by the stakeholders working
in the field of official languages, at both the community and federal levels. The
directors and official languages managers acknowledge the importance and added
value of these meetings with their counterparts, and they have made them their
preferred forums. In 2003-04, there were six meetings, including two retreats
where members visited official languages minority communities.

Finally, under the aegis of the Manitoba Federal Council, the new Interdepartmental
Network of Official Languages Co-ordinators was formed in January 2004 with the
mandate of promoting co-operation and creating opportunities conducive to the
exchange of models to follow and good practices in implementing the Act. The
Network will enable those responsible in each department to draw from its resources
and the collective knowledge and experience of its members.

The Branch also wants to go beyond the conventional official languages networks
to reach all sectors of institutions, for example through the networks

of communicators, youth, managers, and human resources professionals. We are
continuing our efforts to encourage co-operation among the networks to obtain
the desired ripple effect.

Official Languages Quality Management System for
Language of Work, Canada Revenue Agency—Phase II

An organization’s members are more receptive to a change in culture when

the process is based on listening and mutual respect. Emphasizing values creates

a positive attitude that promotes openness. That makes it easier to remove obstacles
and explain why official languages are an important factor to be taken into account
in all activities. It does not mean that we can disregard all the rules, but rather that
they should be used as a last resort, not at the outset, and not without reference

to their basis in our values.




Such an initiative, already mentioned briefly, began at the Canada Revenue Agency
two years ago.

The aim of this project is to create a work environment

reflecting a spirit of co-operation and mutual respect Good practice at Canada
linked to official languages. Tools have been developed or Revenue Agency
1dent'1ﬁed. Examples are a checklist for cha.lrmg bilingual Ry e e m—
meetings, another for active offer, and a third for throughout the Canada Revenue
telephone greetings in both official languages; also Agency in three stages, by the
two self-assessment cards were created for language Quebec, Northern Ontario, and
Atlantic (New Brunswick) regions and
of work, one for managers and the other for employees. headquarters. This project focusses
A procedure has also been developed to guide employees on respect and the human dimension
. . . . . . of language of work and calls for
in creating a work environment in which both official .
i ) cultural and structural change in the
languages can be used without dlfﬁculty. organization, through a promise of
quality, a quality manual, and a range
Nearly 3,300 employees working in regions designated of proeclres End el ik
. .. . . . . approach has many benefits. For
as bilingual participated in this project, and it has already example, it helps to integrate official
had a ripple effect. An example is an initiative taken by languages into the business plan and
the Royal Canadian Mounted Police (RCMP). The its achievement.

RCMP’s Internal Audit and Evaluation Branch is working
to create a work environment conducive to the effective
use of both official languages. From now on, besides complying with such
requirements as making regularly and widely used information systems available
in both official languages, this unit of the RCMP will also promote concepts

of mutual respect, tolerance, and openness.

We hope that more institutions will launch similar projects to raise their employees’
awareness of the importance of making the workplace conducive to the use of both

official languages. The Branch also plans to develop more values-based promotional
tools that institutions can adapt to their needs.
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V. Research Activities

We are determined to create a work environment that encourages the use of English
and French. Changing the culture of an organization as large as the federal Public
Service is a process that takes time and demands concerted effort. We realize that
there are still a number of obstacles to overcome, and misperceptions are not the
least of these. We take this cultural change very seriously and have made it a priority
for action.

During the year, we have contacted certain media to correct misinformation

and false perceptions about bilingualism in the federal Public Service and changes

in our policies. It is our duty to give public service employees and all Canadians clear,
relevant, and correct information about our policy directions and the decisions

that concern them. Once they are well informed, they will be in a better position

to understand what the real issues are and to evaluate their scope.

In addition to increasing our awareness-raising activities, the Agency is looking

for ways to change attitudes and perceptions about language of work. In particular,
we are researching the concept of receptive bilingualism and the integration of
second-language learners into the workplace. Another study concerns potential
obstacles for visible minorities. The Agency is also a key player in the review

of language training and testing being conducted by the Canada School of Public
Service and the Public Service Commission of Canada.

Study on receptive bilingualism

Receptive bilingualism, which emphasizes reading and oral comprehension skills,
is not a new concept. In the past it was out of favour because the emphasis was
on active skills, namely, fluency of expression in the second language.

Since the underuse of French at work is still a problem in the designated regions,
receptive bilingualism could be used to allow Francophones to express themselves
in their first language while helping Anglophones retain and build incrementally
their French-language skills. This measure could facilitate interregional
communication for bilingual and unilingual regions alike. However, preliminary
data indicate that Francophones tend to use English in communicating with their
Anglophone colleagues if they are not certain they will be fully understood,

and so more investigation into this issue is needed. We should emphasize that
receptive bilingualism is not applicable to situations where employees serve

the public or their peers, or to supervision.




A pilot project with Environment Canada is planned to assess how receptive
language skills can be integrated into the workplace.

Review of language training and testing

In our policy review, we stressed the importance of proactive language training
and the integration of language training into employees’ career plans. The reform
of the training infrastructure has begun. Some deputy heads and other senior
managers have been interviewed on the current situation and on future needs.
Their observations will serve as the basis for rethinking language training and
adapting it more effectively to the needs of managers and employees. The review,
which also touches on the second-language evaluation (SLE) tests developed

by the Public Service Commission of Canada, started at the end of 2003—-04

and should be completed by April 2005. In the final analysis, we have to learn

to take advantage of the available technologies and the contributions that the public
and private sectors can make. We must also revisit the question of the governance
and financing of language training.

To make it clear that a new direction is to be taken, Language Training Canada was
transferred on April 1, 2004, to the Canada School of Public Service, thus combining
it with the former Training and Development Canada and the Canadian Centre for
Management Development. The School works with the Agency, the Public Service
Commission of Canada, and partners in all regions of the country to study the
delivery of language training services and to develop new methods and tools that
reflect a modern approach to the new culture we want to build.

Study on the reintegration of second-language
learners into the workplace

In the 2003-04 fiscal year, the Agency conducted a study to identify factors
that encourage Anglophones with a language proficiency level of CBC?? to use
their French at work after completing their language training.

Interviewees indicate that motivating factors are the presence of Francophones,
a supportive environment, and strong self-confidence on the part of the learner.
Anglophones feel less comfortable using French in sensitive or contentious

23. These requirements apply to departments and agencies subject to the Public Service Employment
Act. “CBC” means level C (superior) for reading, level B (intermediate) for writing, and level C (superior)
for oral interaction.
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situations, at large meetings, when pressed for time, when dealing with complex
issues, or when they receive little positive support from peers and superiors.
The challenge, therefore, is to build confidence.

