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www.buscouncil.ca

MOTOR CARRIER PASSENGER COUNCIL OF CANADA INTRODUCTION

The MCPCC provides a 
crucial National forum for 
industry, labour, government, 
and education to share 
resources and information. 

MCPCC’s work is focused on several key areas: raising awareness 
of and advocating for the bus industry across Canada, reaching 
government, education, and the public; reporting much needed 
labour market information, recognizing the outstanding 
service of bus professionals; promoting industry-wide career 
opportunities, and the exceptional training and development 
that has contributed to the industry’s commendable safety 
record.

MCPCC is constantly seeking innovative ways to work with 
industry and government to promote the Bus Industry as a 
critical link in the nation’s transportation infrastructure. It is 
a privilege to advocate for the exceptional men and women 
dedicated to this essential service. 

For more information, contact

MCPCC
PO Box 81611 RPO The Concourse,
North York, Ontario M2R 3X1
info@buscouncil.ca

©All rights reserved. The use of this publication, in whole or in part, reproduction, storage in a retrieval program or transmission in any form or by any means 
(electronic, mechanical, photographic, photocopying or recording) is prohibited, without the prior written permission of the Motor Carrier Passenger Council 
of Canada, and is an offense under the Copyright Act.

Copyright © 2020 Motor Carrier Passenger Council of Canada (MCPCC)

This project was funded in part by the Government of Canada Sectoral Initiatives Program 
The opinions and interpretations are those of the authors and do not necessarily reflect those of the Government of Canada
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WHAT INFORMATION ABOUT THE 
LABOUR MARKET DO YOU NEED?

Several factors influence the labour market. Understanding their 
impact allows you to anticipate the types of skills that will be 
needed and the kinds of work that will be available in the future. 
The following factors influence labour market decisions:

• Demographics – the characteristics of a population, such as 
average age, population size and projected growth.  For example, 
one influence of the ageing population of baby boomers on the 
labour market will be an increased need for services for seniors

• Technological change – an increasing number of occupations 
requiring new and upgraded technological skills or impact 
on occupations due to the growing utilization of artificial 
intelligence.

• Globalization – companies operating all over the world and 
around the clock. One labour market outcome of globalization 
is the growth in the development of call centres.

• Local, provincial and national economic situations – 
influencing the ups and downs of the labour market, including 
the strength of specific industries and variations in the overall 
employment rate.

• Industry or sector activity – the change in growth and job 
outlook in Canada’s major industries.

• Labour market trends – the combined effects of the influences 
in the marketplace such as the growing diversification of the 
economy

• Key occupational needs and requirements – such as 
educational requirements, duties, working conditions and salary 
expectations.

HOW LABOUR MARKET INFORMATION 
CAN HELP YOU

• Choose an occupation. 

• Identify training and education programs and career 
requirements. 

• Tap into the hidden job market. Labour market information 
can help you access the 80% of jobs that aren’t advertised. For 
example, if you learn that a specific industry is expected to grow 
in the near future, you can focus your job search on employers 
in that industry.

PART ONE 

USING LABOUR MARKET INFORMATION
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PART ONE 

USING LABOUR MARKET INFORMATION LMI Job Seeker Career Planning • Employer

Labour Supply 
and Demand

• Provides details about 
different types of work and 
learning opportunities

• Provides data on current 
employment conditions

• Forecasts for future 
employment growth and 
conditions

• Aids in making informed decisions 
regarding field of study and training

• Helps you to assess the likelihood of a 
lucrative career - what education and 
training to pursue and to what extent 
your educational credentials will be 
measured, accredited and transferable.

• Helps you to choose a career and region 
where demand for workers is expected to 
be relatively high

• Helps you to plan to meet 
your required human 
resources needs

• Knowledge of what skills are 
available in the workforce and 
what gaps need to be filled.

Demographic 
information 

• Helps you identify where 
your best job opportunities 
lie

• Helps you assess your 
competitiveness against 
others in your field

• Outlines trends (e.g., education levels) 
to assess whether you are prepared to 
compete in a chosen field

• Helps you predict upcoming 
trends in your industry and 
plan ahead to ensure that your 
workforce continues to meet 
your needs

Wage &  
Salary data 

• Earnings potential for a 
particular job

• Where to look for work, by 
identifying which regions 
offer the highest pay in your 
field

• Helps you decide which careers will meet 
your earning expectations

• Helps you decide if it is worth investing 
in upgrading your education to pursue a 
certain career

• Helps you determine the 
amount you will need to pay 
to attract applicants with 
the skills and experience you 
require

• Helps you to map out 
your organization’s human 
resources budget

Education • Helps you identify the skills 
needed, and how best to 
develop them.

• Educators know what programs best 
contribute to the economy. In that way, 
they can better understand what to 
teach, and how to ensure their graduates’ 
success in the job market.

• Indispensable in matching 
workers with jobs (and vice 
versa), and highlighting gaps 
between the skills that are 
available and those that are 
needed.
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Between 2017 and 2018 MCPCC conducted labour market 
research on key sector needs and trends, and identified 10 key 
occupations critical to achieving industry strategic goals. 

These occupations are: 

• Professional Bus Operator (NOC 7512);  

• Licensed Mechanic (NOC 7321); 

• Training Instructor (NOC 4021); 

• Garage Assistant (NOC 7611, 7612); 

• Maintenance Worker (NOC 6732, 6733); 

• Dispatcher (NOC 1525); 

• Scheduler/Planner (NOC 1526); 

• Bus Operations Manager (NOC 0731); and  

• Bus Operations Supervisor (NOC 7304, 7305)

It follows that in order to fulfill ongoing organization stability 
a process of meeting supply and demand through Talent 
Management must be achieved.

Supply and Demand Planning. Facilitating the planning process 
to identify the roles needed in order to meet the business objectives 
and financial forecasts to move the company forward, including 
talent acquisitions, talent management, and workforce balancing 
to meet future needs. 

Talent Management. Facilitating the development and career 
progress of highly talented and skilled individuals in the 
organization using formalized procedures, resources, and processes. 
Talent management focuses on developing employees and leaders 
to meet future needs.

WORKFORCE OF 2020

• The workforce will be 50% Millennials.

• There will be more globalization.

• Many candidates will come from community colleges.

• Organizations will have a fear of letting poor workers go because 
they can’t find better-qualified people to replace them.

• There will be a lot of discussion about skills and short supply.

PART TWO 

INDUSTRY KEY POSITIONS SUPPLY 
AND DEMAND FORECASTS
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TALENT MANAGEMENT

 Demand Supply

External Macro factors impacting talent needs

Political, environment, social, technology:

• Political agencies
• Technological advancement
• Social trends
• Environmental awareness
• Education
• Legislation

• Globalization… 
the list is endless

Availability of talent needed

Labor Market:

• External workforce data
• Demographic data
• Industry data
• Skills data

• Competitor employment offers

Internal Talent we need in the future

Organization:

• Business strategy
• Culture and values
• Work organization
• Business operations and processes
• Management structure
• Service level agreements
• Budgets
• Client or customer survey information
• New business/joint ventures/alliances
• New technology or processes

• Changing responsibilities

Talent we have now

Employee workforce data:

• Gender and age distribution
• Job level/salary composition
• Geography
• Employment mode (e.g., part time)
• Length of service
• Performance review

• Capabilities

Trend data:

• Separation, transfer rates
• Exit interview information

• Overtime applications

Source: Tootson, and Erwin

CANADIAN OCCUPATIONAL PROJECTION 
SYSTEM (COPS)

Employment and Social Development Canada (ESDC) uses the 
models of the Canadian Occupational Projection System (COPS) 
and the National Occupational Classification (NOC, 2016 
version) to develop projections of future trends in the numbers of 
job openings and job seekers for 292 occupational groupings at 
the national level, covering the entire workforce.  The projections 
help to identify those occupations that may face labour shortage 
or labour surplus conditions over the medium term. The latest 
projections cover the 2017 to 2026 period. 

