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EXECUTIVE SUMMARY 
 

The Changing Landscape 

Labour market planning is an exceedingly challenging activity considering the landscape is constantly 

shifting as a result of economic, social and technological changes. Traditional, periodic (five or ten year) 

plans no longer seem to be effective in the knowledge economy paradigm. Convergence is bringing 

forth new emerging jobs that fuse skills and knowledge from multiple disciplines. Many of the jobs that 

will be available in 2020 cannot even be imagined at the moment. As the landscape changes, labour 

market planning activities need to be on-going, cyclical, and constantly integrating and generating new 

data and research.  

 

Advantages & Challenges 

In a knowledge economy, collaboration and innovation, rather than competition, characterise business 

ǊŜƭŀǘƛƻƴǎƘƛǇǎ ŀǎ ŎƻƳǇŀƴƛŜǎ ǊŜƻǊƎŀƴƛȊŜ ǘƘŜƳǎŜƭǾŜǎ ƛƴǘƻ ƛƴŘǳǎǘǊȅ άŎƭǳǎǘŜǊǎΦέ hƴǘŀǊƛƻ ƛǎ ƘƻƳŜ ǘƻ ǘƘǊŜŜ 

such clusters in the information and communications technology (ICT) sector ς the Greater Toronto 

Area, Kitchener/Waterloo and Ottawa.  Ottawa has many advantages including: 

¶ Affordability, security and goodwill; 

¶ Access to quality higher education institutions; 

¶ A small but productive agricultural base; 

¶ Sector hubs in ICT, healthcare and public administration; 

¶ A plethora of think tanks and institutes devoted to creating knowledge; and 

¶ A highly educated, diverse and mobile workforce. 

 

! ƘŜŀƭǘƘȅ ǇǊƻǇƻǊǘƛƻƴ ƻŦ hǘǘŀǿŀΩǎ ǇƻǇǳƭŀǘƛƻƴ ƛǎ ƳŀŘŜ ǳǇ ƻŦ ƘƛƎƘƭȅ ŜŘǳŎŀǘŜŘ immigrants, women and 

aboriginals (a major youth demographic).  !ǎ hǘǘŀǿŀΩǎ ƳǳƭǘƛŎǳƭǘǳǊŀƭ ǇƻǇǳƭŀǘƛƻƴ ŜȄǇŀƴŘǎΣ ƛǘ ƛǎ ƛƴ ŀ ǳƴƛǉǳŜ 

position to explore emerging markets whose economies are booming.  

 

At the same time, Ottawa faces challenges. With an ageing population, rising healthcare and energy 

costs, and a severe shortage of qualified labour forecasted over the next decades, Ottawa has to 

enhance the productivity of its labour force in order to generate the growth required to prosper.  

Developing the local labour supply by integrating underutilized groups such as immigrants, aboriginals 

and youth, re-training underemployed, unemployed and existing workers, and attracting new workers, 

requires investments in education and training, as well as ensuring policies and regulatory 

environments are conducive to business.  

 

Ottawa has a unique challenge ς many jobs require potential employees to obtain security clearances. 

These clearances cost employers money, delay staffing and increase barriers to employment. Finding a 

way to streamline security clearances is of great significance to Ottawa employers. 
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Developing labour demand is equally important. Ottawa needs to support entrepreneurship to create 

new jobs and maximize favourable conditions to attract businesses to locate to the city. 

 

The Ottawa Brand  

To attract employers, knowledge workers and capital, Ottawa has to determine how it is going to brand 

itself and which niches it will develop. Ottawa has a number of potential niches. It can be a city reputed 

for its technology (including digital media, life sciences and cleantech), e-health and health technology, 

green construction and manufacturing hubs.  These niches point to the emergence of new cross-

disciplinary, convergent industries.  There exists a window of opportunity for Ottawa to brand itself as 

/ŀƴŀŘŀΩǎ innovation capital. 

 

Strategic Framework & Priorities  

In addition to long-term strategies, some imminent planning priorities have been identified for 2011-

2012. 

¶ Convergence is bringing forth new emerging jobs that fuse skills and knowledge from multiple 

disciplines.  Identifying emerging demand and focusing on the required multi-disciplinary skills 

and knowledge will be key.  Initial areas identified, on which to focus, include:  green 

construction, Ottawa's LRT initiative, and health technology/e-health. 

¶ Employers are demanding certain cross-sectoral skills: behavioural competencies around 

people, communication and management skills, as well as basic technical skills and emerging 

multidisciplinary skills. Enhancing these skill sets, particularly for workers in ICT and health, is a 

priority.  

¶ Ottawa needs to effectively tap into labour supply to increase employment and address labour 

shortages in key areas.  Immigrants, aboriginals and youth have all been identified as key 

populations on which to focus; many of whom are unemployed or under-employed. 

¶ hǘǘŀǿŀΩǎ employers have to be prepared for the oncoming labour shortages by engaging in 

strategic workforce planning. They need support in succession planning, talent management, 

business planning and marketing.  

¶ Creating a culturally competent workforce and leveraging multilingual skills should help Ottawa 

businesses tap into new markets/ economies.  

¶ Entrepreneurship̧ particularly youth entrepreneurship, needs to be encouraged and supported 

if the economy is to grow in the long-term, particularly in growth industries (health, ICT and 

construction).   

¶ We need to focus on innovation across all sectors to ensure that Ottawa is well-positioned in 

today's knowledge economy and look for opportunities to brand the city as Canada's innovation 

capital. 

¶ A supportive relationship between governments and industry, and a collaborative approach to 

labour market planning that engages key stakeholders, are ŎǊƛǘƛŎŀƭ ǘƻ hǘǘŀǿŀΩǎ ǎǳŎŎŜǎǎ.   
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The graphic below outlines the framework and the 2011 priorities which are detailed in the in the 

Strategic Plan & Partnerships section of this report.  The Labour Market Planning and Service Delivery 

Committees have identified a phased approach to strategic planning, focusing on key priorities and 

sectors. The committees will review issues on an on-going basis and determine priorities based on 

maximizing the impact ƻƴ hǘǘŀǿŀΩǎ ŜŎƻƴƻƳȅΦ  CƻǊ ŜȄŀƳǇƭŜΣ ŀƭǘƘƻǳƎƘ ǘƘŜ ǘƻǳǊƛǎƳ ǎŜŎǘƻǊ ǿŀǎ ƴƻǘ 

identified as a short-ǘŜǊƳ ƭŀōƻǳǊ ƳŀǊƪŜǘ ǇǊƛƻǊƛǘȅ ŦƻǊ нлммΣ ƛǘ ƛǎ ŀƴ ƛƴǘŜƎǊŀƭ ǇŀǊǘ ƻŦ hǘǘŀǿŀΩǎ ŜŎƻƴƻƳȅ ǘƘŀǘ 

offers opportunity for development and may be identified as a priority area in 2012-2013. 

 

The Strategic Framework for Ottawa focuses on collaboration and innovation. The long-term strategy is 

ǘƻ ŘŜǾŜƭƻǇ hǘǘŀǿŀ ƛƴǘƻ /ŀƴŀŘŀΩǎ ƛƴƴƻǾŀǘƛƻƴ ŎŀǇƛǘŀƭ ŀƴŘ ƳŜŜǘ ƭŀōƻǳǊ ŘŜƳŀƴŘ ǘƘǊƻǳƎƘ ŘŜǾŜƭƻǇƛƴƎ ŀ 

multi-pronged approach to labour supply. Building connections and educating the community will be an 

integral part of integrated labour market planning.  These components will be incorporated into all 

priorities addressed in the coming years.  

 
 

This report ƻǳǘƭƛƴŜǎ ŀƴ ƻǾŜǊǾƛŜǿ ƻŦ ŜŀŎƘ ƻŦ hǘǘŀǿŀΩǎ ƪŜȅ ǎŜŎǘƻǊǎΣ ŎƘŀƴƎƛƴƎ ƭŀōƻǳǊ ƳŀǊƪŜǘ ƛƴŘƛŎŀǘƻǊǎΣ ǘƘŜ 

strategic plan and detailed sector summaries, encapsulating the labour demand, supply, challenges and 

opportunities in each sector over the coming years. 

Long-term 
Strategy

We are forward-
thinking, engaging 
stakeholders and 

leveraging 
key populations to 

meet all future 
labour demands.  
With a focus on 

cross-sectoralhubs, 
Ottawa is branded 
/ŀƴŀŘŀΩǎ ƛƴƴƻǾŀǘƛƻƴ 
capital, attracting 
both business and 
knowledge to a city 
that boasts a broad 
spectrum of workers 
with the right skills 

in the right jobs.

Our 
Approach

Collaboration

Engaging key
stakeholders in
an integrated
approach to 
local labour

market
planning, with
industry and
government

working 
together in a 
supportive
relationship

Innovation

3. Build connections with the labour force ςfocus on key populations

also focus on unemployed and under-employed in all populations

1. Build connections across sectors ςfocus on emerging opportunities

Green construction
LRT initiative

Health technology 
e-Health

Leverage 
emerging demand

4. Build connections between SMEs and the labour force ςfocus on business/HR support

Business Planning Talent Management Succession Planning

2. Build connections between demand and the labour force ςfocus on cross-sectoralskills

Leverage cross-sectoral
skills and innovation

Immigrants Aboriginals Youth

Leverage 
key populations

Cultural 
competence

Innovation & 
Entrepreneurship

Leverage HR/ 
business skills 
to link SMEs 

to labour supply

Cultural 
competence

Innovation & 
Entrepreneurship

2011 Strategic Framework ςBuilding Connections

focus on other sectors and emerging opportunities as they are identified as priorities

Construction ICT Health

Behavioural competencies Multidisciplinary skills Basic technical skills
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1.  INTRODUCTION 
 

The 2010-2012 Ottawa Integrated Local Labour Market Plan is the culmination of the collaborative 

efforts of OttawaΩs key stakeholders: business, community, education, labour and government. This 

report analyzes changes in the Ottawa labour market, key sector changes and issues of labour demand 

and supply. A detailed literature review of statistical data, reports and studies, combined with 

community consultation, helps us to analyze the Ottawa economy, and reveals the skills needs and 

employment patterns likely to play out over the coming years. As such, this report outlines key 

considerations and a strategic action plan to enhance labour market planning in Ottawa. 
 

 

Strategic Context 

Since 2008, the Ontario Government has moved forward with the transformation of Employment 

Ontario to benefit all customers ς individuals, employers and communities.  As part of the new 

customer-focused approach to labour market planning, and due to an absence of a workforce planning 

board in the area, a new model of integrated local labour market planning (ILLMP) has been 

undertaken. Employers representing key sectors of the local economy confirmed the need for an ILLMP 

initiative in Ottawa in December 2008 and agreed to form a committee that plays an active role in 

providing labour market planning guidance to the Ministry of Training, Colleges and Universities (MTCU) 

Ottawa Office. The partnerships built through the ILLMP initiative have been integral to the success of 

labour market planning in Ottawa. Stakeholder commitment has been fundamental to the success of 

this initiative.  
 