We have communicated the findings of the study to the two official languages
advisory committees and will shortly be doing the same with the network of
champions. We have also sent the findings to the Canada School of Public Service.
They will eventually contribute to developing strategies to help Anglophones retain
their second-language skills.

Study on official languages and visible minorities

The Official Languages Branch and the Employment Equity Branch of the Public
Service Human Resources Management Agency of Canada are working to determine
whether official languages policies are a specific barrier to the career advancement
of visible minorities in the Public Service.

The first phase in the study was a review of the literature. It was not possible

to conclude that visible minorities as a group (or the subgroups within the broader
group) have more difficulty than others in learning a second language. To date,

the findings do not support the assumption that there are systemic barriers with
regard to language training, but they do show that there are a number of personal
and cultural characteristics and attributes that may make it difficult for a person

to learn English or French. These are the areas for future focus.

The second phase was a series of four interviews and 10 focus groups (held in
Montréal, Ottawa, and Vancouver) with federal public service employees from
a variety of departments. The results of the study will be published later in 2004.

VI. Institutions Serving Canadians

Status update

Federal institutions have a duty to serve the public effectively, courteously,

and promptly, regardless of the mode of service delivery. In designated offices
and service points, service must be provided in English or French, as appropriate.

The offices and service points required to offer services in both official languages
(see graphs 5 and 6) are designated under the Official Languages Act and its




Regulations.?* Members of the public and all institutions subject to the Act can view
the official directory by going to the OLLO site and clicking on Burolis.?>

Federal institutions have 11,527 offices and service points in Canada.?® Of these,
3,528 (30.6 per cent) are required to offer services in both official languages to meet
the needs of Canadians.

Graph 5

Distribution of offices and service points in Canada
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Note:  Offices offering unilingual services in French are located in Quebec and those offering
unilingual services in English are located elsewhere in Canada.
Source: Burolis

24. Official Languages (Communications with and Services to the Public) Regulations.
25. www.burolis.gc.ca
26. See graph 5.




24

Official Languages

Graph 6

Distribution of bilingual offices and service points in Canada
according to the type of provision applicable
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Source: Burolis

The number of incumbents of bilingual public service positions who work with
the public is relatively stable; 86 per cent?” or 34,998 of the 40,803 incumbents

of bilingual positions required to serve the public in either official language meet
the language requirements of their position. Language proficiency requirements
are similar to last year, with 33 per cent?® of bilingual positions requiring superior
knowledge of the second language (compared to 32 per cent last year) and

65 per cent of positions (instead of 66 per cent) requiring an intermediate level.

Impact of the 2001 Census data on offices

and service points

The Regulations flesh out certain key provisions of the Official Languages Act

of 1988. The approach taken in the Regulations makes it possible to ensure that
a large majority of Canadians can receive services in the official language of their
choice. It thus makes it possible to protect the rights of members of the official
language minority communities and to contribute to ensuring their vitality.

As mentioned previously, the Regulations state that the most recent decennial
census®’ of population for which results are published is used to determine the
obligation of all the offices and service points of institutions subject to the Act
to communicate with and offer services to the public in both official languages
where there is a significant demand.

27.See Table 6.
28. See Table 7. Table 5 gives more details about second-language proficiency levels.
29. Census data on the first official language spoken by Canadians, collected under the Statistics Act.




In 2003-04, some 95 institutions began applying the Regulations according
to the data from the 2001 Census to determine whether there was a change
in their obligations in terms of services and communication.

Where demographic data do not apply, for example, in the case of the travelling
public, the institutions concerned will measure demand to determine whether the
services must be offered in both official languages. This far-reaching project will
continue during the present fiscal year.

To ensure smooth implementation of the changes resulting from this exercise

and to find solutions where bilingual services are lost, a group composed of
representatives of the official language minority communities, the staff of the Office
of the Commissioner of Official Languages, Canadian Heritage, and the central
agencies met six times.

At the beginning of December 2003, the Agency gave this group the preliminary
results of the application of 2001 Census data. For 9,302 of the 9,839 offices
concerned, the status quo remains with regard to service obligations, while a new
obligation was created for 162 offices; potential reduction was flagged for 91 offices
and service points.

Since the Regulations do not provide for a transition period in the event that the
obligation to provide services in either official language in a given office ceases,
the Treasury Board adopted an implementation principle on November 18, 2003.

This implementation principle, in place for an indefinite period, states that offices of
federal institutions that are currently required to communicate with and provide
services to the public in both official languages must maintain the status quo and
consult the minority communities affected regarding alternate solutions.

There are six institutions concerned: Canada Post, the Business Development Bank
of Canada, Farm Credit Canada, the Canadian Food Inspection Agency, the RCMP,
and Human Resources and Skills Development Canada. This measure will enable
these institutions to consult the official language minority communities and develop
plans to meet their needs.

The Branch has prepared a framework for consultation to be used in consulting
the communities based on feedback from the discussion group. It will assist
institutions to put in place the principle adopted by the Treasury Board to provide
for a transition period. The Agency is monitoring developments in this area to
ensure compliance.
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VII. Official Languages in the Workplace

Status update

In regions designated as bilingual, supervisors must be bilingual so that their

employees can actually work in the official language of their choice. The government

has been firm on bilingualism for members of the Executive Group, and this

firmness has produced results.

Our information systems tell us that in the regions designated as bilingual, 79.7 per

cent or 2,439 of 3,060 executives (EX category) met the language requirements

of their position (CBC), while 13.9 per cent or 424 members of the EX category were

not obliged to meet these requirements because their exemption period was still in

effect. All assistant deputy ministers are included in this group. Institutions have

adopted situation-specific measures to enable employees to work and be supervised

in the official language of their choice in cases of unilingual incumbents.

Examples of good
practices to promote
the use of French

B The National Capital Commission
adopted some commendable
measures. New posters with
tips on how to conduct meetings
in both official languages were

displayed in all conference
rooms. A message on this
subject was posted on the
intranet to raise employee
awareness and help the meeting
chairperson understand that he
or she has a decisive role to play
to ensure that all participants
feel comfortable using either
official language.

30. See Table 10.
31. See Table 11.
32. See Table 8.
33. See Table 9.

If we consider supervisory staff globally, 82 per cent or
11,917 of the 14,465 incumbents of bilingual positions®°
met the language requirements of their position; last year,
the percentage was 81 per cent. The number of positions
requiring superior second-language knowledge remained
relatively stable (51 per cent this year vs. 50 per cent last
year), while 49 per cent of bilingual positions required
the intermediate level.?!