LIMITATIONS OF COPS LMI 

There are two principal and interrelated challenges associated 
with open bus industry LMI. Data that are available on a timely 
basis i.e., Labour Force Survey (LFS) are typically rolled up to 
the 2-digit NAICS level (Transportation and Warehousing). This 
limits the ability to interpret these data specifically for the bus 
sector. Conversely, data related directly to the industry, either at 
the 4-digit NAICS or NOC code, typically takes much longer to 
be released, limiting the ability to interpret these data as they are 
no longer timely (i.e., Annual Passenger Bus and Urban Transit 
Survey). 

In spite of the limitations, we are presenting data from the COPS 
system by Industry key positions’ NOC codes, to provide insight 
as to the profile and projected supply and demand for these 
occupations on a nation-wide basis.  

PART TWO 

INDUSTRY KEY POSITIONS SUPPLY 
AND DEMAND FORECASTS
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COPS SYSTEM SUPPLY AND DEMAND PROJECTIONS TO 2026 FOR INDUSTRY KEY POSITIONS

Occupation Profile 2014-2016 Future Demand 2017-2026

NOC 7512 
Bus Operator

Skill Level: Occupations usually 
require secondary school and/or 
occupation-specific training.  

Employment 2016: 81,900  

Median Age 2016: 51.7 

Estimated Median Age of

Retirement 2016: 66 

Key labour market indicators 
(employment, wage, growth 
and unemployment rate 
suggest that the number of 
job seekers was sufficient 
to fill job openings in this 
occupational group 

• New job openings - 44,100

• New job seekers - 42,900 

• Continued balance between labour supply 
and demand 

• Job openings will be primarily due to 
retirement (72%), followed by expansion 
demand (15%), “other” replacement demand 
(10%), and emigration (3%) 

• Little clarity on where projected job seekers 
will originate, with 82% coming from 
“other.” The remaining are projected to be 
school leavers (10%) and immigration (8%)

NOC 7321 
Bus Mechanic

Skill Level: Occupations usually 
require college or vocational 
education or apprenticeship 
training

Employment 2016: 119,300 
(this number includes 
automotive technicians – bus 
industry employs 7,100)

Median Age 2016: 39.8 

Estimated Median Age of 
Retirement in 2016: 63 

Key labour market indicators 
(employment, wage growth 
and unemployment rate 
suggest that the number of 
job seekers was sufficient 
to fill job openings in these 
occupational groups 

• New job openings – 27,900

• New job seekers – 30,200

• Continued balance between labour supply 
and demand 

• Job openings will be primarily due to 
retirement (78%), followed by “other” 
replacement demand (10%), emigration 
(7%), and expansion demand (5%)

• Of the projected job seekers, 83% are 
projected to come from school leavers and the 
remaining will come from immigration.  

NOC 7304, 7305 
Supervisors

Skill Level: Occupations usually 
require college or vocational 
education or apprenticeship 
training

Employment 2016: 47,400 

Median Age 2016: 47.3

Estimated Median Age of 
Retirement in 2016: 62 

Key labour market indicators 
such as employment, wage 
growth and unemployment 
rate suggest that the number 
of job seekers was sufficient 
to fill job openings in these 
occupational groups 

• New job openings - 24,100

• New job seekers - 22,900

• Continued balance between labour supply 
and demand 

• Job openings will be primarily due to 
retirement (63%), followed by expansion 
demand (27%), “other” replacement demand 
(7%), and emigration (3%). 

• Little clarity on where projected job seekers 
will originate, with 84% coming from 
“other.” The remaining are projected to be 
school leavers (15%) and immigration (1%)
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Occupation Profile 2014-2016 Future Demand 2017-2026

NOC 4021 
College & other 
Instructors

Industry Position – 
Training Instructor

Skill Level: Occupations usually 
require university education

Employment 2016: 110,600

Median Age 2016: 46.1

Estimated Median Age of 
Retirement 2016: 64 

Employment growth 
similar to the average 
for all occupations. 
Unemployment rate 
remained stable at 5.4% 
in 2016, slightly below 
the national average 
of 7.0%. Increase in 
average hourly wage was 
similar to the average 
for all occupations. Key 
labour market indicators 
suggest the number of 
job seekers was sufficient 
to fill the job openings

• New job openings – 42,600

• New job seekers – 39,100

• Job openings projected to arise mainly from 
retirements (75%), retirement rate expected to 
be above average of the economy, as workers 
are generally older than in other occupations, 
expansion demand slightly more than 10% 
of labour demand. Over the past decade, job 
creation in this occupation was fueled by three 
main factors:  i) increase in number of college-
aged young people, ii) higher educational 
enrolment rates of ages 17 to 21, and iii) 
growing popularity of vocational and technical 
training.  

• Graduates expected to have different 
backgrounds and will come from a variety of 
fields of study. Also, about 25% of job seekers 
expected to come from immigration/other 
occupations

NOC 7611 & 7612 
Trades helpers & 
labourers

Industry Position 
Garage Assistant

Skill Level: On-the-job training is 
usually provided 

Employment 2016: 130,200  

Median Age 2016: 34.4 

Estimated Median Age of 
Retirement in 2016: 63  

Key labour market 
indicators (employment, 
wage growth and 
unemployment rate 
suggest that the number 
of job seekers was 
sufficient to fill job 
openings 

• New job openings – 35,300

• New job seekers – 39,700 

• Job seekers expected to be substantially superior 
to job openings, creating a surplus of workers

• Job openings will be primarily due to retirement 
(48%), followed by expansion demand (38%), 
“other” replacement demand (7%), and 
emigration (7%) 

• Job seekers are 81% coming from school leavers 
and immigration

NOC 6732, 6733 
Cleaners, Janitors  
& caretakers

Industry Position 
Maintenance

Skill Level: On-the-job training is 
usually provided 

Employment 2016: 186,300  

Median Age 2016: 47 years old  

Estimated Median Age of 
Retirement 2016: 65 

Key labour market 
indicators (employment, 
wage growth and 
unemployment rate 
suggest that the number 
of job seekers was 
sufficient to fill job 
openings

• New job openings – 81,500

• New job seekers – 76,200 

• Continued balance between labour supply and 
demand 

• Job openings will be primarily due to retirement 
(74%), followed by expansion demand (12%), 
“other” replacement demand (10%), and 
emigration (4%)

• Little clarity on where projected job seekers will 
originate, with 45% coming from “other.” The 
remaining are projected to be school leavers 
(29%) and immigration (26%)
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Occupation Profile 2014-2016 Future Demand 2017-2026

NOC 1525 
Dispatchers 

Skill Level: Occupations usually 
require secondary school and/or 
occupation-specific training.  