 

Integrated Local Labour Market Planning Core Principles 

V Information-driven: Planning processes and decisions are based on factual and timely information 

on current and future skills needs (labour market information, environmental scans, employer 

feedback, etc.). 

V Demand-driven: Employer leadership and engagement are crucial to the success of the plan. 

Industry needs are identified, key priorities are determined and an action plan is developed.  

Industry plays an active role in the solutions, along with service providers, educators, trainers and 

all levels of government. 

V Identifies risks and challenges: Planning processes identify challenges and key risks in delivering 

on priorities, and outline options to mitigate critical issues. 

V Transparent and values-based: The plan is developed based on input from employers 

representing the key sectors of the Ottawa labour market and community stakeholders. 

V Reported regularly and well-communicated: Regular reporting on integrated labour market 

planning takes place through a variety of media best suited for easy use of the information. 
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Labour Market Planning Model  

To frame our thinking around the strategic plan and planning priorities, we have developed a model that 

shows both the supply and demand side of Labour Market Planning.  In looking at priorities and actions 

that can be taken to address the issues identified, it is important to consider both sides of the equation.  

We need to have a clear understanding of the labour market demand to ensure that the supply is 

leveraged to meet current and future needs.  While attracting and retaining demand falls more within 

the realm of economic development, the Ottawa ILLMP group has considered this component, and may 

take action in that arena where it fits within our strategic framework. 
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 2.  THE OTTAWA LABOUR MARKET 
 

Overview  of Key Sectors 
 

Sector: Tourism 

ISSUES & CHALLENGES:   Canadians have a very positive view of Ottawa. In a recent survey, Ottawa was 

the most positively perceived major city in Canada, with an 82% approval rating and 75% said Canadians 

ǎƘƻǳƭŘ ƘŀǾŜ ŀ ǎŀȅ ƛƴ ǘƘŜ ŦǳǘǳǊŜ Ǉƭŀƴǎ ƻŦ /ŀƴŀŘŀΩǎ ŎŀǇƛǘŀƭΦ !ƭǘƘƻǳƎƘ ǎǇŜŎƛŦƛc figures are hard to come by, 

it is estimated that Parliament Hill attracts 3 million visitors annually, compared to Niagara Falls (12 

million) and Vancouver (9 million), so there is room for improvement. In addition to environmental 

factors such as the strong Canadian dollar and volatile oil prices, technology is fundamentally changing 

the way people engage, plan, market and conduct travel, and this impacts the jobs that will be available 

in coming years. A Conference Board of Canada study published in 2009-нлмл ǎŀƛŘ ǘƘŀǘ hǘǘŀǿŀΩǎ ǘƻǳǊƛǎƳ 

employers find it difficult to recruit and retain qualified, reliable employees (high turnover); employee 

wage expectations are high (although the sector is dominated by low-skilled jobs); there is shortage of 

skilled labour in the local area; and, young people are uninterested/unaware of tourism jobs. 

 

POTENTIAL SOLUTIONS:  Ottawa has existing partnerships looking at tourism as an integral part of 

hǘǘŀǿŀΩǎ ōǊŀƴŘ ƛƳŀƎŜ ŀƴŘ a plan in place. This should be strengthened. A concerted effort should be 

made to leverage social media and other technologies to boost tourism. Currently, the Ottawa Tourism 

website, for example, allows people to join them on Facebook (5,062 likes), Flickr (323 photographs) and 

Twitter (3,836 followers). In contrast, Tourism Vancouver has the following statistics: 23,703 likes on 

CŀŎŜōƻƻƪΤ сΣррф CƭƛŎƪǊ ǇƘƻǘƻǎ όŀ άƎǊƻǳǇ Ǉƻƻƭέ ƴƻǘ ǊŜǎǘǊƛŎǘŜŘ ǘƻ Ƨǳǎǘ ǘƘŜ ǘƻǳǊƛǎƳ ƛƴŘǳǎǘǊȅύ ŀƴŘ 21,154 

followers on Twitter1. A ǎǘǊŀǘŜƎȅ ƛǎ ƴŜŜŘŜŘ ǘƻ ŎǊŜŀǘŜ άōǳȊȊέ ŀǊƻǳƴŘ ǾƛǎƛǘƛƴƎ hǘǘŀǿŀΣ ŜƴƎŀƎƛƴƎ ŎƛǘƛȊŜƴ 

journalists and building on the positive goodwill towards the city ς that may attract younger workers. 

 

Due to recent recessionary pressures, the labour shortage that was anticipated in the tourism sector has 

eased. However, Ottawa is expected to need 1,316 additional workers by 2015, particularly in Food and 

beverage services (e.g., cooks and servers). However, workers in this sub-sector are amongst the lowest 

paid as turnover is high, and is dominated by part-time shift work favoured by youth and female 

workers. Promoting career opportunities, engagement/retention strategies and youth entrepreneurship 

could be explored. There is a strong food culture in Ottawa ς AAA Diamond restaurants, Le Cordon Bleu, 

ethnic food galore ς ȅŜǘ ƛǘΩǎ ƴƻǘ άƪƴƻǿƴέ ŀǎ ŀ ŦƻƻŘ ŎƛǘȅΦ ¢ƘŜǊŜ Ƴŀȅ ōŜ ŀƴ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ ǎǘǊŀǘŜƎƛȊŜ 

around Ottawa as a gastronomic city (culinary tourism) which, in turn, may help attract youth into the 

sector.  Other tourism strategies to link into could include adventure tourism or wellness tourism.   

                                                           
1
 Figures correct as of December 1, 2011. Flickr (photo sharing), Facebook (social networking) and Twitter (micro-

blogging) are some of the key tools in web 2.0. 
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Sector: Information, Communications & Technology  

ISSUES & CHALLENGES:  The sector has bled jobs since the 2000s in the manufacturing, telecoms and 

broadcast sub-sectors, and empƭƻȅƳŜƴǘ ƛƴ hǘǘŀǿŀΩǎ L/¢ ǎŜŎǘƻǊ Ƙŀǎ ǎƘǊǳƴƪ ǎǳōǎǘŀƴǘƛŀƭƭȅΦ Mature 

industries in Ottawa include knowledge-based support services, telecommunications, software and 

defence. There is a fairly severe shortage of particular skills in ICT. Specific occupations such as 

Computer and information systems managers, Telecommunications carriers managers, Information 

systems analysts and consultants, and Broadcast technicians are in high demand. Technology trends 

(most notably the adoption of 'Cloud' computing) and off-shoring have weakened demand for Computer 

network technicians and User support technicians, causing another shift in employment.  The ICT sector 

is also undergoing another convergence. ICT has become a foundational skill and interactions between 

information technology, engineering, biology and other disciplines are creating entirely new ways of 

generating, organizing and interacting with our world. This is causing challenges in trying to find workers 

with multidisciplinary skills, as well as workers combining technical and management skills. 

 

Labour supply conditions in Ontario are much more strongly influenced by immigration than other 

provinces. Internationally-educated professionals account for just shy of 20% of ICT workers, yet, 

overall, their employment rates are much lower than Canadian-born workers. Women tend to be 

concentrated in certain disciplines such as web and graphic design. 

 

POTENTIAL SOLUTIONS: The contraction of the early 2000s can be seen in a positive light ς excess fat 

has been trimmed and ICT organizations are running tighter ships. Coupled with emergence and growth 

of new firms and new clusters, including clean technology, digital media and life sciences ς the latter of 

which grew 73% between 2006 and 2008 ς Ottawa has an opportunity to brand itself an innovation 

capital. ²ƘŜǘƘŜǊ ƛǘΩǎ ƎǊŜŜƴ ŎƻƴǎǘǊǳŎǘƛƻƴ ŀƴŘ ƘƻǳǎƛƴƎΣ ǇŀǘƛŜƴǘ ƛƴŦƻǊƳŀǘƛŎǎ ƻǊ ŀǎǎƛǎǘƛǾŜ ŘŜǾƛŎŜǎ ŦƻǊ ǘƘŜ 

elderly (pertinent for markets with rapidly ageing populations), there are a plethora of occupations, 

products and services arising out of the convergence of technologies and human-technology interaction.  

Some suggestions to deal with the current tight labour supply include: 

¶ Encouraging more post-secondary students to take ICT-related courses and evolving a more 

multidisciplinary curriculum. 

¶ Embracing more diversity in the ICT workforce by integrating more foreign-trained workers and 

women. Almost 50% of all ICT workers in Canada initially settle in Ontario, yet they make up 

20% of the labour supply. Whether it is through additional training (communications/ language/ 

soft skills) for immigrants, or better human resource training for employers, this is an important 

labour pool. Women make up 25% of ICT workers and are not evenly spread across disciplines. 

More effort needs to be made on both the training and employment side to move women into 

engineering and technical roles. 

¶ Moving workers from declining KBI sub-sectors to growing sub-sectors, particularly leveraging 

their experience in larger businesses, so that they can contribute to small businesses since 50% 

ƻŦ hǘǘŀǿŀΩǎ Y.L ŎƻƳǇŀƴƛŜǎ ƘŀǾŜ мл ƻǊ ŦŜǿŜǊ ŜƳǇƭƻȅŜŜǎΦ 
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Sector: Healthcare and Social Assistance 

ISSUES & CHALLENGES:  A 2006 report2 on the 10-year outlook for the Canadian labour market stated 

that the largest number of occupations showing signs of shortages at the national level is found in the 

health sector. Pressures are particularly acute for physicians, therapy and assessment professionals 

(e.g., physiotherapists), head nurses and nurse aides. Other health occupations, such as registered 

nursing assistants, audiology technicians, physiotherapy technicians and medical radiation technologists, 

are also under pressure.  

 

On the other hand, supply growth in many of these occupations has been relatively weak. Canadian 

health professionals are ageing, particularly physicians and nurses. There is a 3 to 10 year time lag 

between the labour market entries of health professionals into the labour market. Immigrants make up 

a significant share of the Canadian health workforce, with more than 37% of all physicians and about 

20% of all registered nurses being foreign-born. However, the rate of integration of foreign-trained 

health professionals has decreased tremendously (e.g., foreign-trained physicians made up 30.5% of 

Canadian physicians in 1980. In 2005, they made up 9%). With a large immigrant population in Ottawa 

that is ageing, practitioners with multilingual skills are going to be in even more demand. 

 

Technology is changing the way we deliver health, particularly electronic health informatics and 

distribution. The top labour issues in e-health are: not enough candidates/qualified applicants; 

candidates do not have the required competencies; and, the compensation offered for the e-Health 

position was not attractive enough. There is also a growing market for entrepreneurship in the health 

sector. With an ageing population, there is immense scope for ageing products such as assistive devices, 

personal support and nursing, long-term and short-term care facilities.  

 

POTENTIAL SOLUTIONS:  Exploring ways to increase access to healthcare jobs by internationally-

educated health professionals is a key strategy. Entry-to-practice rates need to be increased 

substantially ς and a combination of training solutions and engaging with stakeholders to review 

licensing processes may be an option. Bridging programs have been set up for foreign-trained healthcare 

professionals; however, licensure and employment rates have to be verified. Anecdotal evidence 

suggests that although bridging programs may increase licensure rates, they do not tend to increase 

employment post-licensure, thus not affecting the labour supply positively. 