In the case of staff offering internal services positions
whose duties include the delivery of personnel services
(such as pay) or central services (financial, communication,
and library services, for example), 84 per cent or

20,291 of the 24,043 incumbents of bilingual positions3?
met the language requirements of their position compared
to 85 per cent last year. The number of positions requiring
superior second-language proficiency remained relatively
stable (25 per cent this year vs. 24 per cent last year).?
Most bilingual positions (66 per cent) required

the intermediate level.




A recent study>* by the Commissioner of Official Languages

points out what we, too, have observed many times: French

remains underused in bilingual regions, notably the National

Capital Region.

A large number of Francophones state that they prefer to

work in English, especially as English is often perceived as the
language of professional advancement, a perception that still

presents us with a challenge.

And yet Anglophones and Francophones alike are in favour
of the increased use of French in the workplace. So how can

the current trend be reversed?

It is important for managers to seriously address the unequal
status of the two official languages. Because it is underused,

French requires special measures if it is to achieve a better
balance with English. In our review of the institutions,
we found examples of managers who make it their duty
to promote the use of French daily.

For the past six years, federal institutions in the National
Capital Region have worked together to launch the
Rendez-vous de la Francophonie. The Minister chairs this
activity. It is greatly appreciated by Francophones and
Francophiles. It emphasizes the importance of the French
language and serves as a reminder to employees to make
French part of their daily work.

Activities take place throughout Canada, for two weeks.
Francophones and Francophiles express in their own way
their attachment to the French language.

Examples of good
practices to promote
the use of French (cont’d)

B In September 2003, the Canadian
Radio-Television and
Telecommunications Commission
(CRTC) launched a campaign
entitled “Hello—Bonjour.”
Employees were informed that
a committee was being set up
to promote the use of both official
languages at work. The members
of the committee agreed to act
as champions in their respective
sectors. Their mission was to
promote bilingual meetings and
to encourage employees to
communicate in the official
language of their choice, both
verbally and in writing. The CRTC
also set up a permanent
simultaneous interpretation facility
so that employees and guests
from outside the institution can
express themselves at meetings
in the language of their choice.

Health Canada took a

proactive approach to promaotion
by developing a number of

tools, particularly guidelines and a
poster on bilingual meetings,

as well as a poster and a
brochure on language of work.

To ensure that the new policies
are understood correctly and
applied appropriately, the
department developed a brochure
and a tool comparing the old
policies with the new ones.

34. Walking the Talk: Language of Work in the Federal Public Service, Office of the Commissioner

of Official Languages, March 2004.
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Conditions conducive to the use of English and French
In its 2004 budget, the federal government promised to build the linguistic capacity

of the Public Service and offer employees the tools and training they need.>”

Examples of good

practices to create

a workplace that

is conducive to

bilingualism

B The National Farm Products
Council and the CRTC
broadened their training plans to
offer incumbents of unilingual
positions an opportunity to
receive second-language training
as part of their career
development.

Library and Archives Canada
made developmental language
training more accessible to a
larger number of employees,
especially in the regions.

Some institutions (including the
Atlantic Canada Opportunities
Agency, the Bank of Canada,
National Defence, Industry
Canada, and Canada Post) used
learning methods or language
pairings to help their employees
keep up their language skills.

The measures that relate specifically to official languages
are the creation of the new Canada School of Public Service
and the integration of language training into employee
career plans.

A major challenge for bilingual public service employees
is to retain their second-language skills. Whether in the
National Capital Region or in the bilingual regions, senior
managers relate that they have little support from their
institutions when it comes to using their second language
at work.*¢

The challenge is a serious one. Understanding the need

to create a workplace that is conducive to the use of English
and French, some institutions have taken steps to correct
the problem through awareness raising.

VIII. A Representative
Public Service

The Action Plan for Official Languages underpins the
government’s commitment, stated in Part VI of the Act,
to ensure that English-speaking Canadians and
French-speaking Canadians have equal opportunities
to obtain employment and advancement in federal

institutions and that the composition of the workforce of federal institutions tends
to reflect the presence in Canada of both official language communities. Generally

speaking, the government has honoured this commitment for years. As of March 31,
2004, the overall composition of institutions subject to the Act was 72 per cent
Anglophone and 27 per cent®” Francophone. In the Public Service, the composition

35. Strengthening Public Sector Management—An Overview of the Government Action Plan

and Key Initiatives.

36. Information from the APEX report following consultations on the policy review, August 2003.

37. See Table 16.




is 68 per cent Anglophone and 32 per cent Francophone.*® The population of
39

Canada is 75 per cent Anglophone and 24 per cent Francophone.
Quebec is the exception. Anglophones make up 12.9 per cent of the population
of Quebec but only 7.4 per cent*® of all federal public service employees working
in Quebec (outside the National Capital Region). If data for Crown corporations
and other agencies are included, however, the percentage of Anglophones rises
to 13.5 per cent. It bears mentioning that some large corporations, including
VIA Rail and Air Canada, are headquartered in Montréal.

A great deal of effort has been expended to increase the participation of
Anglophones in the federal Public Service. Further targeted campaigns are necessary.

In May 2003, the Branch commissioned a special study*! in collaboration with the
Public Service Commission of Canada and the Quebec Community Groups Network
to gain a better understanding of why there are not more Anglophones in the federal
Public Service in Quebec. The study showed that Anglophones, regardless of whether
or not they are already members of the Public Service, often hesitate to apply for
positions out of concern that their French is inadequate.

The Branch is working closely with the Commission, the Quebec Federal Council
(QFC) and a number of other partners to assess the recommendations of the
Mallory report and develop a plan of action. It has invited the QFC and the
departmental champions in Quebec to propose projects under the Innovation
Program. It also encourages its partners to participate in the Commission’s program
for the recruitment of bilingual candidates to the federal Public Service.

The Action Plan has allocated $2 million over five years, including $400,000 in the
fall of 2003, to support recruitment of bilingual candidates to the Public Service. The
Branch and the Commission entered into an agreement in October 2003. A report on
progress and results will be produced twice a year. The key activities put forward to
date by the Commission include a demographic analysis to determine how many
bilingual Canadians there are and where they live, the modification of job application
forms (electronic and paper), and the production of a DVD for the public to dispel
myths about language-knowledge evaluation in the context of competitions.