Employment 2016: 42,600  

Median Age 2016: 40.8 

Estimated Median Age of 
Retirement 2016: 63 years old  

Employment increased 
while unemployment rate 
decreased, reaching 3.5% in 
2016 compared to national 
average of 7%. Key market 
indicators suggest that the 
number of job seekers was 
sufficient to fill the job 
openings

• New job openings – 13,000

• New job seekers – 13,500 

• Continued balance between labour supply 
and demand 

• Majority of job openings is expected to arise 
from retirements, with the rate slightly lower 
than the national average

• Majority of job seekers expected to come 
from the school system, New immigration 

• projected at 10% while only a small number 
from other occupations

NOC 1526 
Transportation 
route and crew 
schedulers

Scheduler/Planner Employment increased 
while unemployment rate 
decreased, reaching 3.5% in 
2016 compared to national 
average of 7%. Key market 
indicators suggest that the 
number of job seekers was 
sufficient to fill the job 
openings

• New job openings – 13,000

• New job seekers – 13,500 

• Continued balance between labour supply 
and demand 

• Majority of job openings is expected to arise 
from retirements, with the rate slightly lower 
than the national average

• Majority of job seekers expected to come 
from the school system, New immigration 

• projected at 10% while only a small number 
from other occupations

NOC 0731 
Managers in 
Transportation

Operations Manager Employment, wage growth 
and unemployment suggest 
that the number of job 
seekers was sufficient to fill 
the job openings.

• New job openings – 11,100

• New job seekers – 10,600 

• Continued balance between labour supply 
and demand 

• Job seekers expected to come from school 
leavers, immigration and mobility

Although the above research indicates a balance between 
supply and demand, i.e. quantity of applicants, we consulted a 
representative sample of Industry organizations to research quality 
of applicants.  Several consultation participants cited a general 
lack of quality applicants and disinterest in working in the sector 
shortly after being recruited.  Deterrents quoted include working 
conditions (split-shifts, night shift), unsociable hours, extended 
periods of time away from home and limited career advancement 
opportunity.  As a result, those individuals applying for jobs often 
do not have the basic prerequisite skills.  

It should be noted that the supply vastly differs between 
sectors, i.e. urban transit overall receives sufficient numbers 
while school bus is consistently short of drivers.

This means that skill gaps and deficiencies in the sector’s future 
workforce could be significant.  Many cite that the skills lacking 
in new applicants are the very areas where employer requirements 
are increasing; in particular, technical and practical skills, 
communications and customer service skills, literacy, numeracy 
and management skills.  

Expansion and changes to in-house training, and partnerships 
with education institutions are becoming more critical to deal with 
skill gaps and technological transformations experienced by the 
Industry.
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Canada’s demography will change over the next few decades. 
The foremost factor is the ageing of the population. In 2015, 
those aged 65 and over made up 16.1 per cent of Canada’s total 
population, a share that is all but certain to rise to over 24 per cent 
by 2035. The impact of an ageing population will have significant 
implications for the Canadian economy and long-term policy 
planning. As the large baby boom cohort ebbs out of the workforce 
into retirement, economic growth will slow. At the same time, 
costs will increase significantly for public services, including health 
care, education, and Old Age Security (OAS). 

While higher immigration and fertility rates soften the significant 
cost strains on the Canadian system in the long term, Canada must 
also look to other solutions over the next 25 years to address the 
impact of an ageing population in a cost-effective manner . 

Data from StatsCan showed there is now an equal number of 
workers aged 25 to 34 and those aged 55 and above who are active 
in the workplace.  In 1996, senior colleagues comprised just 10% 
of the workforce. By 2018, the proportion of older employees rose 
to 21%.  The talent market is seeing “a larger share of people aged 
55 and older in the labour force than has previously been the case,” 
StatsCan said.

“Ensuring an adequate number of replacements for particular 
occupations may be a challenge because the population under 35 is 
seeing virtually no growth,” the report added.

PART THREE 

LONG-TERM OUTLOOK
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Alberta’s labour market is forecasted to grow by approximately 
401,000 and a net increase of 352,000 workers is expected to join 
the labour force. For the coming decade or by 2025, Alberta could 
experience a labour shortage of around 49,0001 workers. 

The following are a few of the occupations with a forecasted 
labour shortage of more than 1,000 workers by 2025:

• Managers in construction and transportation (NOC A37)

• Computer and information systems professionals (NOC C07)

• Nurse supervisors and registered nurses (NOC D11)

• Medical technologists and technicians (NOC D21)

• Sales and service supervisors (NOC G01)

• Childcare and home support workers (NOC G81)

• Motor vehicle and transit drivers (NOC H71)

• Contractors, operators and supervisors in agriculture, 
horticulture and aquaculture (NOC I01)

ALBERTA SHORT-TERM EMPLOYMENT FORECAST 
2019-2021 - INDUSTRY KEY POSITIONS: 

Moderately High Demand

• (7321) Automotive service technicians, truck and bus 
mechanics and mechanical repairers

• Medium Demand

• (1525) Dispatchers

• (1526) Transportation route and crew schedulers

• (6732) Specialized cleaners

• (7304) Supervisors, railway transport operations

• (7512) Bus drivers, subway operators and other transit operators

Low Demand

• (0731) Managers in transportation

• (4021) College and other vocational instructors

• (7612) Other trades helpers and labourers

While the short-term forecast predicts low to medium demand 
for Managers and Bus Operators, the longer-term forecast to 
2025 predicts a labour shortage of more than 1,000 workers. This 
reflects the ageing population and the older demographic of these 
positions in the Bus Industry.

ALBERTA

1 Ades, Julie, Daniel Fields, Alicia Macdonald, and Matthew Stewart. A Long-Term View of Canada’s Changing Demographics: Are Higher Immigration 
Levels an Appropriate Response to Canada’s Aging Population? Ottawa: The Conference Board of Canada, 2016

Source: https://open.alberta.ca/dataset/1da5b1b0-c061-430c-a9e5-65f79226bd2c/resource/1f6039ad-c1e4-4ee2-8ae5-c23bf1ec9ac3/download/2016-
albertas-occupational-demand-and-supply-outlook-2015-2025.pdf

https://open.alberta.ca/dataset/61843e6c-f254-4c93-81b2-36d8f03e6a31/resource/cc430dfa-00e3-48e3-8377-1eaf4b26c39a/download/lbr-alberta-short-
term-employment-forecast-stef-2019-2021.pdf
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The Outlook 2018 is a 10-year forecast of the expected flow 
of  supply and demand for labour in the province focused on  
providing knowledge required to make informed decisions on  
careers, hiring, training and education. It covers the period from  
2018 through 2028. It estimates future supply and demand by  
industry, occupation, education, skill level and geographic region.  
It also provides an assessment of potential demand for the skills  
and competencies needed to succeed during the next 10 years.  
This Outlook provides the best available information about the 
kinds of jobs and skills that will be most in-demand regionally and 
province-wide over the coming decade. 