 

Considering that Ottawa is a technology hub, the city could consider playing a more strategic role in 

attracting health technology businesses to the region. However, the appropriate training has to be 

available, to train the next generation of e-health and health technology workers. Further, 

entrepreneurship training and multilingual skill/cultural competence training has to be made available. 

 

                                                           
2
 Human Resources and Skills Development Canada (2010) Looking Ahead: A 10-year Outlook for the Canadian Labour Market 

(2006-2015). http://www.hrsdc.gc.ca/eng/publications_resources/research/categories/labour_market_e 

/sp_615_10_06/sp_615_10_06e.pdf accessed September 20 , 2011.  

http://www.hrsdc.gc.ca/eng/publications_resources/research/categories/labour_market_e/sp_615_10_06/sp_615_10_06e.pdf
http://www.hrsdc.gc.ca/eng/publications_resources/research/categories/labour_market_e/sp_615_10_06/sp_615_10_06e.pdf
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Sector: Education 

ISSUES & CHALLENGES:  The Education sector population is ageing ς persons aged 55+ make up 16% of 

workers in the sector. Employment prospects for most educational service occupations ς other than 

school teachers ς are average. Specific occupations have good prospects, including university professors, 

community service and social workers, early childhood educators and paralegals.   

 

Teachers, in particular, have limited prospects due to a number of reasons. There are now roughly 7,000 

more certified teachers entering the profession each year than there are retirement spots to fill. The 

rate of first-year regular-job success for French-language teachers has fallen to 51% from 72%. The job 

situation is particularly acute for new teachers qualified in the Primary-Junior divisions.  Part-time 

teaching has increased from 38% to 43%, and underemployment continues to rise and now stands at 

43%. Even qualifications in high-demand fields do not significantly increase the employment rate of 

immigrant teachers. 64% of Ontario graduates with high-demand qualifications in math, chemistry and 

French are employed as full-time teachers by the end of their first year of certification, while only 19% 

of immigrant teachers with the same high-demand qualifications are fully employed. Consultations with 

schools and colleges have outlined recruitment and retention challenges at executive leadership levels. 

  

POTENTIAL SOLUTIONS: The 2010 Ontario College of Teachers report, Transition to Teaching, does not 

suggest any solutions to the oversupply issue. Although unconventional, one idea to increase options for 

employment for foreign-trained teachers may be to get school boards to explore the introduction of 

broader language courses beyond European languages. Considering that Canadians are increasingly 

multicultural and economic growth opportunities lie in the developing nations situated in Asia, the 

Middle East, Africa and Latin America, this may, in fact, promote social inclusion and long-term 

economic growth. Educational institutions may also need to adopt a more systematic approach and 

long-term view of leadership development aligned to their strategic goals and vision. 

 

A Conference Board of Canada Report ǊŀǘŜǎ /ŀƴŀŘŀ ŀ Ψ5Ω ƛƴ ƛƴƴƻǾŀǘƛƻƴΦ  hƴƭȅ 2% of businesses in 

Ontario conduct research and development that would support innovation and improve 

competitiveness. Educational institutions ς colleges and universities ς have an important role in 

stimulating innovation through applied research and college-industry collaboration. hǘǘŀǿŀΩǎ ŎƻƭƭŜƎŜǎ 

and universities could combine their capabilities and territorial advantage to enhance innovation by 

developing the right workforce (through education and training) and utilizing their knowledge capacities 

to work with innovative businesses. This may also be another area in which to engage bright teaching 

graduates with research competencies.  

 

Finally, Ottawa, in particular, is poised well as a knowledge-based city with several ICT and other 

emerging technology clusters. Given the economic restructuring that Ontario is expected to undergo in 

the coming decade and our ageing population, a major priority could be the examination of the role of 

postsecondary institutions in meeting the labour market needs of the new economy. 
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Sector: Agricult ure 

ISSUES & CHALLENGES:  hƴƭȅ лΦро҈ ƻŦ hǘǘŀǿŀΩǎ ƭŀōƻǳǊ ŦƻǊŎŜ ǿƻǊƪŜŘ ƛƴ ƻŎŎǳǇŀǘƛƻƴǎ ǳƴƛǉǳŜ ǘƻ 

ŀƎǊƛŎǳƭǘǳǊŜ ŜȄŎƭǳŘƛƴƎ ƭŀōƻǳǊŜǊǎ ƛƴ нллсΣ ŎƻƳǇŀǊŜŘ ǿƛǘƘ мΦпс҈ ƻŦ hƴǘŀǊƛƻΩǎ ƭŀōƻǳǊ ŦƻǊŎŜΦ  Compared to 

Ontario, Ottawa has a much smaller proportion of its population in occupations unique to agriculture.  

The agriculture workforce is ageing, with those 65 years and older making up 12.1% of the farming 

population in the province and fewer than 10% of them are immigrants. In addition, almost half list their 

main occupation as non-agricultural.  Off the farm, they are working as transportation equipment 

operators and clerical staff.  Only 11.6% of farm operators in the province have an undergraduate 

degree and 10.7% have apprenticeship or trades certificates or diplomas. Many farming communities 

report the loss of young people to the cities.  

 

There are greater challenges impacting the agriculture sector beyond labour supply, including: 

transportation of agricultural products; water; climate change and environmental stresses; rising energy 

costs; lack of equity and financing for small businesses encouraging the conglomeration of larger farms; 

and, an onerous regulatory framework. For Ottawa, in particular, there is a need for a regional strategy 

at the city level.  

 

POTENTIAL SOLUTIONS:  Some best practices have been outlined by the Agricultural Institute of Canada. 

These include:  leading farmers frequently looking outside of their business for information and advice; 

helping farmers improve their knowledge of their asset-base; finding more efficient ways to reduce 

costs; and, finding ways to foster and enhance continued innovation and growth in a manner that 

maximizes global competitiveness and minimizes domestic uncertainty and upheaval. As part of that 

innovation, we should explore the idea of developing or strengthening a farm incubator in Ottawa, and 

leverage the availability of arable land, university and college expertise to develop solutions around 

άŦƻƻŘ ǎŜŎǳǊƛǘȅέ ŀƴŘ άǎƳŀƭƭ ǎŎŀƭŜ ŦŀǊƳƛƴƎέ ǘƘŀǘ ǘƛŜ ƛƴǘƻ ǘƘŜ άмлл ƳƛƭŜ ŘƛŜǘέ and άƭƻŎŀƭ ŦƻƻŘ ƳƻǾŜƳŜƴǘǎΦέ 

 

This is a niche area worth exploring that would necessitate the labour market entry of food and 

agricultural biologists, scientists, economists, engineers, farmers, etc. Creating an entrepreneurial 

climate is the key to successful innovators and business diversification within Canadian agriculture. 

There may be an opportunity to align with other industry players, both upstream and downstream, 

towards a common regional strategy for re-defining agriculture based on a climate of innovation. 

The Agriculture Institute of Canada report also outlines specific recommendations:  

¶ Start the process of examining new business models, management systems and market 

approaches based on innovation and diversification. 

¶ Undertake a critical review of policies, programs and regulations to streamline them. 

¶ Explore providing infrastructure support and development to small communities, including 

communications ς ǳǘƛƭƛȊŜ hǘǘŀǿŀΩǎ ǎǘǊƻƴƎ L/¢ ǎŜŎǘƻǊ. 

¶ Spend resources on better marketing and linkages and promote a better industry image. 

 

A vibrant agricultural sector may help to attract qualified labour as well. 
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Sector: Manufacturing  

ISSUES & CHALLENGES:  Only 5% of Canadian manufacturers are expected to hire over the next three 

years. Manufacturing is shrinking and has lost jobs over the past decade as outsourcing, off-shoring and 

cheaper labour supply in developing countries has moved jobs overseas.  

 

Given the downturn in Manufacturing, Ottawa appears to have an adequate supply of skills. There could 

be challenges in the future in obtaining supervisors in manufacturing, assemblers and labourers given 

that there is a significantly lower proportion in Ottawa, in comparison to Ontario. There are disconnects 

between labour supply and demand. If we look at employer needs, there appears to be a shortage in 

wood products, machinery and food processing. However, the labour supply shows more individuals 

interested in computer/electronics, metal products and petroleum/chemical manufacturing. Thus, the 

greatest skills needs in Ottawa are within communications, quality management and supply chain. 

¢ƘŜ Ƴƻǎǘ ǇǊŜŦŜǊǊŜŘ ǘǊŀƛƴƛƴƎ ƳŜǘƘƻŘ ƛǎ άƻƴ ǘƘŜ Ƨƻōέ ŀƴŘ ǘƘŜ ƭŜŀǎǘ ǇǊŜŦŜǊǊŜŘ ƳŜǘƘƻŘ ƛǎ ŀǇǇǊŜƴǘƛŎŜǎƘƛǇ 

programs, but there are certainly a range of methods used/needed. Soft skills are the most needed 

skills, with the top three being management, business and communications. 

 

POTENTIAL SOLUTIONS:  From an opportunities perspective, conventional manufacturing is a shrinking 

part of the Ontario, and Ottawa, economy. Canadians cannot compete with the low labour costs that 

provide a distinct volume manufacturing advantage to developing nations such as India and China. That 

being said, there are distinct knowledge advantages that Western nations, particularly Canada, can try 

to exploit within the manufacturing sector including: 

¶ Green technology and green manufacturing; e.g., wind farms being exported to India. 

¶ Custom manufacturing; e.g., ICT proto-typing.  

¶ Consulting services for manufacturing. 

¶ Manufacturing healthcare products:  assistive devices for the elderly, disabled and wounded 

veterans. Accessibility requirements and an ageing population mean ǘƘŜǊŜΩǎ ŀƴ opportunity 

here.  

¶ Manufacturers expanding their export relationships, particularly by utilizing the language and 

cultural knowledge of their immigrant workforce. 

 

Some recommendations to meet the challenges in the manufacturing sector include: 

¶ Develop a workforce strategy to support the development of soft skills; e.g., communications, 

quality management and supply chain for Ottawa. 

¶ Identify areas in which manufacturers need assistance and develop appropriate programs; e.g. : 

­  Understanding options for labour supply (e.g., apprenticeship); 

­  Building their HR skills to recruit and retain talent; 

­  Conducting competitor analysis; and 

­  Better national and international promotion and marketing. 

¶ Explore retraining opportunities for manufacturing workers, particularly in shrinking sectors. 
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Sector: Construction  

ISSUES & CHALLENGES:  Ottawa has a much smaller share of the labour force in Construction 

occupations relative to the province. There are six regulated trades in construction that require 

compulsory certification in order to work in that trade: Plumber, Electrician, Sheet Metal Worker, 

Refrigeration and Air Conditioning Mechanic and Gas Technician/Oil Burner Technician. These are well-

subscribed, yet more jobs are being generated than available labour supply. In particular, there is an 

inadequate supply of construction trades and trades helpers, and construction labourers. 

 

Construction work is changing from new construction to major retrofitting projects and sustainable/ 

green construction.  Workers with appropriate technical skills sometimes lack essentials skills training. 

