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In the spring of 2010 over 5,100 OCDSB staff, or 52% of our total workforce (including 

occasional and casual employees) accepted our invitation to complete the Ottawa-Carleton 

District School Board’s first Together We Count for Student Success Workforce Census.  This 

response rate is 20% greater than the normal industry average of 32% response rate for similar 

surveys.   

 

Staff has now had an opportunity to review the final report received from TWI, Inc. (attached) 

which summarizes the results of the census. These results will be shared with key stakeholders.  

A presentation of the Census results will be made at the Human Resources Committee meeting on 

Tuesday November 1, 2011.   Plans are also underway to share the results with principals and 

managers, employees and union/Federation representatives.  An outline of next steps will be part 

of the November 1, 2011 Human Resources Committee presentation.   
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Executive Summary 

 
 
Student achievement is the ultimate measure that will determine how the Ottawa-Carleton District School Board 
will fulfill its mission: educating for success – inspiring learning and building citizenship.  As a result, by 
2020, OCDSB aims to have a graduation rate of 90%. To meet this goal, OCDSB is committed to 
understanding, valuing and responding to the unique needs of the diverse learning, working and residential 
communities in which it serves. 
 

The Ottawa-Carleton District School Board is committed to equity of educational opportunities and 
outcomes.  We know that diversity enriches the educational and employment experience of all.  
Our success rests in our ability to respect, appreciate and value people’s differences.  We 
champion an atmosphere of openness and respect which builds trust and enduring relationships 
with our communities.  We lead by example. – OCDSB’s Diversity Vision 

 
OCDSB has made significant steps toward its diversity and inclusion vision.  The District is particularly focused 
on strategically integrating diversity into its objectives, goals and priorities.  As groundwork for the development 
of the Diversity and Inclusion Strategic Plan, OCDSB retained and partnered with TWI Inc. to conduct a 
workforce census. 
 
By conducting a workforce census, OCDSB is advancing its ability to foster equity through informed and focused 
measures.  The report findings from the workforce census are designed to help OCDSB build a stronger school 
board that understands its workforce more fully and to enhance alignment with the needs of its student, parents 
and communities.  The collection and analysis of data on various social identity characteristics such as gender, 
race, ethnicity, culture, disability, dependent care, and language informs OCDSB about the changing needs of 
its employees and the alignment with the changing needs of the Ottawa-Carleton district. The information 
collected will create a profile of workforce attributes – information that can be used to underpin planning, monitor 
trends, and inform priorities and programs, to improve the way that OCDSB serves its district.   
 
 
Some of the key findings of OCDSB’s Workforce Census include: 
 
Participation 
 
 OCDSB’s Workforce Census was administered in web and paper format over a three-week period 

beginning April 19, 2010. 

 All OCDSB employees were invited to participate in the workforce census and valuable demographic 
information was provided by 5,064 employees spanning roles, locations, employment statuses, and 
length of service. 
  

This was quite an accomplishment due to the voluntary nature of the census.  While a portion of the 
workforce did not complete the census, the composition of respondents is broadly reflective of the 
OCDSB workforce, and as such, the results provide valuable information to inform district planning and 
priorities. 
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Retirement 
 
 17% of respondents are eligible to retire within the next 5 years and another 16% are eligible to retire 

within 6 to 10 years. 

This has implications for future staffing and succession planning as a large portion of the workforce will 
have to be replaced within a relatively short time frame.  With such a highly educated workforce with 
specialized credentials, this has potential implications for recruiting, staffing and succession planning in 
terms of optimizing candidate pools and sourcing qualified persons to fill workforce roles.  At the same 
time, this creates opportunities in relation to enhancing recruitment and selection strategies and policies 
to foster a diverse workforce that reflects the general population. 

 
 
Work-Life Balance 
 
 45% of respondents report working 45 hours or more in a typical week, but only 3% are scheduled to 

work 45 hours or more per week. 

 40% of respondents devote about one to two hours per day and 42% devote two hours or more per 
day to family time.  52% of respondents spend about an hour or more per day on home maintenance 
activities.  20% of respondents devote about one to three hours per day and 25% devote more than 
three hours per day to looking after children. 