Who is the outlook for? The Outlook helps young people to 
plan their careers and assists more mature workers looking to 
shift jobs or change careers. It is a useful resource for educators 
as they develop courses; will help lead to jobs for learners; and 
supports employers and government in the development of 
training strategies and investment plans. Students, families, school 
counsellors and people looking for work use the projections in 
this report to make informed decisions about their future — from 
education to training to charting their career paths. Employers 
and investors use the information for long-term planning and 
industry leaders apply it when identifying skill needs. 

BRITISH COLUMBIA

Source: https://www.workbc.ca/getmedia/1dce90f9-f2f9-4eca-b9e5-c19de9598f32/BC_Labour_Market_Outlook_2018_English.pdf.aspx
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The Manitoba Labour Market Occupational Forecasts Report 2018 to 2024 identifies expected trends for the labour market. 

HIGHLIGHTS FROM THE REPORT

• Manitoba’s economy will see 168,400 new workers  
join the labour

• force between 2018 and 2024, or approximately 24,100 
workers a year. 

• Manitoba’s unemployment rate is expected  
to remain constant at 5.3 per cent both in 2018 and 2024. 

• After adjusting for inflation, Manitoba’s economy is expected to 
grow by an average of 1.7 per cent annually from 2018 to 2024. 

• Manitoba’s labour market is expected to lift hourly labour 
income by an average of 2.3 per cent annually over the next 
seven years. Over the same period, this is expected to push up 
personal incomes in Manitoba by an average of 3.6 per cent 

MANITOBA

Source: https://www.gov.mb.ca/jec/lmi/pdfs/occupational-forecasts-2018-2024.pdf
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Over the past decade, the province has seen its labour force 
shrink.   Between 2009 and 2018, New Brunswick saw a decrease 
of 2.4% in the size of its labour force (-0.3% annually), compared 
to increases of  1.4% (+0.2% annually) for the other Atlantic 
Provinces combined and 8.6% (+0.9% annually) on a national 
level.  Likewise, employment in the province decreased by 1.7% 
during this time (-0.2% annually). This decrease to the size of 
the labour force (and likewise, the labour force participation 
rate) within the province was not surprising given the province’s 
shrinking typical working-age population and growing number of 
retirees. 

In recent years (particularly since 2013), while employment 
levels in the province have remained fairly steady, the province’s 
unemployment levels have been dropping steadily. In 2018, New 
Brunswick’s unemployment rate hit a new low of 8.0%.  This 
general trend has been occurring across the country, driven by the 
tightening of the labour market, as a significant number of aging 
workers exit the workforce.  Going forward, employment in New 
Brunswick is expected to see modest gains, with an increase of 
1.8% expected to occur between 2018 to 2027 (+0.2% annually); 
the province’s labour force however, is projected to shrink by 0.9% 
by 2027 (-0.1% annually). 

NEW BRUNSWICK
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FORECAST – LABOUR FORCE AND EMPLOYMENT RELATIVE TO 2018 

These forecasted trends are consistent with what has been 
occurring in the province over the past few years, as the labour 
market continues to tighten. As more and more workers 
retire, job seekers are likely to experience less difficulty in 
finding employment, provided they possess the skills to match 
the opportunities in demand.  By 2027, New Brunswick’s 
unemployment rate is expected to drop to 5.8%. On the other 

hand, a tightening labour market may also create challenges for 
employers, as finding suitable employees to fill vacant positions 
may become more difficult.  However, with fewer available workers 
in the labour market, it is assumed that employers will make other 
adjustments, such as offering more competitive wages and benefits, 
which would help mitigate this issue.

FIGURE 1: LABOUR FORCE AND EMPLOYMENT

JOB OPENINGS 

OVERVIEW 

A substantial number of job openings are expected between 2018 
and 2027 – roughly 12,000 annually. While some of these job 
openings will come from expansion demand, the majority (97.3%) 
will be the result of replacement demand (deaths and retirements).  

On the supply side, new entrants  to the labour force are expected 
to fill 55.0% of these job openings, while workers from other 
countries or provinces are expected to fill 10.8% of total openings. 
It’s worth noting that the migration totals presented in the table 
below differ from traditional migration statistics. While “net 
migration” typically refers to the total number of individuals that 
a region/jurisdiction adds or loses as the net result of in-migration 
and outmigration (regardless of labour force attachment), the totals 
presented in Figure 7 strictly represent net workers added in full-
year equivalents. In terms of total migration (regardless of labour 
force attachment) the forecast assumes that the province will take 
in (on average) approximately 3,900 immigrants annually, but also 

lose approximately 1,100 individuals to interprovincial migration 
and approximately 500 individuals to emigration (individuals 
moving to other countries) annually. 

Beyond young New Brunswickers entering the labour force for 
the first time and workers from other countries or provinces, the 
remaining 34.2% of openings are expected to be filled through 
a mix of reduced unemployment levels, increased labour force 
participation, and increased productivity (e.g. automation). While 
the forecast assumes that this demand will be met (and these job 
openings will be filled), it is possible that the anticipated labour 
supply will not fill the anticipated job openings to the extent the 
forecast predicts , and if this is the case, even more immigrants 
and workers from the rest of Canada will be required to meet the 
demand for labour.  

2018 2019 2020 2021 2022 2023 2024 2025 2026 2027

4%

2%

0

-2%

-4%

Labour force (Relative to 2018)
Employment (Relative to 2018)
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As can be seen in Figure 3, the majority of sectors are expected to have little to no expansion demand going forward. The most notable 
exception to this trend is the ‘healthcare and social assistance’ sector, which is expected to see noticeable growth over the outlook period, as 
the province’s population grows older and demand for healthcare services increases. 

Health Care and Social Assistance

Retail and Wholesale Trade

Manufacturing

Construction

Public Administration

Accommodation and Food Services

Business, Building and Other Support Services

Transportation and Warehousing

Educational Services

Other Services

Finance, Insurance, Real Estate and Leasing

Professional, Scientific and Technical Services

Information, Culture and Recreation

Natural Resources

Utilities    

FIGURE 2: FORECAST - JOB OPENINGS AND 
SOURCES OF SUPPLY (2018 TO 2027) 

Total % Share 

Total Job Openings 120,046 100.0% 

From Expansion Demand 3,228 2.7% 

From Replacement Demand  
(Death and Retirements)

116,817 97.3% 

“New entrants” refers to persons aged 15 to 30 entering the labour force 
for the first time. 

This may happen if, for example, workers aren’t as willing to move from 
one part of New Brunswick to another for work as the forecast predicts, 
or labour force participation does not increase sufficiently. 

FIGURE 3: FORECAST - JOB OPENINGS AND 
SOURCES OF SUPPLY (2018 TO 2027) 

Sources of Supply 120,046 100.0% 

New Entrants  
(Young People Starting Work) 

66,067 55.0% 

Net Migration  
(Workers from Other Countries 
or Provinces) 

12,905 10.8% 

From Other Countries 19,368 16.1% 

From Other Provinces -6,463 -5.4% 

Other 41,074 34.2% 

It is assumed that “other” supply requirements will be met through 
a mix of reduced unemployment levels, increased labour force 
participation, and increased productivity. 