Since construction work is evolving from new construction to major retrofitting projects, there is a need 

to sensitize apprentices to working in a business/professional environment. Apprenticing, however, is on 

the decline. 

 

Succession planning is one of the critical challenges as many independent owner-operators are retiring. 

Most construction businesses are small; the vast proportion of construction workers are either 

independent contractors or micro-businesses with fewer than 5 employees (for example, 57.4% of 

Construction of Buildings, 41.6% of Heavy and Civil Engineering Construction, and 50% of Specialty Trade 

Contractors have 1-4 employees).   

 

POTENTIAL SOLUTIONS:  In order to mitigate the labour supply issue, apprenticing needs to be made 

more lucrative, especially for smaller firms. The Aboriginal community is also an under-tapped resource 

that is available locally. Few immigrants enter with construction credentials, although the possibility of 

good wages in the industry may be of interest to some. Providing essential skills and soft skills training to 

the construction sector may help to arm workers with technical skills. 

 

In regard to the succession planning issue, there seems to be interest in developing a program that 

teaches entrepreneurship for small business owners in construction that includes succession planning, 

human resources forecasting, recruitment and retention. However, one challenge to keep in mind will 

be how to get SME owners to take the time out for training, even if it is subsidised or provided free of 

charge. One way may be to modify current curriculum to add entrepreneurship and human resource 

courses into existing trades certifications programs. 

 

New technologies in green housing/construction are being used, and considering Ottawa is a technology 

hub, there could be an opportunity for the construction sector and ICT sector to collaborate. 
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Sector: Finance  

ISSUES & CHALLENGES: Relative to Ontario, Ottawa has a higher proportion of professional occupations 

in business, finance, insurance and clerical occupations. However, interestingly, it has a slightly smaller 

proportion of administrative and regulatory occupations than Ontario. There appears to be an adequate 

supply of these occupations: Finance and insurance administrative occupations, Secretaries, Clerical 

supervisors and Clerical occupations.  

 

There may be a skills surplus in professional occupations in business and finance, and in administrative 

and regulatory occupations, as there is a greater proportion in Ottawa than in Ontario. There are 

shortages and challenges in certain key financial roles, such as Financial Advisor, due to significant 

competitive pressures and the allure of the large financial institutions and federal government. 

 

Small businesses (0-49 employees) make up 97% of Credit Intermediation and Related Activities, 94.7% 

of Insurance Carriers and 83.6% of Securities, Commodity Contracts, and Other Financial Investment and 

Related Activities. Most financial institutions offer a number of in-house training initiatives for staff, but 

these are likely mostly for large businesses; e.g., large banks and insurance companies.  

 

Specific occupations, such as customer service representatives, have a high turnover rate estimated at 

20%. There are challenges to retain them as they often obtain their first experiences in a financial 

institution and then accept advancement opportunities in the federal government. 

 

POTENTIAL SOLUTIONS:  External training programs could be developed to provide some form of 

accreditation, particularly for small business employees in the sector. However, they would need to be 

recognized by employees in the financial sector as credible. Such training could include leadership and 

customer service training. 

 

Retention policies have to be encouraged. Seminars to discuss these issues within the independent/ 

small brokerages sector may be of interest. 

 

Toronto has the biggest private banking sector, whereas Ottawa is the seat of the Bank of Canada and 

the federal government. Ottawa could explore a niche area: micro-credit and community finance 

initiatives for Canadians, especially rural, aboriginal or immigrant entrepreneurs. 
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Sector: Public Administration  

ISSUES & CHALLENGES:  Federal employees accounted for 19.7% of Ottawa-Gatineau's total employed 

labour force of 680,100 (as of September 2010). This proportion has remained unchanged since 

September 2009, as federal employment in this CMA has increased at the same pace as total 

employment. Job growth in the public administration sector has been quite strong. This has resulted in 

hundreds of responses to every public service job posting. However, recruitment is limited relative to 

the responses received because many public service positions require organization/Ministry subject 

matter knowledge so the barrier to entry is sometimes higher.  

 

There are challenges in recruiting specific technical skills and in health sciences (the federal government 

has a large requirement for these skills), although it has been easier to attract high technology skills with 

the recent downturn in that sector. There is a dual challenge of hiring individuals with the core 

competencies and growing staff internally to accept positions of greater responsibility and skill. 

Language training requirements persist, particularly in the administrative support positions.  

 

Attrition in the public sector is fairly low, although there is mobility given the large government 

presence. The public sector is perceived as more bureaucratic, less innovative and offering less 

competitive salaries compared to the corporate sector, particularly by younger workers who seek 

advancement at a faster rate than older, more experienced workers. 

 

The public sector is not a monolith. There are many multiple mini-labour markets within the public 

sector as each department and institute functions independently with regards to HR requirements. The 

skills, competencies and knowledge bases required vary quite a lot, and departments can range from 

tens to thousands of employees. 

 

POTENTIAL SOLUTIONS:  Recruitment options have to be looked at. It is important to attract younger 

workers, although this is still a challenge because of the bureaucratic nature of the sector. Also, 

initiatives to attract technical and health science skills are important.  

 

There needs to be an investment in workforce skills: language skills (French and other languages as 

hǘǘŀǿŀ ŀƴŘ /ŀƴŀŘŀΩǎ ǇƻǇǳƭŀǘƛƻƴ ōŜŎƻƳŜǎ ƛƴŎǊŜŀǎƛƴƎƭȅ ƳǳƭǘƛƭƛƴƎǳŀƭύ ŀƴŘ Ŏultural competency training 

have been highlighted as being beneficial in all workplaces.  

 

Further, a recommendation has been made to conduct a research study on the many mini-labour 

markets that make up the public sector, so as to better understand the labour supply and demand 

needs.   
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Labour  Market  Indicators  
 

The Picture at a Glance 

LABOUR FORCE STATISTICS 

¶ Bouncing back from recession in 2009 

¶ From Jun 2009 to Jun 2011, Ottawa labour force increased 6.91%, while population grew 5.89% 

¶ Unemployment rate steadily increased since Nov 2008, reaching a peak of 7.2% in Sep 2010 

¶ Falling participation rate and stimulus spending have helped curb unemployment numbers 

(improving slowly for past year; low of 5.2% in Aug 2011) 

LABOUR MARKET SUPPLY 

¶ Ottawa has the greatest concentration of 

degrees and advanced degrees among 

Ontario urban areas 

¶ Immigrants, aboriginals and youth are an 

underused human resource in Ottawa 

¶ Top skill requirements: 

­  Technical, management/leadership, 

interpersonal, computer; professional 

designations 

­  Bilingualism often a requisite for positions  

¶ Labour shortages most critical in jobs that 

require on-the-job training and high-school 

certificates 

LABOUR DEMAND 

¶ Market sectors dominate the economy 

(employing 75% of residents) 

¶ hǘǘŀǿŀΩǎ ǇǳōƭƛŎ ǎŜŎǘƻǊ ŀŎŎƻǳƴǘǎ ŦƻǊ Ƨǳǎǘ over 

one-ŦƛŦǘƘ ƻŦ hǘǘŀǿŀΩǎ ŜŎƻƴƻƳȅ 

¶ Decline in employment in quite a few sectors 

between 2008 and 2010 

­  Trades (-10,700 jobs) 

­  Manufacturing (-10,200) 

­  Goods-producing sector (-5,200)  

¶ Some sectors benefited from increased 

stimulus spending  

­  Public sector (+11,660 

­  Construction (+5,600) 

­  Health care & social assistance (+5,100) 

LONG-TERM WORKFORCE PROJECTIONS  

¶ Ontario labour projections show from 

modest to severe shortfall in qualified 

labour in coming two decades 

¶ By 2031, the labour shortfall is expected to 

range between 300,000 to 1.8 million 

workers  

¶ Ensuring that under-utilized populations 

(youth, women, mature workers, 

aboriginals, the disabled) are better 

integrated into labour force will be critical 

in planning for the future 

¶ What does this mean for Ottawa? 

BUSINESS OUTLOOK 

¶ Business confidence relatively positive, but 

unsteady 

­  CFIB Business Confidence Index at 70.7 in Mar 

2010, down to 68.3 in Jul 2011 

¶ Employers report maintaining current staff 

levels with modest increases in some sectors 

¶ Certain sectors ( i.e., resources, public utilities 

and public administration) are predicting an 

increase in employment numbers 

­  Housing sales have been strong, prices increasing 

steadily, in Ottawa, ensuring construction 

remains in a positive state 

¶ Ottawa-specific outlook is continuously 

verified  through ongoing consultations 
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Labour Force Statistics 

Along with much of Canada, Ottawa has been bouncing back from the recession in 2009. From June 

2009 to June 2011, the labour force for the Ottawa CMA increased 6.91% from 693,100 to 741,000, 

while the population grew 5.89% to 1,032,000.  The unemployment rate in the region steadily 

increased since November 2008 until it reached a peak of 7.2% in September 2010. For the past year, it 

has been improving slowly, declining to a low of 5.2% in August 2011.  

 

Table 1: Labour Force Data, Ottawa-Gatineau, 2009-2011 

 June 2009 June 2010 June 2011 

Population 15+ (000s) 974.6 988.4 1,032.0 

Labour Force (000s) 693.1 724.5 741.0 

Employment (000s) 650.7 680.4 698.0 

Unemployment (000s) 42.4 44.0 43.0 

Unemployment Rate (%) 6.1 6.1 5.8 

Participation Rate (%) 71.1 73.3 71.8 

Employment Rate (%) 66.8 68.8 67.6 

Source: Statistics Canada, Labour Force Survey. 

 

Figure 1: Labour Force and Employment, Ottawa-Gatineau, 2008-2011 

 

Source: Statistics Canada, Labour Force Survey, Custom Tabulation. 
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Figure 2: Unemployment Rate, Ottawa-Gatineau, 2008-2011  

 
Source: Statistics Canada, Labour Force Survey, Custom Tabulation. 

 
The dual effects of a falling participation rate (as the unemployed stop looking for work) and stimulus 

spending boosting the economy have helped curb unemployment numbers. As Figure 3 shows, the 

labour force participation rate fell dramatically, and stayed in the trough, from winter 2008 to summer 

2010, and there has been a second drop from winter 2011 onwards. 