These findings have implications for well-being and work-life balance, and speak to the need to enhance 
policies and programs that may help the workforce manage these demands.  Workplace resources can 
help direct employees to valuable sources of information and support to help manage stress and the 
effects of work on their out-of-work lives.  Additional resources and improved processes can help reduce 
workload. Programs aimed at managing stress and health and policies such as flexible work 
arrangements are measures that can help employees enhance well-being and achieve better balance. 

 
 
Children and Other Dependents   

 
 51% of respondents have dependent care responsibilities.  82% of these respondents care for 

children.  37% of respondents with dependents care for persons who are often not recognized as 
“dependents” in support policies:  22% care for elders, 10% care for other immediate family members, 
6% care for dependents with special needs, 4% care for indirect family, and 3% care for friends. 

This suggests that traditional support policies focused primarily on child dependents may not be relevant 
for a sizable segment of the workforce.  With the growing awareness of diversity, it is important to 
recognize diverse definitions of family or diverse norms related to caring for persons outside one’s 
immediate family.  The concerns associated with dependent care affect a large portion of employees and 
speak to the need to ensure that employees have the resources and support required to provide proper 
care for their dependents (e.g., child care, health benefits, stress-management, flexibility in leave, etc.). 
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Age and Experience 
 
 2% of respondents are under age 25 compared to 18% of working-age persons in the external 

population.  The retirement timeframes reported by respondents suggest that most respondents will be 
eligible to retire by age 60.  The bulk of respondents are between ages 25 to 64, while comparatively, 
the working age general population is distributed across a wider range. 

OCDSB’s workforce is experienced and educated, which has implications for recruiting, staffing and 
succession planning when sourcing qualified persons to fill workforce roles.  This also points to the 
potential constraints to the size and composition of the applicant pool due to the specialized background 
required for many school board roles.  This makes it all the more critical to ensure that the correct skills 
and talent are selected and that there is good fit between individuals and the organization. 
 
 

Gender and Sexual Orientation 
 
 There are respondents who are transgender persons and 4% of respondents identify with a sexual 

orientation that is bisexual, gay, lesbian, questioning, or two-spirit.   

These findings put emphasis on the fact that implementation of policies and practices related to gender 
and sexual identity should be further reviewed to ensure that they provide a work environment where 
LGBTTQ associates feel included and safe.  

 
 
Disabilities  

 
 5.4% of respondents are persons with a disability compared to 8.2% of employed Canadians or 15% 

of persons age 15 to 74 in Ontario.  74% of respondents with disabilities have a disability that is not 
visible and 57% have more than one type of disability. 

These findings suggest that there may be employees with disabilities of whom OCDSB may not be 
aware.  The results from the workforce census bear comparison against Human Resources records to 
identify the extent of unreported disability that may require support or accommodation.  Policies that 
enhance accommodation, ensure a welcoming and safe environment, and provide supports to persons 
with disabilities may help attract a workforce that is more reflective of the general population.  

 
 
Educational Pursuits 
 
 25% of respondents attended a school, college or university within the past year, and 91% attended 

conferences, workshops or seminars.  46% of respondents who are teachers intend to pursue 
additional academic qualifications within the next year, and 28% of respondents who are not teachers 
intend to upgrade qualifications within the next year. 

These findings illustrate the high level of workforce participation in education and skill development, and 
potential opportunities to provide educational programs that best suit OCDSB’s needs.  To ensure that 
OCSDB fosters the ongoing educational pursuits of its workforce, education support policies (e.g., 
reimbursement, leave) may require evaluation to determine whether they are in line with current and 
future levels of workforce requirements. 
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Ethnicity and Culture, Race and Immigration 

 
 68% of respondents have British Isles origins, 25% have French origins and 33% have European 

origins compared to 46%, 21% and 28% of persons in the Ottawa population, respectively. 

 10% of respondents account for all respondents within the Caribbean, Latin, Central and South 
American, African, Arab, West Asian, South Asian, East and Southeast Asian, and Oceania ethnic 
origin families.  Respondent representation in most of these categories is lower than external levels. 

 8% of respondents consider themselves to be visible minority persons compared to 20% of persons in 
Ottawa.  13% of respondents immigrated to Canada compared to 23% of persons in Ottawa. 