FIGURE 4: FORECAST - JOB OPENINGS BY SECTOR (2018 TO 2027) 

Expansion Demand   Replacement Demand   Job Openings

-10,0000 0 10,000 20,000 30,000
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Figure 4 shows the total number of forecasted job openings over the outlook period for the ten broad 
occupational categories defined by Canada’s 2016 National Occupation Classification (NOC).  

Sales and Service

Trades, Transport and Equipment Operators and Related

Business, Finance and Administration

Management

Education, Law and Social, Community and Government

Health

Natural and Applied Sciences and Related

Manufacturing and Utilities

Natural Resources, Agriculture and Related Production

Art, Culture, Recreation and Sport

FIGURE 5: FORECAST - JOB OPENINGS BY BROAD OCCUPATIONAL CATEGORIES (2018 TO 2027) 

Expansion Demand   Replacement Demand   Total Job Openings

-10,0000 0 10,000 20,000 30,000
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Source: https://www.gov.nl.ca/aesl/files/publications-pdf-labour-market-outlook2025.pdf

LABOUR MARKET OUTLOOK 2025

HIGHLIGHTS 

Job Openings 

• Significant job openings are anticipated over the next decade 
due to an increasing number of retiring workers. 

• Almost 64,000 job openings are anticipated between 2015 and 
2025 in Newfoundland and Labrador. 

• Almost 80 per cent of all job openings in this period will be 
among the following occupational categories: 

• Sales and service;

• Business, finance and administration; 

• Management; 

• Health; and 

• Occupations unique to primary industry.

Job Openings by Skill Level between 2015 and 2025

• Approximately 57 per cent of job openings will be in 
occupations that are in management or require some form of 
post-secondary education. 

• There will also be considerable openings in jobs requiring 
secondary school and on-the-job training. 

Employment over the next ten years

• Over the 2019 to 2025 period, the number of workers is 
expected to increase by about 12,000 (or 4.5 per cent). This 
reflects higher activity levels around production from other 
major projects including Vale’s Voisey’s Bay underground 
mining development and Statoil’s Bay du Nord discovery, as 
well as expanding employment in the service sector to meet 
demands generated by an aging population.  

• During the last seven years in the forecast period (2015 to 
2025), a general upward trend is anticipated. Industries that are 
expected to experience the largest increase in employment over 
the 2015 to 2025 period are: 

• Health care and social assistance; 

• Mining and oil and gas extraction; 

• Arts, entertainment and recreation/accommodations and 
food services; 

• Finance, insurance, real estate and leasing; and 

• Wholesale and retail trade.  

• Industries that are expected to experience the largest 
employment declines are: 

• Construction; 

• Professional, scientific and technical services; 

• Other manufacturing (i.e., excluding seafood processing); 

• Public administration; and 

• Educational services. 

NEWFOUNDLAND
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LONG-TERM LABOUR MARKET FORECAST

FIGURE 6: EMPLOYMENT OUTLOOK, 2015 TO 2020, NOVA SCOTIA AGES 15 YEARS AND OVER

Nova Scotia’s population grew by over 30,000 since 2015, 
reaching the province’s all time high of 966,858 in 2019. Rising 
international and interprovincial migration have increased the 
population offsetting natural population change. Nova Scotia’s 
labour force and employment is expected to continue to grow.  
Employment growth, notably in full-time jobs, has accelerated, 
reducing the unemployment rate below 7.0 percent, on average, 
during the first 8 months of 2019. The total value of compensation 
for labour, including wages, salaries and employers’ social 
contribution, grew 4.7% during the first half of 2019.

FIGURE 7: UNEMPLOYMENT RATES, NOVA SCOTIA, SEPTEMBER 2009 TO 2019

NOVA SCOTIA

2015 2016 2017 2018 2019 2020

2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019

Employment         Labout Force

500,000

480,000

460,000

440,000

420,000

400,000

10.5%

95%

8.5%

7.5%

6.5%

5.5%

4.5%

Source: Statistics Canada: Table 14-10-0018-01 and Nova Scotia Finance, Forecast Update, 2019

Source: Statistics Canada: Table 14-10-0287-03      and Nova Scotia Finance, Forecast Update, 2019
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Ontario already has nearly 174,800 unfilled jobs and the next ten 
years is projected to only produce 85% the number of workers 
necessary – 50% from young people entering the workforce; 27% 
from immigrants; and 8% from people moving here from other 
provinces. Employers which succeed will look to automation and 
the gig-economy to fill their gaps.

The industries expected to thrive in the coming decade are: 
Finance, Insurance, Real Estate, Rental and Leasing (currently 
employing 588,200 people); Professional, Scientific and Technical 
Services (682,800); Education Services (548,700); Health Care 
and Social Assistance (905,700); and Information and Culture 
(304,900). These service-based sectors require highly skilled 
professionals, drawing on uniquely human attributes that cannot 
be easily replicated by technology. These sectors can expect a boost 
in employment averaging 25% over the coming decade.

The losers in the coming decade will be goods-producing sectors 
such as, Agriculture (employing 74,000 people); Forestry, Mining 
Quarrying, Oil and Gas (35,300); Utilities (54,700); Construction 
(542,800) and Manufacturing (761,100). In these industries, by 
the year 2030, there will be very little growth with sectors such as 
construction staying stagnant and more marginalized industries 
such as forestry lagging as much as 15%.

The three occupations which will experience the greatest amount 
of job loss are Retail Sales Associates (currently employing 213,000 
people); Food Service Attendant (146,200); and Administrative 
Assistant (66,500) or really any basic clerical role. These jobs are 
already being devastated by technology and may easily experience a 
loss of 25% of their jobs within the next ten years.

Another area of consideration is the transportation sector. While 
government is no where near approving autonomous vehicles for 
public road use, we believe 10 years will bring this to fruition. By 
the year 2030, it’s likely there will be automated buses, courier vans 
and ride hailing vehicles. As this becomes more prominent, it may 
be devastating to hundreds of thousands of well-paid workers. At 
present, Ontario employs 403,000 people in the transportation 
and warehousing sector; the majority in driving roles. While this 
sector is being supported by the transition to online purchasing, 
the movement to self-driving vehicles will devastate the driving 
professions.

Given our extreme skills shortage, the unemployment rate is 
unlikely to exceed 6% in Ontario, even with a major economic 
recession. Comparison to the unemployment rate in previous 
decades is meaningless as we have never experienced a shortage of 
workers such as we’re experiencing right now.

The workforce participation rate, including all working-age adults 
not presently in school, currently hovering at 62% will likely climb 
slightly as businesses create more and more attractive employment 
alternatives to lure available workers.

Employers will become better at engaging under-represented 
groups in the labour market such as youth, mature workers, 
women, Indigenous Canadians, those with disabilities and 
immigrants. 

Education and training will be a hallmark of future labour market 
success. At present, 36% of jobs require a bachelor’s degree or 
higher level of education; 41% require a diploma, certificate or 
apprenticeship; 20% require high school graduation and just 3% 

ONTARIO’S LABOUR MARKET TO 2030
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of jobs require less than high school completion. In the coming 
decade it is likely more than 40% of jobs will require a university 
degree and more than 45% of jobs will require college instruction 
or apprenticeship. Jobs requiring high school graduation will likely 
shrink to just 12%.