 
 

Figure 3: Labour Force Participation Rate, Ottawa-Gatineau 2008-2011 

 
Source: Statistics Canada, Labour Force Survey, Custom Tabulation. 
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Labour Demand 

Where has the demand for labour in Ottawa been?   

hǘǘŀǿŀΩǎ market sectors  ς  which employ 75% of all Ottawa residents  ς  dominate the economy, with 

Retail trade (10.37%), Health care and social assistance (9.87%), Professional, scientific and technical 

services (including high-tech) at 9.51% and Educational services (7.01%)Φ hǘǘŀǿŀΩǎ public sector accounts 

for just over one-fifth  ƻŦ hǘǘŀǿŀΩǎ ŜŎƻƴƻƳȅΦ 

 

Table 2: Experienced Labour Force 15+ by Industry, Ottawa-Gatineau, 2006 

Experienced Labour Force 15+ by Industry  2006 % 

Total labour force 638,070  

All industries 627,010 100.00% 

Public administration 133,200 21.24% 

Retail trade 65,025 10.37% 

Health care and social assistance 61,910 9.87% 

Professional, scientific and technical services 59,650 9.51% 

Educational services 43,970 7.01% 

Accommodation and food services 38,355 6.12% 

Construction 30,895 4.93% 

Other services (except public administration) 29,795 4.75% 

Administrative and support, waste management and remediation services 29,705 4.74% 

Manufacturing 28,765 4.59% 

Transportation and warehousing 20,960 3.34% 

Finance and insurance 19,115 3.05% 

Information and cultural industries 18,870 3.01% 

Wholesale trade 15,470 2.47% 

Arts, entertainment and recreation 13,640 2.18% 

Real estate and rental and leasing 10,635 1.70% 

Agriculture, forestry, fishing and hunting 3,685 0.59% 

Utilities 2,410 0.38% 

Mining and oil and gas extraction 645 0.10% 

Management of companies and enterprises 310 0.05% 

Source: Statistics Canada, Census 2006.  
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How did the market sectors perform during the last few years?  

Between 2008 and 2010, economic weakening resulted in a decline in employment in quite a few 

sectors, including the Trades (-10,700 jobs), Manufacturing (-10,200) and the Goods-producing sector  

(-5,200). However, some sectors benefited from increased stimulus spending, including the Public sector 

(+11,660), Construction (+5,600), and Health care and social assistance (+5,100).  

 

Table 3: Employment (persons x 1,000) Changes, Ottawa CD, 2008-10 (sorted by decline) 

North American Industry Classification System (NAICS) 2008 2009 2010 ȹ 2008-10 

Total employed, all industries  680.8 669.3 678.5 -2.3 

Public administration [91]  117.5 126.0 129.1 11.6 

Construction [23]  37.5 38.1 43.1 5.6 

Health care and social assistance [62]  73.1 75.2 78.2 5.1 

Professional, scientific and technical services [54]  63.1 66.0 67.0 3.9 

Finance, insurance, real estate and leasing [52-53]  30.5 34.3 33.6 3.1 

Services-producing sector (13) 577.1 568.5 579.9 2.8 

Other services [81]  30.3 32.0 33.1 2.8 

Information, culture and recreation [51 71]  29.8 30.4 31.3 1.5 

Agriculture [111-112 1100 1151-1152]   9.6 8.5 9.1 -0.5 

Utilities [22]  2.6 2.7 2.0 -0.6 

Educational services [61]  51.1 45.8 48.3 -2.8 

Transportation and warehousing [48-49]  25.5 23.4 22.6 -2.9 

Business, building and other support services [55-56]  (9) 26.7 21.0 22.7 -4.0 

Accommodation and food services [72]  37.3 30.7 32.7 -4.6 

Goods-producing sector  103.8 100.9 98.6 -5.2 

Manufacturing [31-33]  53.1 49.9 42.9 -10.2 

Trade [41, 44-45]  92.0 83.6 81.3 -10.7 

Forestry, fishing, mining, quarrying, oil and gas [21 113-
114 1153 2100]  (17) 

x 1.6 x x 

Source: Statistics Canada, CANSIM Table 282-0061, Custom Tabulation. 

 

Although the largest sectors/institutions, such as the federal government and healthcare, employ a large 

proportion of the workforce, most businesses in Ottawa are small and medium-sized enterprises.  

Ottawa-Gatineau ranked #9 in small business growth between 2004 to 2009 among Canadian CMAs 

(Census Metropolitan Areas) and #5 in Ontario3. As Table 4 illustrates, Owner-operators make up 53.9% 

of all businesses and 97.6% of Ottawa businesses would classify as small businesses (fewer than 50 

employees).   

                                                           
3
 Statistics Canada (2009) Small Business Growth in CMAs, (% change), 2004-2009 
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Between December 2008 and June 2011, there was little change in the distribution of employers by 

employee size range, with the exception of the share of SME employers with 1-4 employees (micro-

businesses). This category increased from 24.71% in 2008 to 29.94% in 2011, a jump of 5.23% or 422 

additional businesses in Ottawa. Some plausible explanations: during a recessionary period, self-

employment generally tends to increase (employees becoming self-employed and starting businesses); 

and many businesses downsize (fewer employees). 

 

Table 4: Distribution of Employers by Employee Size, 2008-2011 

Employee Size 
Range 

Number of 
Employers 

Distribution Number of 
Employers 

Distribution 

No. of employees December 2008 % June 2011 % 

None 29,950 53.39% 30,840 53.85% 

1 to 4 13,863 24.71% 14,285 29.94% 

5 to 9 5,174 9.22% 5,183 9.05% 

10 to 19 3,310 5.90% 3,248 5.92% 

20 to 49 2,347 4.18% 2,342 4.09% 

50 to 99 810 1.44% 760 1.33% 

100 to 199 372 0.66% 362 0.63% 

200 to 499 177 0.32% 156 0.27% 

500+ 98 0.17% 91 0.16% 

Total 56,101  57,267  

Source: Statistics Canada, Canadian Business Patterns, 2011. 

 

In which sectors did small businesses expand and contract? 

Between December 2008 and June 2011, the Ottawa economy added a net total of 1,166 enterprises. Of 

the businesses that were not indeterminate, micro-businesses (1-4 employees) grew in the following 

sectors: Ambulatory health care services (+35) and Animal production (+10), Food and beverage stores 

(+9), Construction of buildings (+8) and Food services and drinking places (+8).  

 

Analyzing small businesses (1-49 employees) showed that of determinate businesses, Ambulatory health 

care services (+43), Electronics and appliance stores (+20), Health and personal care stores (+14) and 

Truck transportation (+7) grew in the same time period. 

 

The greatest losses in the micro-business (1-4 employees) category were in Professional, scientific and 

technical services (-69), Specialty trade contractors (-22), Administrative and support services (-20), 

Religious, grant-making, civic, and professional and similar organizations (-14), Healthcare and personal 

care stores (-12) and Clothing and clothing accessories stores (-11). 
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The greatest losses in the small business category (1-49 employees) were in Professional, scientific and 

technical services (-123), Religious, grant-making, civic, and professional and similar organizations (-70), 

Specialty trade contractors (-48), Administrative and support services (-32), and Rental and leasing 

services (-24). 

 

Business confidence among Canada's small business owners measured by the Canadian Federation of 

Independent Business has been a bit volatile since 2008. Measured on a scale between 0 and 100,  an 

index level above 50 means owners expecting their business's performance to be stronger in the next 

year outnumber those expecting weaker performance. Based on past results, index levels normally 

range between 65 and 75 when the economy is growing. The index hit a low of 35.9 in Ontario in 

December 2008, but recovered to 70.3 points by July 2009. Between July 2010 and July 2011, the index 

fluctuated between 60 and 70 points, ending at 58.9 in November 2011. Small business owners in 

Ontario are cautious about their business prospects. 

 

Figure 4: CFIB's Business Barometer® Index of Small Business Confidence, Ontario 

 
Source: Canadian Federation of Independent Business, Index of Small Business Confidence, 2011. 

 
 

Table 5: Net Employment Outlook, Canada, Q3-2011 

Employment Sectors Net Employment Outlook 

Mining 24% 

Transportation & Public Utilities 19% 

Public Administration 17% 

Construction 16% 

Services 16% 

Wholesale & Retail Trade 14% 

Finance, Insurance & Real Estate 13% 

Manufacturing - Durables  13% 

Manufacturing - Non-Durables 13% 

Education 9% 

Source: Manpower Employment Outlook Survey, Summer 2011. 
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Canadian employers expect the hiring pace to remain steady for the third quarter of 2011, according to 

the Manpower Employment Outlook Survey. The survey of more than 1,900 Canadian employers reveals 

that 26% plan to increase their payrolls in the third quarter of 2011, while 4% anticipate cutbacks. Of 

those surveyed, 68% of employers expect to maintain their current staffing levels and 2% are unsure of 

their hiring intentions for the upcoming quarter. Certain sectors, such as resources, public utilities and 

public administration, are predicting an increase in employment numbers. Housing sales have been 

strong in the Ottawa area and prices have been increasing steadily, ensuring construction remains in a 

positive state.  

 

 

Labour Supply 

²Ƙƻ ƳŀƪŜǎ ǳǇ hǘǘŀǿŀΩǎ ƭŀōƻǳǊ ǎǳǇǇƭȅΚ  

EDUCATIONAL ATTAINMENT 

The 2006 Census highlights that the level of educational attainment in the Ottawa Census Division, 

compared to the rest of Ontario, is generally much higher. Fifty-five % ƻŦ hǘǘŀǿŀΩǎ ǇƻǇǳƭŀǘƛƻƴ Ƙas post-

secondary education (college-level or higher), with the largest proportion holding university certificates, 

diplomas or degrees (32%). Only 15% hold no certificate, diploma or degree, compared to 22% of 

Ontarians. 

 

Table 6: Level of Educational Attainment, 2006 

Level of Educational Attainment - Age 15 to 65 Ottawa Ontario  

   University Certificate, Diploma or Degree 32.37% 20.49% 

   University Certificate / Diploma (Below Bachelor Level) 4.24% 4.13% 

   College Diploma/ Non-University Certificate / Diploma 18.00% 18.38% 

   Apprenticeship / Trades Certificate / Diploma 5.62% 8.00% 

   High School Certificate or Diploma 24.37% 26.77% 

   No Certificate, Diploma or Degree 15.39% 22.24% 

Source: Statistics Canada Census, 2006. 

 
The major fields of study are Business, management and public administration (20%), Architecture, 

engineering and related technologies (18%), Social and behavioural sciences and law (16%) and Health; 

parks; recreation and fitness (12%). The fewest post-secondary credentials are obtained in Agriculture, 

natural resources and conservation (1%), Visual and performing arts (3%) and Personal, transportation 

and protective services (4%). 

 

Due largely to the requirements of the federal government, and as a hub for healthcare, ICT and other 

knowledge-based industries, Ottawa has the greatest concentration of degrees (27%) and advanced 

degrees (16%) among Ontario urban areas within the subject areas most suited to these sectors. Only 

р҈ ƻŦ hǘǘŀǿŀΩǎ ǇƻǇǳƭŀǘƛƻƴ нр-44 works in the trades compared to 11% on average in Ontario.  



 

27 

Figure 5: Major Field of Study, Ottawa, 2006 

 
Source: Statistics Canada, Census 2006. 

 

Figure 6: Distribution of Population, Ages 25-44, with Postsecondary Credentials,  

by Ontario Urban Area, 2006 

 
Source: Statistics Canada, Census 2006, Employment Attainment by Community. 

Extracted from Colleges Ontario Environmental Scan 2011. 
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Underutilized Populations  

ABORIGINAL WORKFORCE4 

Aboriginal people make up approximately 3.75% of the population of Ontario and 1.8% of the Ottawa-

Gatineau population. In the decade prior to 2006, the Aboriginal population grew faster than the non-

Aboriginal population, increasing 45%, or nearly six times faster than the 8% rate of increase for the 

non-Aboriginal population. 