38. See Table 12.
39. Statistics Canada 2001 Census data. The missing 1 per cent refers to the percentage
of the Canadian population that identifies itself as neither English-speaking nor French-speaking.
40. See Table 12.
41. Participation by English-speaking Canadians in the federal Public Service in Quebec: Clarification
of the situation and strategies for the future, Erin Mallory, August 2003.
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IX. Performance Measurement and Accountability

A new approach to performance measurement

In recent years, the framework for measuring institutional performance has been
reshaped by a number of developments. Landmark documents like Results for
Canadians—A Management Framework for the Government of Canada,** the
Management Accountability Framework,*® the Integrated Risk Management
Framework and the Accountability and Co-ordination Framework of the Action Plan
for Official Languages have changed the way we work. The management
accountability frameworks that departments and agencies develop to ensure sound
management should reflect the institutions’ performance, including official languages.

Our accountability mechanism includes three functions: monitoring, audit,
and information management.

Monitoring by the Branch’s advisors is intended to provide oversight of Official
Languages Program practices and management controls. The advisors offer their
advice and guidance on this subject, as well as on implementation of the Act

and the Regulations, and official languages policies. They intervene proactively
with institutions, following a values-based approach. They help institutions
implement solutions that fit their particular circuamstances. The number of requests
for advice and guidance has increased appreciably since the new policies were
announced in November 2003. The many activities required include not only
interpretations but also awareness sessions and suggestions for possible
implementation strategies.

This fiscal year, we established a monitoring cycle that more accurately reflects
our new situation. We have shortened this cycle, so that annual reports can be tabled
sooner after the end of the year.

The audit function consists of an objective review of the performance of the
Program using recognized, systematic, and rigorous audit methods, with a view to
providing an accurate assessment of control frameworks and management practices.

Our aim is to ensure that the Program is managed effectively and that public funds
are used wisely. Various self-assessment tools are being developed to help institutions
review their performance.

42. Treasury Board of Canada Secretariat, March 2000.
43. Treasury Board of Canada Secretariat, March 2003.




Effective management of information systems and data banks, like Burolis, enables
timely access to the latest data in order to permit better accounting of official
languages performance and well-informed decisions. We are working to ensure
that data are reliable and automated systems are compatible with one another

and we are making adjustments where necessary.

Advisors’ interventions with institutions

Over the year, the Branch held a number of meetings with institutions to pinpoint
their challenges and to offer advice and guidance. These meetings made it possible,
among other things, to support the development of action plans and to design
appropriate monitoring mechanisms and tools. Our contacts with institutions

are a key element of our overview of activities. They help us understand specific
situations and needs and allow us to assist with shared objectives as the

situation requires.

The Regulations compliance review is one area that produced a number

of interventions and many meetings. Training sessions and workshops with key
officers provided a forum for exchanges of views on specific issues and possible
solutions to problems.

For example, the Branch held productive meetings with representatives of National
Defence on monitoring and accountability. The new model was presented to the
Department, which used it in developing an automated tool that will allow the
various sectors and chains of command to assess their official languages performance
against objectives set by the institution for the next three years.

Meetings with the Communications Security Establishment and Atomic Energy

of Canada Limited, among others, laid the groundwork for implementing the new
policies and specifying the nature of measures to be implemented to give an account
of performance on stated objectives.

Meetings with senior managers and their staff to discuss progress on official
languages matters were organized with the Canadian Space Agency, Atomic Energy
of Canada Limited, the RCMP, the National Energy Board, and others. The Branch
is also working with Fisheries and Oceans Canada to develop an improved internal
policy for the Coast Guard College. Discussions have been ongoing since June 2003
with representatives of Environment Canada about compliance with proposed
guidelines concerning the electronic publication of scientific documents

by a departmental task force.
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The publication of the new policies on official languages for human resources
management sparked lively interest during the last fiscal year, especially with

regard to the impact of their application. Conference calls were held regularly with

a number of institutions to explain the operational scope of the new policies.

These exchanges contributed to an enhanced mutual understanding of the objectives
of the new policies and their application.

The new model for measuring institutions’ performance

In order to conduct a more systematic assessment of institutions’ linguistic
performance, the Agency is working to develop a new performance measurement
model, which should consist of a set of indicators that are more relevant and better
adapted to the institutions. These indicators will make it possible not only to assess
compliance with the Act, Regulations, and policies but also to measure employee
and public satisfaction with all aspects of the Program. The Branch is developing
new mechanisms, including a “dashboard” in the form of an evaluation checklist
which will make it possible to provide a clear, accurate portrait of the institutions’
linguistic performance. This is a complex exercise that will continue over the next
fiscal year.

Audit activities

Three audits were conducted in the past few years. They include an audit of
seven airports with significant demand (2002-03), an audit of telephone services
in the institutions subject to the Act (2002—03), and an audit of compliance with
the language requirements of positions for members of the EX Group (2003-04).
In 2003-04, the Branch was validating data, drafting reports, and getting ready
to publish results.

Audit follow-up on service to the public in airports

This audit was conducted in seven airports with significant demand (Vancouver,
Calgary, Winnipeg, Toronto (Pearson), Montréal (Trudeau, formerly Dorval),
Greater Moncton, and Halifax). The objective was to determine the extent to which
the airport authorities and federal institutions that provide service to the public

at the airports used both official languages in communicating with and offering
services to the public.

Preliminary reports were provided in July 2003 to the managers of the airport
authorities and institutions audited, who then had an opportunity to comment
on the reports and take appropriate action.




The final reports were to be posted on the OLLO site in October 2003, but
publication was delayed by the need to clarify the formal obligations of the airport
authorities, which could have an impact on the recommendations. The Agency

and Transport Canada are looking at the issue together. The reports should
be released this fall.

Audit follow-up on telephone services

The audit of telephone services was conducted to determine whether offices

and service points were providing services in the minority language and greeting
the public in both official languages (active offer) where required to do so. Two calls
were made to the selected service points, one during work hours and the other

at lunch hour. Calls to Quebec were made in English and calls to other points

in Canada were made in French.

The analysis covered 2,210 offices and service points in all regions of Canada. Overall
results for service availability are encouraging. Nationally, service was available in the
minority language in 83 per cent of completed calls taken by an employee. When it
came to active offer, however, the overall results were not as good. The audit shows
that active offer was made in only 66 per cent of the calls.

The overall results were given to departmental official languages managers as part
of the work of the two advisory committees (departments, and Crown corporations
and other agencies). The institutions received detailed results in March 2004,

and they are expected to report on the measures they have taken or plan

to implement. The final audit report was posted on the OLLO site.