Overall, the year 2030 will be bright for both workers and 
employers in Ontario. Throughout history, from the industrial 

revolution to the computer revolution, as new technologies have 
been introduced, working conditions, salaries and job security 
have all improved. The most important lesson moving forward will 
be for individuals to develop strong workplace skills and acquire 
education and training to support these skills.

Source: https://ontariolmr.wordpress.com/2020/01/27/what-will-ontarios-
labour-market-look-like-in-the-year-2030-complete-transformation/

HIGHLIGHTS

• The province has increasingly become a hotspot for incoming 
immigrants, which will boost potential output growth for the 
Island province.

• However, the province’s population is still aging at a faster rate 
than elsewhere in Canada, which will limit potential output 
going forward.

• The greying of the population will lead to high demand for 
health care and social services, presenting a significant challenge 
for Island finances.

• Despite the challenges, Prince Edward Island will outpace its 
Atlantic neighbours in economic growth but will still lag the 
national average.

Source: The Conference Board of Canada, February 11, 2019 Report

“The economy of PEI expanded about three percent in 2019, and 
the province leads the nation in the growth of manufacturing and 
export sales, housing starts, and the value of residential building 
permits. The growth of wages on PEI is outpacing the national 
growth rate.

“We predict that in 2020, the PEI economy will expand by about 
2.8 percent, due to continued growth in public spending, tourism 
activity, and exports. “Growth will be tempered by a reduction 
in housing construction, labour supply, and trade uncertainty. 
Employment on PEI went up by about 2.2 percent in 2019, and 
we predict it will rise 2.1 percent in 2020. Higher employment 
means higher incomes, spending, and investment.”

Source: Atlantic Provinces Economic Council

PRINCE EDWARD ISLAND
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ECONOMIC OUTLOOK

Economic activity has been particularly dynamic in Québec in 
recent years. Real gross domestic product (GDP) growth reached 
2.8% in2017 and 2.3% in2018. Although the economic context 
remains favourable, more moderate growth is expected in the 
coming years. Real GDP growth is expected to stand at 1.8% in 
2019 and at 1.5% in 2020. Job creation slowed down in 2018, 
limited by the tightening of the available labour pool due in part to 
the aging of the population. 

After a strong increase of 90,200 jobs in 2017, an average of 
38,900 jobs were created in 2018. The unemployment rate fell 
from 6.1% in 2017 to 5.5% in 2018, an all-time annual low. 

http://www.budget.finances.gouv.qc.ca/budget/2019-2020/en/
documents/AUTEN_SummaryMarch2019.pdf

TRANSIT AND GROUND  
PASSENGER TRANSPORTATION

The outlook is good for this segment which accounts for nearly 
a quarter of jobs in the transportation and warehousing industry. 
For a number of years, public transit has been benefiting from 
substantial public investments. In addition to pursuing sustainable 
development objectives, it is also a matter of dealing with rising 
in needs, in particular demographic growth in the Greater 
metropolitan areas of Montréal, Québec City and Ottawa–
Gatineau.

Recently, the Quebec government announced that it would invest 
a significant sum in the development of public transportation 
infrastructures, as well as in the renewal and growth of the rolling 
stock of transportation companies. Finally, it was announced that 
new project offices would be opened in 2018 to look into the 
feasibility of a number of initiatives. These will not lead to job 
creation in the medium term, but rather illustrate the importance 

of public transportation in Québec’s sustainable mobility strategy.

The level of activity in the transportation industry depends on 
business volumes in both domestic and 

foreign markets. The level of activity in this industry is determined 
by the dynamics in three industries: wholesale trade (including 
imports-exports), retail trade, and manufacturing production. 
A slowdown in household expenditures, either in Quebec or 
elsewhere in the world, will have a negative impact on business and 
on employment in transportation.

Three sectors encompass approximately two thirds of the jobs in 
the industry in Quebec: truck transportation (28%), transit and 
ground passenger transportation (23%), and support activities 
for transportation (17%). Although increased investment did not 
result in much job creation in transportation and warehousing, 
other industries nonetheless benefited from it. For example, 
improvements to infrastructures and passenger terminals along 
the St. Lawrence River have allowed ports to attract more cruise 
liners. This helped to increase or retain for a longer time workforce 
employed in tourism activities, ground transportation, and the 
food and beverage sector in the regions. Moreover, as with any new 
facility-related to passenger transportation, employment gains are 
often made gradually, and after the investments have been made.

The following transportation and warehousing industry 
occupations related to Public Transportation are the most likely to 
be affected by the expected trends (according to the occupation by 
industry matrix): 

• 7512 Bus drivers, subway operators and other transit operators

• 0731 Managers in transportation

• 7321 Automotive service technicians, truck and bus mechanics 
and mechanical repairers

• 1525 Dispatchers

QUEBEC



MCPCC | LABOUR MARKET REPORTS 2020 LABOUR MARKET FORECAST

24

Truck Transport

Transit, Ground Passengers

Support Activities

Air Transport

15-24 years

25-34 years

35-44 years

45-54 years

55-64 years

65+ years

28%

6%

15

23%

28%

22%

5%

23%

17%

17%

9%

9%

Source: Statistics Canada, Survey of Employment, Payrolls and Hours; based on average employment in 2014-2016 

Source: Statistics Canada, 2016 Census, special tabulation for ESDC  

FIGURE 8: EMPLOYMENT BY INDUSTRY SEGMENT

FIGURE 9: EMPLOYMENT BY INDUSTRY SEGMENT

FIGURE 10: EMPLOYMENT DISTRIBUTION BY REGION

48-49 Transportation & warehousing All industry

69%
Greater Montréal 
area

9%
Capitals

9%
Resources Regions

13%
Intermediate Regions
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The Saskatchewan Detailed Occupational Outlook, 2019-
2023, provides labour market information for 437 occupations.  
It is intended to inform career choices, workforce planning 
and decision making for a variety of users such as employers, 
industries, sector councils, governments, employment and career 
practitioners, job seekers and learners.

Information is provided on forecasted net job openings, job 
outlooks, estimated employment and wages, and the skills or 
educational levels that are usually required for occupations. With a 
growing spotlight on the importance of soft skills that are needed 
in the work place, such as team player and communication skills, 
the soft skills that are most in demand by Canadian employers are 
also included in this report.

SASKATCHEWAN
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NOC Occupation  
Title

Skill  
Level

2019 
Estimated 
Employment

2019 Wage 
Estimate

Outlook 2019-2023 Most in-demand soft skills 
(based on Job Bank 2018 
national dataJob outlook Net Job 

Openings

0731 Managers in 
transportation

Mgt 930 $81,500 Good 260 Team player, organized, 
excellent oral 
communication

1525  Dispatchers HS 1,270 $59,200 Fair 200 Attention to detail, 
team player, effective 
interpersonal skills

1526 Transportation route 
and crew schedulers

HS 180 $49,900 Fair 40 Organized, attention to 
detail, reliability

4021 College and other 
vocational instructors

Univ 2,580 $88,800 Fair 470 Excellent oral 
communication, organized, 
client focus

6732 Specialized cleaners LHS 1,970 $34,300 Fair 250 Attention to detail, 
reliability, team player

7305  Supervisors, motor 
transport and other 
ground transit 
operators

PS 440 $71,600 Fair 110 Organized, team player, 
flexibility

7321 Automotive service 
technicians, truck and 
bus mechanics and 
mechanical repairers

PS 5,800 $64,100 Good 970 Reliability, team player, 
attention to detail

7512 Bus drivers, subway 
operators and other 
transit operators

HS 3,350 $49,900 Good 980 Reliability, team player, 
judgement

7612 Other trades helpers 
and labourers

LHS 460 $57,400 Limited 50 Team player, reliability, 
dependability

Legend: Mgt (management), HS (high school), Univ (university degree), PS (post secondary certificate, diploma or apprenticeship training), LHS (less than 
high school completion)

Source: Saskatchewan Detailed Occupational Outlook 2019 to 2023
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The combined economies of Nunavut, the Northwest Territories 
and Yukon’s real economic growth is forecast to average a solid 
5.3 per cent in 2019 and 4.4 per cent in 2020. However, between 
2021 and 2025, their combined economies will average only 1.5 
per cent a year, in part because of the maturing of the mining 
industry and fewer new mine developments.