 

Table 7: Population by Aboriginal group, Ottawa-Gatineau, 2006 

  Total 
population 

Aboriginal 
identity 

population(1) 

North 
American 

Indian 

Métis Inuit Non-
aboriginal 
population 

Canada
2
 31,241,030 1,172,785 698,025 389,780 50,480 30,068,240 

Ottawa-Gatineau 1,117,125 20,590 10,790 7,990 730 1,096,530 

Source: Statistics Canada, Census of Population 2006
5
. 

 

1. The total Aboriginal identity population includes the Aboriginal groups (North American Indian, Métis and Inuit), multiple 

Aboriginal responses and Aboriginal responses not included elsewhere. 

2. Excludes census data for one or more incompletely enumerated Indian reserves or Indian settlements.    

 

 
6The Aboriginal population in Ottawa has a large percentage with a university education.  18% of the 

Aboriginal population from the age group 15-24 had a university education in 2006 and 45% from the 

age bracket 25-34.  There is a significant portion of the younger population, 15-24 years, which does not 

have a certificate, diploma or degree.  This includes early school leavers and students who have not yet 

graduated.  In 2006, 44% of the Aboriginal population aged 15-24 was in this situation, as well as 9% of 

the age group 25-34.   

 

In 2006, the five major fields of study of the Aboriginal population living in Ottawa that had a post-

secondary certificate diploma or degree were related to business, health, social sciences, mathematics, 

information technologies and architecture.  In all of them, with the exception of architecture, the 

proportion of women was higher or equal to men. While positive gains have been made in college and 

ǘǊŀŘŜǎ ŜŘǳŎŀǘƛƻƴ ŎƻƳǇƭŜǘƛƻƴ ǊŀǘŜǎΣ hƴǘŀǊƛƻΩǎ ǇƻǎǘǎŜŎƻƴŘŀǊȅ ŜŘǳŎŀǘƛƻƴ ƛƴǎǘƛǘǳǘƛƻƴǎ ŎƻƴǘƛƴǳŜ ǘƻ ƛŘŜƴǘƛŦȅ 

significant gaps related to enrolment and retention of Aboriginal learners, as well as in the number of 

Aboriginal teaching and non-teaching staff within publicly assisted institutions.  In 2006, the majority 

                                                           
4
 Ministry of Training, Colleges and Universities (2011) Aboriginal Postsecondary Education and Training Policy Framework 

http://www.tcu.gov.on.ca/pepg/publications/APETPFramework.pdf accessed September 28, 2011.  
5
 Statistics Canada, http://www.statcan.gc.ca/pub/11-402-x/2011000/chap/ap-pa/tbl/tbl03-eng.htm accessed December 8, 

2011. 
6
 Social Planning Council of Ottawa (2009) Aboriginal Identity Population in Ottawa 2006, 

http://www.spcottawa.on.ca/sites/spcottawa.on.ca/files/pdf/2009/Publications/Aboriginal%20Population-

Fact%20Sheet%20Social%20Profilel.doc accessed November 18, 2011. 

http://www.tcu.gov.on.ca/pepg/publications/APETPFramework.pdf
http://www.spcottawa.on.ca/sites/spcottawa.on.ca/files/pdf/2009/Publications/Aboriginal%20Population-Fact%20Sheet%20Social%20Profilel.doc
http://www.spcottawa.on.ca/sites/spcottawa.on.ca/files/pdf/2009/Publications/Aboriginal%20Population-Fact%20Sheet%20Social%20Profilel.doc
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(60.4%) of the Aboriginal labour force 15+ years living in Ottawa were in occupations related to 

management, business, finance and administration and in the service sector.   

 

Table 8: Major Fields of Study, Aboriginal Population, Ottawa, 2006 

  Total Male % Female % 

Business, management and public 
administration 

1010 310 30.7% 700 69.3% 

Social and behavioural science and law 940 380 40.4% 560 59.6% 

Architecture, engineering, and related 
technologies 

640 555 86.7% 85 13.3% 

Health, parks, recreation and fitness 545 95 17.4% 445 81.7% 

Mathematics, computer and information 
sciences 

385 190 49.4% 195 50.6% 

 Source: Statistics Canada, Census of Population 2006. 

 

Figure 7: Aboriginal Experienced Labour Force, 15+ years, Ottawa, 2006 

 
Source: Statistics Canada, Census of Population 2006. 

 
 

There also continues to be gaps in the unemployment rate. The Aboriginal 15+ unemployment rate was 

9.2%, while the rate for the same segment of the total population in Ottawa was 5.9% in 2006.  The 

unemployment rate for Aboriginal men was 9.8% and for women 8.7%, in comparison with the city rates 

of 5.7% and 6.1%, respectively.  In 2005, the median income of the Aboriginal population 15 years and 

over living in Ottawa was lower than the median income of the total population of the City, particularly 

for Aboriginal men. The Aboriginal population total median income was $26,157 ς for men $29,465 and 

for women $24,379. 
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MIGRATION 

As Figure 8 shows, the Ottawa region has also attracted a fairly high level of net migration, much of it 

interprovincial. An additional 31,118 people made Ottawa their home between 2006 and 2008. Data 

show that 29,650 immigrants settled in Ottawa during 2001-2006, representing 78.9% of the City of 

hǘǘŀǿŀΩǎ ǇƻǇǳƭŀǘƛƻƴ ƎǊƻǿǘƘΦ  

 

Figure 8: Net-Migration Ottawa-Gatineau, 2006-2008 

 
Source: Statistics Canada, CANSIM Table 111-0029, Custom Tabulation. 

 

(8) Movements between two census metropolitan areas (CMA) located within the same province. 

(9) Movements between census metropolitan areas (CMA) located in two different provinces. 

(10) Movements between an area in Canada and another country. 

 

Net migration into Ottawa has been growing and has risen 55% since 2005. Between 2005 and 2010, 

Ottawa welcomed a total of 39,017 migrants. Of these, 50.06% were the working age group (25-44), 

31.49% were 18-24 year olds and 21.04% were children and young adults under 18. There was an out-

migration of 1,691 people, aged 45-64 years old, as people made the suburban move, or left the city to 

pursue opportunities elsewhere. Interestingly, there was a small in-migration of 685 people 65+. 

Migration patterns reflect the movement of older workers and retirees to suburban or rural 

communities, people coming back to retire or work in Ottawa, and possibly family reunification amongst 

immigrants.  

 

In 2006, there were 178,545 immigrants living in Ottawa, representing almost a quarter of the 

population (22.3%).  The immigrant influx has shifted from European countries to Middle Eastern and 

African countries.  In 1996, the proportion of immigrants from the United Kingdom into Ottawa was 

14.8%, compared to 10.4% in 2006.  In 2006, immigrants from Asia and the Middle East and Africa 

represented more than half (51%) of the total immigrant population of the City.   
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According to Statistics Canada, immigrants who arrived in Canada during the five years prior to a census 

are considered to be recent immigrants.  In the case of the 2006 Census, recent immigrants are those 

who immigrated during the period 2001-2006. Between the years 2001-2006, 29,650 new immigrants 

arrived in the City.  They accounted for 17% of the total immigrant population in 2006. Eleven regions 

were the main source of 80% of these immigrants.  Among them were Central Asia and the Middle East 

(20%), China (13%) and Eastern Africa (7.5%).  

 

Table 9: Migration by Age Group, Ottawa, 2005 to 2010 

Age Group In-migrants Out-migrants Net-migrants 

0-17 31,353 23,143 8,210 

18-24 30,384 18,102 12,282 

25-44 74,851 55,320 19,531 

45-64 22,615 24,306 -1,691 

65+ 8,783 8,098 685 

Total 167,986 128,969 39,017 

Source: Statistics Canada, Tax Filer 2005-2010. 
 

 

Ottawa receives the highest percentage of immigrants with a university degree ŀƳƻƴƎ /ŀƴŀŘŀΩǎ ƭŀǊƎŜǎǘ 

cities7.  In 2006, 52.2% of immigrants of working age (62,065), and 66.4% of recent immigrants (11,455) 

in this age range had university education, compared to 44.6% of the general population.  Moreover, 

10.9% had education in mathematics, computers and information sciences, and 23.8% had education in 

architecture, engineering and related technologies.  On the other hand, 9.4% of immigrants aged 25-64 

had no certificate, diploma or degree.  The same was true for 7.1% (1,230) of recent immigrants aged 

25-64 who arrived during the period 2001-2006, as well as for 8.0% (36,060) of the general population.   

 

In general, immigrant participation rates in Ottawa were below the ones for the general population.  The 

participation rate of immigrants 15 years and over in 2006 was 64.2%, compared to 69.3% in the general 

population.  Unemployment rates were also high. In 2006, the unemployment rate for immigrants aged 

15-24 was 16.9%, compared to 13.8% for the general population aged 15-24.  The unemployment rate 

of recent immigrants 15 years and over was three times that of the general population (14% vs. 5.9%).   

 

The median employment income of immigrants ($28,779) is substantially below the median employment 

income of the general population ($34,343).  In 2005, immigrants earned the equivalent of $0.83 for 

every $1 earned by an employed person in the general population, and a greater proportion worked 

part-time, particularly women and recent immigrants. In 2005, 39.5% of total immigrants and 56.3% of 

recent immigrants had incomes below $20,000, compared to 33.3% in the general population. However, 

25.5% of total immigrants had incomes above $50,000, compared to 31.4% of the total population.   

                                                           
7
 {ƻŎƛŀƭ tƭŀƴƴƛƴƎ /ƻǳƴŎƛƭ ƻŦ hǘǘŀǿŀ όнллфύ LƳƳƛƎǊŀƴǘǎΩ 9ŎƻƴƻƳƛŎ LƴǘŜƎǊŀǘƛƻƴΥ {ǳŎŎŜǎǎŜǎ ŀƴŘ /ƘŀƭƭŜƴƎŜǎ 

http://www.spcottawa.on.ca/publications_eng Accessed November 19, 2011.  

http://www.spcottawa.on.ca/publications_eng
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YOUTH 

Youth 15-24 make up 13.75% of the Ottawa-Gatineau CMA (155,480 of 1,130,760) and 13.9% of the City 

of Ottawa CSD (113,085 of 812,130) according to the 2006 census. Ottawa has a comparable proportion 

of youth residents relative to other major metropolitan areas; e.g., Toronto (CSD 12.7%) and Waterloo 

(CSD 14.1%).  

 

Statistics Canada data8 shows 48% of Canadian youth aged 15-24 were employed part-time9 in 2010. Of 

these, 72.6% were in school; 4.8% said it was their preference to work part-time and 20.3% reported 

ΨhǘƘŜǊΩ ƛǎǎǳŜǎ ǿƘƛŎƘ ƛƴŎƭǳŘŜŘ ǘƘƻǎŜ ǿƘƻ ǿŜǊŜ ǳƴŀōƭŜ ǘƻ ŦƛƴŘ ǿƻǊƪΦ .ŜǘǿŜŜƴ нллс ŀƴŘ 2010, aggregate 

full-time employment of Canadian youth 15-24 (both sexes) fell 10.25%, while part-time employment 

increased 4.5%10.  