Assessment of progress on implementation of the policy on language
requirements for members of the Executive Group

This audit was conducted for two groups—the executives whose cut-off date

for meeting the language requirements of their position was March 31, 2003,

and who still had not met those requirements in November 2003, and the executives
whose two-year exemption provided in the Public Service Official Languages
Exclusion Approval Order ended during the period between April 1 and December 31,
2003. The audit also includes a review of measures adopted to ensure that employees
would be supervised and services delivered in both official languages in these
situations. This audit covered 37 departments.

Preliminary results show that approximately 40 of the 120 executives who did not
meet the language requirements of their position on March 31, 2003, still did not
meet them one year later. This situation will be followed closely.
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As regards the second group audited, approximately 50 of the 112 executives whose
exemption ended during the period between April 1 and December 31, 2003,

still did not meet the language requirements of their position on March 31, 2004.
This situation will be followed as well.

Visits were also made to the five departments with the largest number of executives
covered by this audit (38 per cent of the total): Industry Canada, Fisheries

and Oceans Canada, Health Canada, Transport Canada, and Public Works

and Government Services Canada. The results indicate that the requisite
administrative measures are in place to protect employees’ rights.

The Agency continues to exert pressure on departments to correct the situations
where necessary. Executives who do not have the required level of second-language

knowledge cannot continue to perform the same duties.**

Self-assessment tools

One of the Branch’s activities involves designing tools to help institutions assess
their own official languages needs and performance.

Linguistic needs designator

This is a project to design an automated tool that the institutions can use

to determine how many positions should be designated as bilingual in order

to satisfy the obligations of their offices and service points required to use both
official languages in serving the public and communicating with their employees.

During the review period, a prototype for the tool was designed and tested

in two institutions: the Passport Office and National Research Council Canada.

It is now time to make changes in light of comments received and to further develop
the tool in order to incorporate all the communication requirements. The linguistic
needs designator will be available on the OLLO site*” in the course of the

2004-05 fiscal year.

Inventory of client satisfaction assessment tools

This project, launched this year, consists in cataloguing and analyzing the tools that
institutions use to identify their clients and determine how satisfied they are with the
institutions’ services. The objective is to create a central inventory of tools that could
be adapted for active offer and service delivery in either of the official languages.

44. The results of this activity should be available this fall.
45. www.hrma-agrh.gc.ca/ollo




After a preliminary review of the replies received, 45 of 48 of the tools suggested
could be adapted to measure client satisfaction with regard to official languages

if a linguistic component were added. Now it is time to create the inventory and then
to promote it. This is an objective for 2004—05.

Audit guide for official languages

In February 2004, another self-assessment project was launched. This is a guide
for internal audit directorates to help them systematically incorporate an official
languages component into their audit program and ensure that institutions adopt
a more consistent approach to it. The guide will help institutions audit their
compliance with the Act and consolidate separate audits into a comprehensive
one that includes operational and linguistic components.

A draft version of this guide has been written. It will be edited and fine-tuned
in the course of the year. The Branch plans to disseminate the guide in 2004-05.

Web site linguistic quality assurance grid

A preliminary review of the Web sites of some institutions undertaken in 2002-03
revealed that it would be very difficult to conduct an audit of their linguistic quality,
because they contain such an enormous amount of information and because Web
sites tend to be updated quite frequently. Therefore, it was decided that it would be
better to design a grid that institutions could use to conduct their own assessments.

A draft version of the grid has been developed. Work is ongoing and we expect
this tool to be available in the course of the 2004-05 fiscal year.

X. Looking Ahead

All in all, things are going well. With the support of our employees, we are in
the process of building a new agency that is modern, dynamic, and proactive.
And official languages are among our primary concerns.

The Action Plan for Official Languages is helping us achieve our objectives and launch
initiatives aimed at making respect for official languages part of the daily routine.
This year we have made progress on many files, with the co-operation of institutions
and our partners, whose numbers are growing ever larger. Our vision of creating
cultural change is taking shape as our concrete actions influence behaviour and
perceptions. We are learning to do things differently in order to build an exemplary
public service with regard to official languages.
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Next year, the Agency will be working on several fronts. We will continue

the second phase of the policy review, which deals with communications with

and services to the public; we will begin implementing the new accountability
framework; and we will carry on with our investigation of the issues around
receptive bilingualism and with our study on how to retain second-language skills.
The Innovation Program will continue, and we are confident that it will be even
more successful as we move ahead. We will also see the results of numerous other
initiatives described in the report.

We will take the follow-up actions described in this report and work with institutions
to ensure that improvements are made, particularly with regard to language-skills
retention, whether for employees who are completing their language training or for
others. The reliability of statistics on the public service workforce and the measures
adopted by certain institutions to make the Official Languages Program more visible
and improve performance are other issues that we will be following.

As a centre of excellence in official languages and a broker of good practices,

the Branch will continue to create opportunities for the exchange of ideas. It will also
strive to bring champions and institutions’ official languages managers into a more
proactive strategic partnership.

We are confident that our new accountability model and the self-assessment tools
we propose will allow us to more accurately assess the linguistic performance

of institutions. Moreover, we count on institutions to co-operate by continuing

to address issues in their areas of responsibility so that they can fulfill their
obligations to Canadians and to their employees. We also hope that institutions will
conduct a review of the resources allocated to official languages.

We have accomplished a great deal over the past few years and we will continue

to do so, day after day, with the support of our partners, in order to implement
our vision of making the Public Service an institution that values linguistic duality
as a matter of respect and fairness. That is the ideal to which we aspire, and I am
positive that together, we can make it reality.




Official Languages

Statistical Appendix

List of tables
The tables that follow are grouped into three categories: A, B, and C.

A.

10.

11.

12.

13.

Personnel of institutions for which the Treasury Board is the
employer, including certain employees of the Royal Canadian
Mounted Police (RCMP) and of National Defence

Bilingual positions and the pool of bilingual employees in the Public Service
Language requirements of positions in the Public Service

Language requirements of positions in the Public Service by region

Bilingual positions in the Public Service, linguistic status of incumbents
Bilingual positions in the Public Service, second-language level requirements

Service to the public—bilingual positions in the Public Service,
linguistic status of incumbents

Service to the public—bilingual positions in the Public Service,
second-language level requirements

Language of work—internal services—bilingual positions in the
Public Service, linguistic status of incumbents

Language of work—internal services—bilingual positions in the
Public Service, second-language level requirements

Language of work—supervision—bilingual positions in the Public Service,
linguistic status of incumbents

Language of work—supervision—bilingual positions in the Public Service,
second-language level requirements

Participation of Anglophones and Francophones in the Public Service
by region

Participation of Anglophones and Francophones in the Public Service
by occupational category
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14.

15.