NUNAVUT – MINING SECTOR IN GOOD SHAPE

• Nunavut’s economy will grow at a solid pace over the near and 
medium terms thanks to strength in the mining sector.

• The outlook for gold mining is optimistic, as prices remain at 
recent highs.

• Nunavut’s population profile is different from what we see 
in other parts of the country. Fertility rates are high and 
labour force growth will be solid, but the unemployment rate 
will remain sharply higher than in Yukon or the Northwest 
Territories.

• Most of the new jobs created in Nunavut’s mining industry will 
go to non-residents, as companies must bring in workers from 
other parts of Canada due to the shortage of specific mining 
skills in the resident population.

NORTHWEST TERRITORIES – CHALLENGING TIMES

• Economic growth will be modest in the near term, hovering in 
the 2.0 per cent range, but will subsequently ease sharply over 
the long term due primarily to weaker investment in the mining 
sector.

• Diamond production has reached its peak and will decline in 
the next decade. However, two new metal mines will open, 
offsetting some, but not all, of the losses in the mining sector.

• More tepid growth in mining will have repercussions on the 
other areas of the economy, notably construction activity.

• Weaker economic growth will encourage more workers to exit 
the territory, leaving a smaller working-age population to cover 
the costs that come with growth in the number of seniors.

• The only sector of the economy that will record employment 
growth is non-commercial services, which includes the health 
care sector.

YUKON – WEAKER GROWTH THIS YEAR,  
BUT REBOUND EXPECTED IN 2020

• Economic growth in Yukon will slow this year but then rebound 
in 2020.

• New mines coming online will drive growth in 2020.

• The unemployment rate will remain well below 4.0 per cent 
over the next several years, and labour shortages will become a 
problem.

• Wages will grow at an average annual pace of 3.0 per cent 
between now and 2025, much faster than inflation.

• Yukoners are older than their Northern neighbours, and 
domestic migration will account for most of the population 
growth over the forecast.

NUNAVUT, NORTHWEST TERRITORIES, YUKON

Source: The Conference Board of Canada - Territorial Outlook Economic Forecast (Summer 2019) report
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Though the ageing pattern that appears in the demographic 
distribution of the industry’s employees is similar to that of the 
general population, there is a greater prevalence of older workers 
aged 40-59 years of age in the industry than in the population at 
large. 

Though the school bus sub-sector views retirees as a potential 
labour pool, the effect in the urban and intercity sub-sectors, where 
employees either voluntarily or as decreed in collective bargaining 
agreements typically retire as they reach their 60s, suggests cause 
for concern.  Alternatively, the entry age of employees new to the 
industry has progressively increased due in part to more vigorous 
regulatory, licensing and employer requirements.

USING LABOUR MARKET INFORMATION (LMI)

DEMOGRAPHIC SHIFT

The demographic shift of an older population followed by the 
millennial generation moving into its prime working years is set 
to continue.  Over the past 50 years, baby boomers (people born 
between 1946 and 1965) have made up the largest segment of the 
workforce. The oldest baby boomers are now 72 and the youngest 
will be 63 in 2028.  Over the next 10 years, a majority of this 
generation will be focusing on life after work.  At the same time, 
people in the large millennial generation are moving into their 
30’s, with a smaller generation— GenZ—following them. 

The result is a decline in the number of people in their 20’s over 
the next decade.  As a result of two years of strong employment 
growth in 2016 and 2017, unemployment has fallen.  While more 
people have joined the labour force, there continues to be an 
ongoing challenge with having enough qualified workers in certain 
occupations and regions.  A strong surge of immigration from 

outside of Canada has helped to offset this.  High demand for 
labour will also mean strong wage growth. The availability of jobs 
combined with rising wages and access to education and training 
will be a key driver of economic growth and poverty reduction. 

With unemployment currently low and labour force participation 
high, employment growth will be closely tied to population 
growth. The gap between births and deaths will continue to 
decline, resulting in a lower rate of natural population increase over 
the next decade. Immigration will only partially counteract this 
trend and as a result population growth overall will also decline.  
It will be crucial to maintain or increase the availability of skilled 
workers in all provinces.

Key questions for educators, employers and policy makers in 
addressing this challenge include: 

• Could post-secondary education be completed in a faster, more 
efficient manner so that learners can start their careers sooner? 

• Would a greater focus on developing applied skills and 
competencies result in faster, more efficient matching of workers 
to demand?

• Can the flow of required immigrants with the in-demand skills 
be increased? 

• Is it possible to have more people in a position that allows them 
to delay retirement if that is what they want?

• Is there a way to more effectively and efficiently match 
individuals to jobs in order to achieve lower than projected 
unemployment rates? 

• Could barriers to increased labour force participation be 
reduced?

• Is there a role for more rapid adoption of automation 
technologies?
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Making sure that there are enough trained workers to meet the 
needs of the Industry will be an ongoing challenge.  Currently, the 
average age of a worker within the Canadian labour force is 42 
years of age while the average age in our Industry is 48 years.  As 
the population and the labour force ages, the majority of future 
job openings are anticipated as replacement for retiring workers.  A 
10-YEAR OVERVIEW on the labour demand side, forecasts that 
about 68 percent of job openings will be to replace workers leaving 
the labour force (mainly due to retirements).  The remaining 32 
percent will be new jobs created through economic growth.  

At the same time, this challenge means that people have exciting 
opportunities to build the careers they want.  It is expected that 
about 77 percent of job openings will require individuals with 
post-secondary education.  

In addition, learners and their educators share a responsibility to 
focus on building a strong foundation of skills and competencies 
to complement their formal education credentials.  Creating a solid 
base of employability will help people adapt and thrive as their lives 
change in response to a transforming local and global economy. 

EMERGING THEMES – AUTOMATION 

Over the next 10 years, employment is not expected to be reduced 
as a result of automation.  Based on the findings of Frey and 
Osborne (2013), specific positions will only be affected in that 
some tasks will be automated, not the whole job.  Still, it is realistic 
to recognize that the process of automation and the transition 
to new technologies by employers can impact industries and 
occupations positively or negatively or a combination of both. 