 

Youth workers typically earn the lowest wages. The average hourly wage for Canadian workers 15-24 

years was $13.75 in October 2011, an increase of 3.1% since October 201011. Ontario workers 15-24 had 

a more modest increase of 2.7%, up from $13.05 to $13.4012 per hour.  

 

Stakeholders reported that, in their experience, the labour market entry of youth 15-24 is suffering due 

to baby boomers taking longer to retire due to the recent recession. Statistics Canada data showed that 

there was a dip in youth employment in 200913. Some suggested areas of further exploration include: 

¶ Youth entry in the labour market seems to be affected by fewer jobs being available for 

untrained youth, or those with just high school certificates. Around 15% of the Ottawa 

population has just a high-school certificate ς the lowest of all major metros in the province. Yet, 

service providers and school boards often speak of a lack of jobs at entry-level for youth.  

¶ Sectors such as construction need trained workers, but apprenticing has been on the decline. 

Stakeholders report few incentives for employers to hire apprentices.  

¶ Youth from marginalized backgrounds ς vulnerable populations ς have a particularly difficult 

time in the labour market.  

¶ Educated youth also report underemployment ς many highly educated youth end up working in 

lower wage, low skill jobs.  

¶ Employers report youth employees as lacking specific skills; for example, writing, oral 

communication, leadership. 

                                                           
8
 Statistics Canada, Summary Table: Reasons for part-time work by sex and age group 

http://www40.statcan.gc.ca/l01/cst01/labor63a-eng.htm accessed November 8, 2011. 
9
 Ibid. [Expressed as a percentage of total employed] 

10
 Statistics Canada, Summary Table: Full-time and part-time employment by sex and age group 

http://www40.statcan.gc.ca/l01/cst01/labor12-eng.htm accessed November 8, 2011. 
11

Ibid. 
12

 Ibid. 
13

Ibid. 

http://www40.statcan.gc.ca/l01/cst01/labor63a-eng.htm
http://www40.statcan.gc.ca/l01/cst01/labor12-eng.htm
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Wages across Sectors 

Wages are a critical marker signalling attractiveness of a particular occupation to the labour supply.   

Wages are highest for natural and applied sciences, public sector and education jobs, and health 

occupations ($27 and higher), and lowest for sales and service occupations. Wages are also tied to the 

availability of skills in the labour force ς the more specialized education, training and experience 

required, the higher the wage.  

 

Hourly wage data for the different sectors in Ontario show that, between October 2010 and October 

2011, wages grew in only a few sectors such as processing, manufacturing and utilities (4.8%); social 

science, education, government service and religion (3.7%) and trades, transport and equipment (1.7%). 

Occupations specific to primary industry and management occupations declined in average hourly wages 

(4.8% and 2.5% respectively).  

 

Table 10: Average Hourly Wages of Employees, Unadjusted Data, Ontario, 2010 ς 2011 

 October 2010 October 2011 2010 - 2011 

 Number of 
employees 

(x1000s) 

Average 
Hourly 
Wages 

($) 

Number of 
employees 

(x1000s) 

Average 
Hourly 
Wages 

($) 

% Change in 
Hourly Wages 

Management occupations 444.2 37.3 402.6 36.37 -2.5 

Business, finance and 
administrative occupations 1,093.20 22.04 1,120.10 22 -0.2 

Natural and applied sciences 
and related occupations 426 32.49 458 32.76 0.8 

Health occupations 347.3 27.04 361.6 27.13 0.3 

Occupations in social science, 
education, government service 
and religion 586.6 30.94 581.9 32.1 3.7 

Occupations in art, culture, 
recreation and sport 139.1 24.24 147.5 23.79 -1.9 

Sales and service occupations 1,387.20 15.84 1,377.80 15.76 -0.5 

Trades, transport and 
equipment operators and 
related occupations 767.8 22.05 765.4 22.43 1.7 

Occupations unique to primary 
industry 88.4 17.66 87.9 16.81 -4.8 

Occupations unique to 
processing, manufacturing and 
utilities 354.2 18.94 376.8 19.84 4.8 

Source: Statistics Canada, CANSIM Tables 282-0069 and 282-0073, November 2011. 
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Long-term Workforce Projections  

In order to understand the labour supply issues for Ottawa, long-term workforce projections also have 

to be taken into account in addition to educational attainment, underutilized populations and wage 

distribution. hƴǘŀǊƛƻΩǎ aƛƴƛǎǘǊȅ ƻŦ CƛƴŀƴŎŜ Ƙŀǎ ǇǊƻŘǳŎŜŘ ǘƘǊŜŜ ǇƻǇǳƭŀǘƛƻƴ ǇǊƻƧŜŎǘƛƻƴǎ14 utilizing different 

assumptions of immigration, emigration, births and deaths for the years spanning 2007 to 2031.  

 

Despite recent recessionary pressures, tƘŜ ƳŀƎƴƛǘǳŘŜ ƻŦ hƴǘŀǊƛƻΩǎ ŀƎŜƛƴƎ ǇƻǇǳƭŀǘƛƻƴΣ ōŀōȅ ōƻƻƳŜǊ 

retirement and limited integration of immigrants into the workforce outline a major labour supply 

shortage in years to come. According to the projections, labour force demand will outstrip labour force 

supply by 2013-15. By 2031, the labour shortfall is expected to range between 300,000 to 1.8 million 

workers, depending on the projections identified.  

 

Figure 9: Ontario Population and Workforce Projections: 2006 ς 2031 

 
Source: Ontario Ministry of Finance, 2005 and 2008. 

 

 

How we plan for the future will affect how Ottawa fares in the long-term. Ensuring that populations that 

are currently underutilized (youth, women, mature workers, aboriginal Canadians and the disabled) are 

better integrated into the labour force will be critical.15 

                                                           
14

 Colleges Ontario όнлмлύ tŜƻǇƭŜ ǿƛǘƘƻǳǘ WƻōǎΣ Wƻōǎ ǿƛǘƘƻǳǘ tŜƻǇƭŜΣ hƴǘŀǊƛƻΩǎ [ŀōƻǳǊ aŀǊƪŜǘ CǳǘǳǊŜΣ ǇǊŜǇŀǊŜŘ ōȅ wƛŎƪ aƛƴŜǊΦ 

http://www.collegesontario.org/research/research_reports/people-without-jobs-jobs-without-people-final.pdf accessed 

September 26, 2011. 
15

 ¢ƘŜ /ƻƴŦŜǊŜƴŎŜ .ƻŀǊŘ ƻŦ /ŀƴŀŘŀ όнллтύ hƴǘŀǊƛƻΩǎ [ƻƻƳƛƴƎ [ŀōƻǳǊ {ƘƻǊǘŀƎŜ /ƘŀƭƭŜƴƎŜǎ, 

http://www.workforcecoalition.ca/downloads/conference_board_report.pdf accessed  September 27, 2011.  
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Skill Requirements  

Stakeholder consultation suggests that in addition to utilizing and training the existing workforce in 

Ottawa, a supply-side recruitment strategy should also be utilized to bring the skills and training needed 

by the local economy from other jurisdictions (inter-provincial, intra-provincial, or international).  

 

What kind of skills will  Ottawa need to attract for the future? 

A survey of small business investment in training conducted by the Canadian Federation of Independent 

Business16 outlined their labour shortages by skill-level and province. The labour shortages were most 

critical in jobs that required on-the-job training and high-school certificates.17  A recent study by the 

hƴǘŀǊƛƻ /ƘŀƳōŜǊ ƻŦ /ƻƳƳŜǊŎŜΩǎ ²ƻǊƪŦƻǊŎŜ [ŜŀǊƴƛƴƎ ŀƴŘ 5ŜǾŜƭƻǇƳŜƴǘ {ǳǊǾŜȅ18 confirmed that more 

advanced and multi-dimensional skills are required to support future economic growth in the province. 

Over the past two years, the top five skills in which employers supported training activities were also the 

same skills employers listed as their top training priorities: technical skills, management/leadership, 

interpersonal skills, computer skills and professional designations.  

 

Figure 10: Workforce Learning and Development Survey, 2010 

 
Source: Ontario Chamber of Commerce, 2011.  

 

                                                           
16

 /ŀƴŀŘƛŀƴ CŜŘŜǊŀǘƛƻƴ ƻŦ LƴŘŜǇŜƴŘŜƴǘ .ǳǎƛƴŜǎǎ όнллфύ /ŀƴŀŘŀΩǎ ¢ǊŀƛƴƛƴƎ DǊƻǳƴŘΥ {a9ǎΩ Ϸму .ƛƭƭƛƻƴ LƴǾŜǎǘƳŜƴǘ ƛƴ ǘƘŜ bŀǘƛƻƴΩǎ 

Workforce. http://www.cfib -fcei.ca/cfib-documents/rr3083.pdf accessed September 27, 2011.  
17

 Considering that CFIB members are mostly owner-operated businesses, these represent the findings from small business, 

whose skill requirements will likely differ from medium/larger corporations.  
18

 Ontario Chamber of Commerce (2011) Protecting Our Most Valuable Resource: The Business Case for Lifelong Learning and 

Job-Based Training. http://www.collegesontario.org/research/external-

reports/occ_protecting_our_most_valuable_resource.pdf accessed September 26, 2011.  
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http://www.collegesontario.org/research/external-reports/occ_protecting_our_most_valuable_resource.pdf
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Initial stakeholder consultations in the Ottawa region corroborated these findings: technical and 

computer skills are in high demand amongst workers in different sectors, particularly as ICT has become 

a foundational skill set. Management and leadership skills are also in high demand, particularly in 

sectors that have a large proportion of small businesses, such as construction (owner-operated 

businesses) and professional, scientific and technical services (growth of niche technology firms and 

start-ups). 

 

Although language skills did not fare highly on the OCC study, Ottawa is in a unique position in the 

province since 37.2% of residents reported having knowledge of both official languages in the 2006 

census. This is important as bilingualism is often a requisite for positions in Ottawa in public 

administration, retail, tourism and the service industries. Census data also revealed that there is a 

growing proportion of individuals who speak a non-official language at home with 11.1% ƻŦ hǘǘŀǿŀΩǎ 

population (88,660) speaking primarily a non-official language at home, up from 9.5% in 1996. The 

number of people facing linguistic barriers to access (non-official languages) is between 10,300 and 

88,660 people in Ottawa.  

 

Stakeholder consultations revealed that the census data should be interpreted carefully. The census 

questions people on their working knowledge of both official languages, not fluency. For example: 

¶ Of the 496,025 residents of Ottawa-Gatineau CMA that reported knowledge of both English and 

French, 360,175 reported French as the mother tongue. Therefore, 72.6% of bilingual Ottawa-

Gatineau CMA residents are likely Francophone. 

¶ In the City of Ottawa (census subdivision), 298,245 residents reported knowledge of both 

English and French, with 119,445 reporting French as their mother tongue and 6,815 reporting 

both languages as their mother tongue. Therefore, 42.3% of bilingual City of Ottawa residents 

speak French at home.  