15.A

15.B

16.

Personnel of Crown corporations and other organizations for
which the Treasury Board is not the employer, including civilian
and regular members of the RCMP, members of the Canadian
Forces, and personnel of privatized organizations

Participation of Anglophones and Francophones in the RCMP and in
institutions and organizations for which the Treasury Board is not the
employer, by region

Participation of Anglophones and Francophones in the RCMP and in
institutions and organizations for which the Treasury Board is not the
employer, by occupational or equivalent category

Participation of Anglophones and Francophones in the Canadian Forces

Participation of Anglophones and Francophones as regular members
of the RCMP

All organizations subject to the Official Languages Act (the Act)

Participation of Anglophones and Francophones in all organizations subject
to the Act




Data sources

There are three sources of data:

+ the Position*® and Classification Information System (PCIS) for institutions
for which the Treasury Board is the employer;

+ the Official Languages Information System (OLIS II) for the other institutions,
including Crown corporations, the RCMP and the Canadian Forces; and

+ Burolis, the official directory of offices and points of service.

The reference year for the data in the statistical tables differs according to the
system, being March 31, 2004, for PCIS and Burolis, and December 31, 2003,
for OLIS II.

Interpretation and validity of data

Because of adjustments made over the years (for example, the creation,
transformation or the dissolution of some departments or organizations),
comparisons cannot always be made using the historical data that are
presented here.

Technical notes and definitions

In some tables, the data on the Public Service include a category, termed
“incomplete records,” to cover records for which some data are missing.

The data used in this report for the entire public service population are taken
from PCIS and differ slightly from those found in the Incumbent System.*’

To simplify the presentation of data in the tables, numbers have been
rounded to the nearest unit.

46. “Position” here means a position staffed for an indeterminate period or a determinate period
of three months or more, according to the data available as at March 31, 2004.

47. According to PCIS, the total population of the Public Service as at March 31, 2004,
is 165,679, compared to 165,976 in the Incumbent System.




Table 1

Establishing the linguistic profiles of positions and conducting the linguistic assessment of federal employees
is carried out according to three levels of proficiency:

e | evel A—minimum proficiency;
e [ evel B—intermediate proficiency; and
e [ evel C—superior proficiency.

The following three skills are assessed: reading, writing, and oral interaction (understanding and speaking).
The results shown in this table are based on test results for oral interaction administered as part of the
Second Language Evaluation (SLE).

Positions Pool of bilingual employees
Bilingual Superior Intermediate Minimum Total
positions proficiency proficiency proficiency
%

40 —

30 -

20 -

10 -

0

1978 1984 2003 2004

Source: Position and Classification Information System (PCIS)
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Table 2

All positions in the Public Service of Canada are designated as bilingual or unilingual, depending on their
specific requirements and according to the following categories:

¢ bilingual—a position in which all, or part, of the duties must be performed in both English and French;
¢ English essential—a position in which all the duties must be performed in English;
¢ French essential—a position in which all the duties must be performed in French; and

e either English or French essential (“either/or”)—a position in which all the duties can be performed
in English or French.

English French English or Incomplete

Year Bilingual essential essential French essential records Total
1978 25% 60% 8% 7% 0%

52,300 128,196 17,260 14,129 0 211,885
1984 28% 59% 7% 6% 0%

63,163 134,916 16,688 13,175 0 227,942
2003 38% 51% 5% 6% 0%

61,896 83,380 8,584 8,766 661 163,287
2004 39% 50% 5% 6% 0%

64,938 83,354 8,010 9,009 368 165,679

Source: PCIS




Table 3

The heading Unilingual Positions represents the sum of the three following categories: English essential,
French essential, and either English or French essential.

Since all rotational positions abroad, which belong primarily to Foreign Affairs Canada and International Trade
Canada, are identified as unilingual, the language requirements have been determined by the incumbents’
linguistic proficiencies rather than by the requirements of the positions.

Bilingual Unilingual Incomplete

Region positions positions records Total
Western provinces 5% 95% 0%
and Northern Canada 1,605 33,984 9 35,598
Ontario 10% 90% 0%
(excluding NCR) 2,079 18,244 7 20,330
National Capital 64% 36% 0%
Region (NCR) 44,798 25,031 249 70,078
Quebec 60% 40% 0%
(excluding NCR) 12,119 8,106 59 20,284
New Brunswick 49% 51% 0%

2,649 2,746 24 5,419
Other Atlantic 10% 90% 0%
provinces 1,368 11,829 20 13,217
Outside Canada 80% 20% 0%
(linguistic capacity) 603 150 0 753

Source: PCIS
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Table 4

Linguistic status of incumbents

The linguistic status of incumbents includes two categories:
1. Meet signifies that incumbents meet the language requirements of their positions; and
2. Do not meet, which is divided into two sub-categories:

e |ncumbents who are exempted are not required to meet the linguistic requirements of their positions.
In certain circumstances, government policy allows an employee to

— apply for a bilingual position staffed on a non-imperative basis without making a commitment to meet
the language requirements of that position (This normally applies to employees with long records of
service, employees with a disability preventing them from learning a second language and employees
affected by a reorganization or statutory priority);

— remain in a bilingual position without having to meet the new language requirements of that position
(This includes incumbents of unilingual positions reclassified as bilingual or incumbents of bilingual
positions for which the language requirements have been raised).

e |Incumbents who must meet the language requirements of their positions in accordance with the
Public Service Official Languages Exclusion Approval Order under the Public Service Employment Act.
This Order allows employees a two-year period to acquire the language proficiency required for
their positions.

Year Meet Do not meet Incomplete records Total
Exempted Must meet

1978 70% 27% 3% 0%

36,446 14,462 1,392 0 52,300
1984 86% 10% 4% 0%

54,266 6,050 2,847 0 63,163
2003 84% 8% 4% 4%

52,360 4,741 2,274 2,521 61,896
2004 85% 8% 4% 3%

55,349 5,393 2,317 1,879 64,938

Source: PCIS




Table 5

Second-language level requirements
The linguistic profile for a given position is determined according to three levels of second-language
proficiency:

e Level A—minimum proficiency;
e Level B—intermediate proficiency; and
e Level C—superior proficiency.

The other category refers to positions requiring either the code “P” or not requiring any second-language
oral interaction skills. Code “P” is used for a specialized proficiency in one or both of the official languages
that cannot be acquired through language training (e.g. stenographers and translators).

In tables 5, 7, 9, and 11, the levels required in the second language (C, B, A, and “other”) refer to
“oral interaction.”