The above findings suggest that it will be important to ensure that OCDSB’s workforce grows with the 
changing diversity in Ottawa.  By 2015, 100% of net labour force growth in Ontario will be due to 
immigration, which will lead to increased ethnocultural and racial diversity in the labour force.  With the 
increasing role of immigration on labour force growth in Canada, more attention needs to be directed 
toward ensuring that access to opportunities is equitable, promoting work environments that are 
welcoming and inclusive, and fostering skills and talents to strengthen fit within OCDSB. 

 
 
The detailed findings contained within the full report provide a strong information base from which to 
strategically plan OCDSB’s next steps.  This report provides OCDSB with TWI Inc.’s recommendations to meet 
and support its diversity and inclusion objectives.   
 
The findings from the census tell a compelling story about OCDSB, its employees, and their needs.  This points 
to areas for action that can benefit all employees, students and the community, and will ultimately make OCDSB 
stronger in its services.  
 
OCDSB is leading the educational sector in this initiative with a professional spirit of transparency and foresight.   
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Recommendations 

 
 
Strategic Recommendations 
 
 
This report provides OCDSB with a set of priority actions to enhance its ability to foster a fair and inclusive 
organization; to learn more about its workforce and to ensure all employees can take full part in the workplace. 
   
TWI Inc. has developed the following recommendations from the data gathered in the OCDSB Workforce 
Census to achieve its diversity and equity goals: 
 
 

1. OCDSB should collect comparable student demographic data to determine if the OCDSB adequately 
represents the student population it currently serves. 
 

2. OCDSB should develop systems and content to ensure principals, vice principals and other leaders are 
well trained to recruit, assess and support a diverse staff and students. 

3. OCDSB should strategically look at census data to get a focused analysis on succession planning for 
future OCDSB key positions and areas. 
 

4. OCDSB should communicate the findings of the 2010 Workforce Census to the entire OCDSB 
population and stakeholders, acknowledging the participation of over 5,000 OCDSB staff. 

 
5. OCDSB should work with the unions to understand the long term implications of the Workforce Census 

findings to the collective bargaining process. 
 

6. OCDSB should work with relevant community groups to advise and mentor foreign-trained teachers who 
are seeking certification. 
 

7. OCDSB should integrate diversity priorities into its succession planning processes to assist principals, 
vice-principals and other leaders in enhancing the selection of a more diverse workforce that better 
represents the changing composition of the district. 
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Recommendations and Suggested Follow-Up Actions 
 
General  

 Further develop policies and practices to ensure that OCDSB provides a workplace that is welcoming 
and safe for persons of diverse groups. 

 Review policies and practices related to hiring and selection to ensure they are equitable, barrier free 
and applied consistently throughout OCDSB to facilitate representation of diverse groups (e.g., address 
the underrepresentation of racialized groups). 

 Review recruitment policies and practices to ensure that they account for diversity issues identified in 
the census (e.g., underrepresentation of racialized groups). 

 Develop a long range plan for recruitment and outreach that enhances the diverse mix of potential 
future candidates, combined with fostering key knowledge, skills and abilities important to being 
employed by OCDSB. 

 
Ethnicity, Culture and Race 

 Further cut data to determine representation of key diverse group types in general OCDSB areas. 

 Gather data on the educational availability and workforce availability of persons from ethnic and racial 
groups to accurately gauge the levels of availability in applicant pools to inform efforts to foster an ethnic 
and racial composition broadly reflective of the students and communities OCDSB serves.  Identify gaps 
in OCDSB’s applicant pools, such as particular skill sets or the availability of talent from diverse groups.  
. 

 Analyze representation of workforce from diverse groups in relation to leadership positions within the 
workforce. 

 Review policies and practices to ensure that they are fully inclusive, respect diversity and consider the 
needs of diverse groups. 

 Develop programs to promote work environments that are welcoming and inclusive, provide language 
training, and foster skills and talent to strengthen fit within OCDSB. 

 
Retirement 

 Strategically look at census data to get a focused analysis on succession planning for future OCDSB 
key positions and areas. 

 Establish mentoring programs or similar initiatives which offset the relative inexperience of newer 
workforce members by helping them gain skills and experience in an accelerated and guided manner. 

 Enhance promotion of career development opportunities with OCDSB and access to information about 
job requirements and relevant training and development. 

 Review training and development programs and assess their fit with areas of development that might 
require particular attention due to turnover. 

 Examine existing policies to ensure that they account for the level of transition expected in the upcoming 
years. 