¶ Of 119,445 residents who report French as the mother tongue, 12,985 speak French only. 

Therefore, there are varying degrees of bilingualism for the vast majority of Francophones 

(89.1%). 

¶ Of 501,870 residents who report English as the mother tongue, 479,740 speak English only. 

Therefore, only 22,130 or 18.5% of native English speakers report varying degrees of 

bilingualism.  

¶ Of 173,145 (21.6%) residents who report neither English nor French as their mother tongue, 

10,305 speak neither English nor French. Therefore, 94% (162,840) of multicultural residents 

speak one or both of the official languages.  

 

! ǿƻǊƪƛƴƎ ƪƴƻǿƭŜŘƎŜ ƻŦ CǊŜƴŎƘ ŘƻŜǎ ƴƻǘ ƴŜŎŜǎǎƛǘŀǘŜ ǘƘŀǘ hǘǘŀǿŀΩǎ отΦн҈ ōƛƭƛƴƎǳŀƭ ǊŜǎƛŘŜƴǘǎ ŀǊŜ ŦƭǳŜƴǘΣ 

or that they necessarily require services, in French. However, the level of fluency is an issue for the 

labour market, particularly in public administration jobs. Federal employees are often provided access to 

French language training as part of their recruitment process. This investment in French language 

training may be an area of investigation for employers in other sectors as well, since bilingualism is a 

unique characteriǎǘƛŎ ƻŦ hǘǘŀǿŀΩǎ ƭŀōƻǳǊ ƳŀǊƪŜǘΦ  

http://www12.statcan.ca/census-recensement/2006/dp-pd/prof/92-591/details/page_Flags.cfm?Lang=E&Geo1=CSD&Code1=3506008&Geo2=PR&Code2=35&Data=Count&SearchText=Ottawa&SearchType=Begins&SearchPR=01&B1=All&Custom=&Flag=
http://www12.statcan.ca/census-recensement/2006/dp-pd/prof/92-591/details/page_Flags.cfm?Lang=E&Geo1=CSD&Code1=3506008&Geo2=PR&Code2=35&Data=Count&SearchText=Ottawa&SearchType=Begins&SearchPR=01&B1=All&Custom=&Flag=
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3. STRATEGIC PLAN & PARTNERSHIPS 
 

In preparing the strategic plan for 2011, and to guide our future decisions, we have developed a Labour 

Market Planning Model and a Strategic Framework. 

 

 

Labour Market Planning Model  
 

To frame our thinking around the strategic plan and planning priorities, we have developed a model that 

shows both the supply and demand side of Labour Market Planning.  In looking at priorities and actions 

that can be taken to address the issues identified, it is important to consider both sides of the equation.  

We need to have a clear understanding of the labour market demand to ensure that the supply is 

leveraged to meet current and future needs.  While attracting and retaining demand falls more within 

the realm of economic development, the Ottawa ILLMP group has considered this component, and may 

take action in that arena where it fits within our strategic framework. 

 

 

Labour Market Planning Model

Labour Market Supply

includes 

Existing labour pool:

ÅSkilled workers in Ottawa

ÅUnder-utilized populations to leverage

Potential labour pool:

ÅSkilled workers outside Ottawa to attract

ÅWorkers in Ottawa to develop

ÅWorkers outside Ottawa to develop and attract to 
the city

Labour Market Demand

includes 

Existing jobs:

ÅOttawa-based jobs filled by Ottawa workers*

ÅOttawa jobs that are not filled

Potential/future jobs:

ÅSkills shifts in existing enterprises/ sectors

ÅStarting new enterprises in Ottawa

ÅAttracting new employers to Ottawa

* To simplify, we are not showing Ottawa residents who hold jobs outside Ottawa OR Ottawa jobs held by non-residents

Ottawa workers in Ottawa jobsOttawa
workers 
without 

jobs

Workers 
outside 
Ottawa 

Employers 
outside 
Ottawa

Skill shifts/ 
new Ottawa 
enterprises

OTTAWA

Attract to create supply Attract to create demand

Develop skills/ 
Entrepreneurs

Identify skills/ 
Promote innovation

An attractive living/business environment 
to attract and retain workers/employers
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Strategic Framework  
 

In addition to long-term strategies, some imminent planning priorities have been identified for 2011-

2012. 

¶ Convergence is bringing forth new emerging jobs that fuse skills and knowledge from multiple 

disciplines.  Identifying emerging demand and focusing on the required multi-disciplinary skills 

and knowledge will be key.  Initial areas identified, on which to focus, include:  green 

construction, Ottawa's LRT initiative, and health technology/e-health. 

¶ Employers are demanding certain cross-sectoral skills: behavioural competencies around 

people, communication and management skills, as well as basic technical skills and emerging 

multidisciplinary skills. Enhancing these skill sets, particularly for workers in ICT and health, is a 

priority.  

¶ Ottawa needs to effectively tap into labour supply to increase employment and address labour 

shortages in key areas.  Immigrants, aboriginals and youth have all been identified as key 

populations on which to focus; many of whom are unemployed or under-employed. 

¶ hǘǘŀǿŀΩǎ employers have to be prepared for the oncoming labour shortages by engaging in 

strategic workforce planning. They need support in succession planning, talent management, 

business planning and marketing.  

¶ Creating a culturally competent workforce and leveraging multilingual skills should help Ottawa 

businesses tap into new markets/ economies.  

¶ Entrepreneurship̧ particularly youth entrepreneurship, needs to be encouraged and supported 

if the economy is to grow in the long-term, particularly in growth industries (health, ICT and 

construction).   

¶ We need to focus on innovation across all sectors to ensure that Ottawa is well-positioned in 

today's knowledge economy and look for opportunities to brand the city as Canada's innovation 

capital. 

¶ A supportive relationship between governments and industry, and a collaborative approach to 

labour market planning that engages key stakeholders, are ŎǊƛǘƛŎŀƭ ǘƻ hǘǘŀǿŀΩǎ ǎǳŎŎŜǎǎ.   

 

The graphic on the next page outlines the framework and the 2011 priorities.  The Labour Market 

Planning and Service Delivery Committees have identified a phased approach to strategic planning, 

focusing on key priorities and sectors. The committees will review issues on an on-going basis and 

determine priorities based on maximizing the impact ƻƴ hǘǘŀǿŀΩǎ ŜŎƻƴƻƳȅΦ  CƻǊ ŜȄŀƳǇƭŜΣ ŀƭǘƘƻǳƎƘ ǘƘŜ 

tourism sector was not identified as a short-term labour market priority for 2011, it is an integral part of 

hǘǘŀǿŀΩǎ ŜŎƻƴƻƳȅ ǘƘŀǘ ƻŦŦŜǊǎ ƻǇǇƻǊǘǳƴƛǘȅ ŦƻǊ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ Ƴŀȅ ōŜ ƛŘŜƴǘƛŦƛŜŘ ŀǎ ŀ ǇǊƛƻǊƛǘȅ ŀǊŜŀ ƛƴ 

2012-2013. 
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The Strategic Framework for Ottawa focuses on collaboration and innovation. The long-term strategy is 

ǘƻ ŘŜǾŜƭƻǇ hǘǘŀǿŀ ƛƴǘƻ /ŀƴŀŘŀΩǎ ƛƴƴƻǾŀǘƛƻƴ ŎŀǇƛǘŀƭ ŀƴŘ ƳŜŜǘ ƭŀōƻǳǊ ŘŜƳŀƴŘ ǘƘǊƻǳƎƘ ŘŜǾŜƭƻǇƛƴƎ ŀ 

multi-pronged approach to labour supply. Building connections and educating the community will be an 

integral part of integrated labour market planning.  These components will be incorporated into all 

priorities addressed in the coming years.  

 
 

Note that some of the priorities identified here may only be addressed in 2012, as we are behind the 

annual timelines in preparing this initial Ottawa Integrated Local Labour Market Plan. 

 

  

Long-term 
Strategy

We are forward-
thinking, engaging 
stakeholders and 

leveraging 
key populations to 

meet all future 
labour demands.  
With a focus on 

cross-sectoralhubs, 
Ottawa is branded 
/ŀƴŀŘŀΩǎ ƛƴƴƻǾŀǘƛƻƴ 
capital, attracting 
both business and 
knowledge to a city 
that boasts a broad 
spectrum of workers 
with the right skills 

in the right jobs.

Our 
Approach

Collaboration

Engaging key
stakeholders in
an integrated
approach to 
local labour

market
planning, with
industry and
government

working 
together in a 
supportive
relationship

Innovation

3. Build connections with the labour force ςfocus on key populations

also focus on unemployed and under-employed in all populations

1. Build connections across sectors ςfocus on emerging opportunities

Green construction
LRT initiative

Health technology 
e-Health

Leverage 
emerging demand

4. Build connections between SMEs and the labour force ςfocus on business/HR support

Business Planning Talent Management Succession Planning

2. Build connections between demand and the labour force ςfocus on cross-sectoralskills

Leverage cross-sectoral
skills and innovation

Immigrants Aboriginals Youth

Leverage 
key populations

Cultural 
competence

Innovation & 
Entrepreneurship

Leverage HR/ 
business skills 
to link SMEs 

to labour supply

Cultural 
competence

Innovation & 
Entrepreneurship

2011 Strategic Framework ςBuilding Connections

focus on other sectors and emerging opportunities as they are identified as priorities

Construction ICT Health

Behavioural competencies Multidisciplinary skills Basic technical skills
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Strategic Plan for 2011  
 

PRIORITY AREA #1 

Build connections across sectors -  focus on emerging opportunities  

 

 

As we move into a knowledge economy, employers are demanding certain cross-sectoral skills: 

behavioural competencies around people, communication and management skills, as well as basic 

technical skills and emerging multidisciplinary skills. Enhancing these skill sets, particularly for workers 

in knowledge-based sectors such as ICT and health, is a priority.  (This priority focuses specifically on the 

multi-disciplinary skills.)  In our research and consultations, green construction, Ottawa's LRT initiative 

and Health technology/e-Health were identified as the initial emerging opportunities on which to focus. 

 

PAST ACTIONS TAKEN 

¶ No past actions have been identified for this issue at this point.   

 

PROPOSED ACTION - 2011 
Applicable Community 
Partnership 

Lead 
Partner(s) 

Timelines 
Expected 
Outcomes 

1) Consult with stakeholders 

in the community to 

determine what has been, 

and is currently being done, 

around Green construction, 

the LRT initiative, and 

Health technology/e-Health 

This will be an OILLMP Office-led 
initiative at this point; may evolve 
into a partnership project in 2012. 

Initial step would be to conduct 
preliminary research to identify 
sources of information and scope 
out the work required to pull all the 
information together. 

Preliminary 
research 
and a plan 
of action 
for moving 
forward by 
March 31, 
2012  

Preliminary 
research 
completed and 
documented 

 

 

  

1. Build connections across sectors ςfocus on emerging opportunities

Green construction
LRT initiative

Health technology 
e-Health

focus on other sectors and emerging opportunities as they are identified as priorities

Construction ICT Health














































































































































































