Year Level C Level B Level A Other Total
1978 7% 59% 27% 7%

3,771 30,983 13,816 3,730 52,300
1984 8% 76% 13% 3%

4,988 47,980 8,179 2,016 63,163
2003 29% 66% 2% 3%

18,051 40,901 1,056 1,888 61,896
2004 30% 65% 2% 3%

19,480 42,454 1,033 1,971 64,938

Source: PCIS
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Table 6

Linguistic status of incumbents
This table focusses on the linguistic status of incumbents in positions for which there is a requirement to

serve the public in both official languages. The two categories of Meet and Do not meet are explained in the
description accompanying Table 4.

Year Meet Do not meet Incomplete records Total
Exempted Must meet

1978 70% 27% 3% 0%

20,388 8,016 756 0 29,660
1984 86% 9% 5% 0%

34,077 3,551 1,811 0 39,439
2003 84% 8% 4% 4%

33,186 2,982 1,639 1,559 39,266
2004 86% 7% 4% 3%

34,998 3,094 1,613 1,198 40,803
Source: PCIS




Table 7

Second-language level requirements

This table indicates the level of second-language proficiency required for bilingual positions where the public
must be served in the two official languages. The definitions of the levels of proficiency (C, B, A, and “other”)
are given in the description accompanying Table 5.

Year Level C Level B Level A Other Total

1978 9% 65% 24% 2%
2,491 19,353 7,201 615 29,660

1984 9% 80% 10% 1%
3,582 31,496 3,872 489 39,439

2003 32% 66% 1% 1%
12,533 25,850 602 281 39,266

2004 33% 65% 1% 1%
13,500 26,431 610 262 40,803

Source: PCIS
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Table 8

Linguistic status of incumbents

This table gives the linguistic status of incumbents of bilingual positions providing only internal services to the
Public Service, that is, positions in which there is a requirement to provide personnel services (such as pay)
or central services (such as libraries) in both official languages, in the National Capital Region and in regions
designated bilingual for the purposes of language of work, as set out in the Act.* The two categories

Meet and Do not meet are explained in the description accompanying Table 4.

Year Meet Do not meet Incomplete records Total
Exempted Must meet

1978 65% 32% 3% 0%

11,591 5,626 565 0 17,782
1984 85% 11% 4% 0%

20,050 2,472 1,082 0 23,554
2003 85% 8% 3% 4%

19,109 1,736 732 957 22,534
2004 84% 10% 3% 3%

20,291 2,281 799 672 24,043

* The regions designated as bilingual for language-of-work purposes are the National Capital Region, New Brunswick,
parts of Northern and Eastern Ontario, the bilingual region of Montréal, and parts of the Eastern Townships, Gaspé,
and Western Quebec.

Source: PCIS




Table 9

Second-language level requirements

This table shows the second-language level requirements for bilingual positions providing only internal services
to the Public Service. The definitions of the levels of second-language proficiency (C, B, A, and “other”) are
given in the description accompanying Table 5.

Year Level C Level B Level A Other Total
1978 7% 53% 31% 9%

1,225 9,368 5,643 1,546 17,782
1984 6% 70% 18% 6%

1,402 16,391 4,254 1,507 23,554
2003 24% 67% 2% 7%

5,498 15,001 444 1,591 22,534
2004 25% 66% 2% 7%

5,963 15,969 414 1,697 24,043

Source: PCIS
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Table 10

Linguistic status of incumbents

This table gives the linguistic status of incumbents of bilingual positions with supervisory responsibilities in the
two official languages. The explanations of the categories Meet and Do not meet are given in the description
accompanying Table 4.

Year Meet Do not meet Incomplete records Total
Exempted Must meet

1978 64% 32% 4% 0%
9,639 4,804 567 0 15,010

1984 80% 15% 5% 0%
14,922 2,763 1,021 0 18,706

2003 81% 6% 9% 4%
11,171 874 1,270 504 13,819

2004 82% 7% 8% 3%
11,917 952 1,220 376 14,465

Source: PCIS




Table 11

Second-language level requirements

This table shows the second-language level requirements for supervisory positions. However, because

a position may be identified as bilingual in terms of more than one requirement (e.g. service to the public
and supervision), the total of the positions in tables 7, 9, and 11 does not necessarily match the number of
bilingual positions in Table 5.

Year Level C Level B Level A Other Total
1978 12% 66% 21% 1%

1,865 9,855 3,151 139 15,010
1984 11% 79% 9% 1%

2,101 14,851 1,631 123 18,706
2003 50% 49% 1% 0%

6,899 6,802 72 46 13,819
2004 51% 49% 0% 0%

7,341 7,009 65 50 14,465

Source: PCIS
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Table 12

The terms “Anglophones” and “Francophones” refer to employees in terms of their first official language.
The first official language is the language declared by employees as the one with which they have a primary

personal identification (that is, the official language in which they are generally most proficient).

1978 1984 2003 2004

Canada and Outside Canada

Anglophones 75% 72% 69% 68%

Francophones 25% 28% 31% 32%
Total 211,885 227,942 163,287 165,679
Western provinces and
Northern Canada

Anglophones 99% 98% 98% 98%

Francophones 1% 2% 2% 2%
Total 49,395 52,651 35,612 35,598
Ontario (excluding NCR)

Anglophones 97% 95% 95% 95%

Francophones 3% 5% 5% 5%
Total 34,524 36,673 20,366 20,330
National Capital Region

Anglophones 68% 64% 59% 59%

Francophones 32% 36% 41% 41%
Total 70,340 75,427 67,008 70,078
Quebec (excluding NCR)

Anglophones 8% 6% 8% 7%*

Francophones 92% 94% 92% 93%
Total 29,922 32,114 20,323 20,284
New Brunswick

Anglophones 84% 73% 61% 60%

Francophones 16% 27% 39% 40%
Total 6,763 7,698 5,417 5,419
Other Atlantic provinces

Anglophones 98% 96% 96% 95%

Francophones 2% 4% 4% 5%
Total 19,212 21,802 13,334 13,217
Outside Canada

Anglophones 76% 74% 69% 70%

Francophones 24% 26% 31% 30%
Total 1,729 1,577 1,227 753

* On March 31, 2004, the participation of Anglophones in Quebec (excluding the NCR) stood at 1,606 employees

compared to 1,550 the previous year. This figure is different from that on page 29 because it has been rounded off.

Source: PCIS




Table 13

The terms “Anglophones” and “Francophones” refer to employees in terms of their first official language.
The first official language is the language declared by employees as the one with which they have a primary
personal identification (that is, the official language in which they are generally most proficient).