Industries struggling with labour shortages can benefit from 
automation.  More rapid automation could play a role in filling 
this gap.  Some workers may find it challenging to adapt to changes 
that come from increased automation. They may lack specific skills 

and competencies that would allow them to take on new tasks or 
new positions.  Others may not be able to change their place of 
residence in order to be closer to better job opportunities; a lack of 
transportation or concerns about losing specific benefits through a 
job change could also be barriers in this area. 

Overall, the prospect of increased automation is expected to 
be positive. It will help to address shortages. It will also help 
workers to focus on higher value tasks that rely on more innate 
human traits such as communication, critical thinking and social 
perceptiveness.  Automation will open up new opportunities. 
Certainly, workers will be needed to develop, install and maintain 
the new technologies. 

INDUSTRY ACTION

The Industry has a critical role to play in providing their workers with training opportunities.  Lifelong learning will be a key 
element of success going forward. 

Continuing education and training programs, at all levels, are necessary to give the existing workforce the opportunities to 
upgrade their abilities in order to succeed in today’s and tomorrow’s economy. Top skills of the future » Active listening is 
identified as a “very important” skill for 75 percent of total projected job openings » Speaking is “very important” for 65 
percent of job openings. » Reading comprehension is “very important” for 56 percent of job openings. » Critical thinking is 
“very important” for 55 percent of job openings. Top competencies of the future » Social perceptiveness and judgement and 
decision making are identified as “very important” for almost 40 percent of job openings. 

While the Professional Bus Operator position currently requires high school education, the nature of the responsibilities, 
service and technological requirements continues to increase.  The focus on enhanced In-house Training and Lifelong Learning 
becomes paramount to meet the public demands and to compete for shrinking talent.  The Industry-developed educational 
programs of Accreditation and Certification which cover 70% of the Industry workforce must continue to renew and progress.
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Also, the nature of jobs will shift and increase demand for new 
skills. For example, in the banking industry, the adoption of 
Artificial Intelligence (AI) Platforms such as Robo-advisory services 
and e-transfers did not result in the elimination of front-line 
jobs.  However, it did dramatically change the duties of customer 
representatives shifting from typical tasks of answering basic 
questions to undertaking a broader and more complex range of 
sales and customer service responsibilities.

Among the occupations that typically require only high school, 
over 70 percent of workers have a high chance of being affected 
by automation in part of or the entire job. For those that usually 
require less than high school, 57 percent of workers have a high 
chance of being affected. Occupations that, as a rule, need a degree 
generally have a low chance—six percent of current employment—
of facing the possibility of being affected. 

Automation continues to be a topic of research interest around 
the world. Some researchers point to the risk that dramatic 
advances in artificial intelligence (AI) and machine learning could 
change or eliminate jobs at a much higher rate of change than an 
average worker or workforce can adapt to.  At the other end of the 
spectrum, some studies contend that impacts based on the Frey 

& Osborne analysis of automation are over-estimated.  However, 

most studies are consistent in showing that the likelihood of 

being automated are not distributed equally across occupations. 

The importance in establishing policies and programs to facilitate 

retraining and, when needed, provide social protection for those 

unable to adapt is also highlighted. The research shows general 

agreement about “bottlenecks to automation.” There are a 

range of skills that are difficult to automate, particularly “social 

intelligence”. 

British Columbia measured future B.C. job openings and 

identified some of the top occupations with a high chance of 

being affected by automation: » Retail salespersons » Food 

counter attendants & kitchen helpers » Accounting technicians 

and bookkeepers » Administrative officers » General office 

support workers » Drivers » Cooks » Accounting and related 

clerks » Administrative assistants » Food and beverage servers » 

Receptionists » Cashiers » Carpenters » Shippers and receivers » 

Heavy equipment operators » Welders.  These are all jobs that 

employers are currently having difficulty in filling, based on above 

average reported vacancy rates. 
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INDUSTRY ACTION

As the types of skills and competencies needed in the labour 
market continually shift and evolve, it is crucial to proactively 
align the workforce to meet the demands of a changing world. 
Employees looking for new ways to differentiate themselves in the 
labour market can add value to their credentials by learning new 
skills and competencies and by gaining higher levels of proficiency 
in their existing ones. Government investment in public transit 
and transportation is a key influencer of transit use. Combined 
with growing urban density, large-scale transit projects in several 
urban centers in Canada will likely support employment in this 
segment in the near-term. 

While research into automated transit vehicles is still in its infancy, 
there are shuttles holding 10-12 people on average being tested in 
low-traffic areas. In most cases of testing a driver is required to be 
present and monitor the systems performance.

We consulted Industry personnel as well as general public to gauge 
acceptability of autonomous vehicles (AVs) for public transit. 

Results: 

• People still have hesitations about the general safety of driverless 
shuttle buses. 

• Opposite to human driver, any mistakes will not be accepted by 
the autonomous vehicle.

• Concerns expressed regarding AVs ability to understand complex 
situations.

• AVs ability to manage inclement weather conditions, bright 
lights and reflective surfaces.

• Mode awareness and responsibilities of a human to detect and 
correct mode confusion.

In the meantime, the Urban Transit sector is moving towards electrification and zero emission buses.

CITY TARGET TOTAL RIDERS FLEET SIZE

Montreal
100% zero-emission transit by 
2040

429.5 million in 2017 1,837 in 2017

Toronto
100% zero-emission transit by 2038-
2042

533.2 million in 2017 1,920 in 2017

Edmonton
no zero-emission targets but intends 
to implement a “phased strategy”

87 million in 2017 1,032 in 2018

Vancouver
Reducing carbon pollution by 80% 
by 2050 and powering its entire fleet 
by renewable energy by 2050

407 million in 2017 1,075 in 2016
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Our labour market information system, like our learning system, 
needs to reflect a life-long process of adjusting to change. Much 
of that process will have to happen in the workplace. Thus, 
improvements in education and labour markets must be reinforced 
by expanded training by employers. That training should 
complement workers’ education experience.

Employers and Educators will need to step up training for new 
recruits and existing employees, implement life-long learning 
strategies, improve the transition from school to work and deepen 
understanding of “soft” skills such as communication, team work 
and problem solving. 

RECOMMENDATIONS FOR OPTIMUM UTILIZATION 
OF LMI 

1. Companies and human-resource departments should make more 
effective use of data that is already easily and freely available 
from Statistics Canada and information and programs from 
MCPCC to assist with their talent management strategies. 

2. Companies should work with colleges and universities to  
address the education and training of scarce specialized workers, 
trades, etc.

3. Companies should expand their contribution to practical 
workplace learning by providing more internships, co-op 
placements, part-time employment, presentations, and so on. 

4. Statistics Canada should recommend ways of obtaining more 
detailed labour market data, focusing on specific geographic 
areas, industries and occupations. For example, the Service 
Bulletin - Surface and Marine Transport, The Canadian 
Passenger Bus and Urban Transit Industries was discontinued as 
of July 4, 2012. While data regarding Passenger Bus and Urban 
Transit continue to be available through tables 23-10-0081-
01, the highlights and analysis which provided user-friendly 
information is no longer available for the Industry. 

5. Colleges and universities should make a greater effort to 
understand how a broader perspective on education—including 
the development of competencies beyond hard skills and 
discipline knowledge—can improve the well-being of their 
graduates, and the economy at large.

PART FIVE 

CONCLUSION