1978 1984 2003 2004

Canada

Anglophones 75% 72% 69% 68%

Francophones 25% 28% 31% 32%
Total 211,885 227,942 163,287 165,679
Management

Anglophones 82% 80% 72% 71%

Francophones 18% 20% 28% 29%
Total 1,119 4,023 3,770 3,872
Scientific and Professional

Anglophones 81% 78% 75% 74%

Francophones 19% 22% 25% 26%
Total 22,633 22,826 22,840 23,772
Administrative and Foreign Service

Anglophones 74% 71% 63% 63%

Francophones 26% 29% 37% 37%
Total 47,710 56,513 65,899 68,033
Technical

Anglophones 82% 79% 76% 76%

Francophones 18% 21% 24% 24%
Total 25,595 27,824 16,932 16,828
Administrative Support

Anglophones 70% 67% 67% 67%

Francophones 30% 33% 33% 33%
Total 65,931 72,057 33,571 32,888
Operational

Anglophones 76% 75% 76% 76%

Francophones 24% 25% 24% 24%
Total 48,897 44,699 20,275 20,286

Source: PCIS
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Table 14

1991 1994 2002 2003

Canada and Outside Canada

Anglophones 72% 72% 74% 74%

Francophones 26% 26% 24% 24%

Unknown 2% 2% 2% 2%
Total 270,329 232,337 299,799 295,632
Western provinces and Northern Canada

Anglophones 91% 91% 93% 93%

Francophones 6% 6% 4% 4%

Unknown 3% 3% 3% 3%
Total 76,526 67,934 92,037 90,194
Ontario (excluding NCR)

Anglophones 90% 90% 90% 90%

Francophones 8% 8% 7% 7%

Unknown 2% 2% 3% 3%
Total 63,786 56,611 78,951 78,315
National Capital Region

Anglophones 66% 63% 66% 67%

Francophones 34% 37% 34% 33%

Unknown 0% 0% 0% 0%
Total 30,984 27,489 40,263 39,667
Quebec (excluding NCR)

Anglophones 15% 18% 17% 16%

Francophones 83% 80% 82% 83%

Unknown 2% 2% 1% 1%
Total 50,255 45,641 54,168 52,911
New Brunswick

Anglophones 75% 74% 76% 75%

Francophones 23% 24% 24% 25%

Unknown 2% 2% 0% 0%
Total 10,857 8,320 9,715 9,735
Other Atlantic provinces

Anglophones 91% 90% 91% 91%

Francophones 9% 10% 8% 8%

Unknown 0% 0% 1% 1%
Total 29,629 24,627 23,535 23,756
Outside Canada

Anglophones 72% 77% 79% 75%

Francophones 28% 23% 21% 25%

Unknown 0% 0% 0% 0%
Total 8,292 1,715 1,130 1,054

Note: See the explanation of the terms “Anglophones” and “Francophones” in Table 12.

Source: OLIS Il




Table 15

1991 1994 2002 2003

Canada

Anglophones 72% 72% 74% 74%

Francophones 26% 26% 24% 24%

Unknown 2% 2% 2% 2%
Total* 270,329 232,337 299,799 295,632
Management

Anglophones 72% 72% 75% 76%

Francophones 26% 27% 25% 24%

Unknown 2% 1% 0% 0%
Total 7,209 16,270 9,355 12,612
Professionals

Anglophones 73% 72% 74% 73%

Francophones 27% 28% 26% 27%

Unknown 0% 0% 0% 0%
Total 11,602 11,444 26,073 24,163
Specialists and Technicians

Anglophones 70% 72% 77% 77%

Francophones 29% 27% 22% 22%

Unknown 1% 1% 1% 1%
Total 17,645 15,164 52,540 52,625
Administrative Support

Anglophones 68% 74% 70% 70%

Francophones 30% 26% 29% 29%

Unknown 2% 0% 1% 1%
Total 23,841 67,821 38,476 33,909
Operational

Anglophones 72% 72% 74% 75%

Francophones 23% 22% 21% 21%

Unknown 5% 6% 5% 4%
Total 92,492 50,775 98,670 96,928

* These totals include the data from tables 15.A and 15.B.

1 This total includes 117,540 members of the Canadian Forces for whom the occupational category was
not available.

Note: See the explanation of the terms “Anglophones” and “Francophones” in Table 12.
Source: OLIS Il
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Table 15.A

(Treasury Board is not the employer.)
The information on the Canadian Forces is in the form of a sub-table to provide a better overview.

Sub-tables 15.A and 15.B relate to Table 15, presenting a global portrait of participation in those organizations
for which the Treasury Board is not the employer.

1991~ 1994 2002 2003

Generals

Anglophones 76% 76% 74%

Francophones 24% 24% 26%

Unknown 0% 0% 0%
Total 96 72 72
Officers

Anglophones 76% 75% 76%

Francophones 24% 25% 24%

Unknown 0% 0% 0%
Total 16,051 13,576 18,872
Other Ranks

Anglophones 71% 72% 72%

Francophones 29% 28% 28%

Unknown 0% 0% 0%
Total 54,716 47,447 47,681

* Distribution by category is not available for the 117,540 members of the Canadian Forces.
Note: See the explanation of the terms “Anglophones” and “Francophones” in Table 12.
Source: OLIS Il




Table 15.B

(Treasury Board is not the employer.)

This table contains data concerning regular members of the RCMP. The civilian members of the RCMP
are included in Table 15. For more information on the composition of the RCMP workforce, consult its

annual report.

1991+ 1994+ 2002 2003

Officers

Anglophones 81% 82%

Francophones 19% 18%

Unknown 0% 0%
Total 395 432
Non-commissioned officers

Anglophones 82% 82%

Francophones 18% 18%

Unknown 0% 0%
Total 4,454 4,518
Constables

Anglophones 82% 83%

Francophones 18% 17%

Unknown 0% 0%
Total 8,741 8,820

* For these two years, the data are found in Table 15.
Note: See the explanation of the terms “Anglophones” and “Francophones” in Table 12.
Source: OLIS Il
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Table 16

This table gives a summary of the participation of Anglophones and Francophones in all organizations subject
to the Act, that is, federal institutions and all other organizations that, under federal legislation, are subject to
the Act or parts thereof, such as Air Canada and designated airport authorities.

1991 1994 2003 2004
Anglophones 72% 72% 72% 72%
Francophones 27% 27% 27% 27%
Unknown 1% 1% 1% 1%
Total 483,739 450,837 463,086 461,311

Note: See the explanation of the terms “Anglophones” and “Francophones” in Table 12.
Sources: PCIS and OLIS Il
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