 Systematically offer confidential exit interviews to all retiring teachers and staff, and report aggregate 
exit information as part of continuous improvement with respect to fostering a fair and inclusive work 
environment. 
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Education 

 Determine whether OCDSB educational policies and programs sufficiently align with the educational 
pursuits and high demand for advanced learning opportunities of the OCDSB workforce. 

 Enhance OCDSB’s role in educational pursuits of the workforce to develop programs and training to 
foster skills and training that align with OCDSB’s objectives. 

 Develop systems and content to ensure teachers are well trained to meet the needs of a diverse student 
base.   

 
Persons with Disabilities 

 Conduct disability focus groups to better understand the implications of the large proportion of persons 
with disabilities who have non-visible disabilities or experience multiple types of disability, and to identify 
ways in which OCDSB can provide a more equitable workplace for persons with disabilities. 

 Review programs, services and policies for barriers to access for the employees with disabilities. 

 Assess whether OCDSB can institute measures to enhance accommodation to attract and support 
prospective future employees with disabilities. 

 Work with organizations that support the hiring of people with disabilities. 

 Include instructions on job ads and postings to advise candidates how to discuss any required 
accommodation to attend or participate in an interview. 

 
Dependent Care 

 Ensure that programs, services and policies related to dependent care are relevant to all employees 
with dependent care responsibilities and move beyond a traditional child care focus. 

 Develop a formal alternative or flexible workplace policy and process that utilizes the opportunities 
created by new and emerging technology (e.g., distance learning). 

 Determine whether there is a need for additional supports that can help employees manage their 
dependent care responsibilities. 

 Test the feasibility of increased flexible work arrangements to address possible issues related to stress 
balancing work with dependent care responsibilities. 

 Investigate the feasibility of flexible leave arrangements so that employees with dependents can allocate 
leave days toward dependent care requirements. 

  
Work/Life Balance 

 Identify sources of disconnect between scheduled hours and hours worked within a typical week. 

 Test the feasibility of increased alternative work arrangements or flexible work arrangements to address 
possible issues related to stress and workload.  

 Test the feasibility of flexible work arrangements that utilize the opportunities created by new and 
emerging technology. 

 Develop a strategy for reducing workloads, beginning with identifying areas where demands are most 
intensive or where there are potential inefficiencies that are unexplained. 

 Determine whether there are additional supports or new work arrangements that can help employees 
enhance work-life balance. 

 Assess where additional resources would be most effective and investigate ways to streamline 
workplace processes. 
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Religion  

 Use the employment systems review to identify if policies and practices take into account the religious 
diversity at OCDSB (e.g., whether holidays and other special religious occasions are accommodated). 

 Incorporate and promote an on-line calendar highlighting religious and spiritual days of all employees. 

 Monitor the changing religious diversity in the region when new data is released in 2011 (as the data 
was last collected in 2001). 

 Work with organizations to participate in religious and spiritual events in the community that reflect the 
diversity of the region. 

 Include instructions to instruct staff on how to discuss any needs for religious or spiritual 
accommodation.  

 Develop a system and content to ensure principals, vice principals and other leaders are well trained to 
understand the religious diversity of the region.  

 
Language  

 Develop, update and promote an internal informal language database for OCDSB employees. 

 Evaluate the degree of need for language resources, such as ESL training, multilingual documents and 
translation services based on changing trends in the external population. 

 Further investigate the usage of languages other than English by OCDSB employees in their jobs to 
identify key contexts and frequency of occurrence. 

 Ensure that staff, particularly leaders and educators, are fully informed with respect to how people 
understand each other across different languages and accents and how to facilitate this understanding. 

 
These are the strategic recommendations from the data gathered from OCDSB’s Workforce Census and will 
provide a solid base to strengthen OCDSB's strategy. 
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Table of Contents 
 

Just point to the census topic with your mouse and control-click it to reveal the census results. 
 
 

Introduction 
 

Go to Introduction 
 
 

Methodology 
 

Go to Methodology 
 
 

Organizational Demographics 
 
1. What is your role in the organization? 

2. a. Where do you currently work? 

b. If you work in an administration building, at which location do you currently work? 

3. What is your current employment status? 

4. How long have you worked with the OCDSB and predecessor boards? 

When are you eligible to retire? 
 
 

Activities 
 

5. How many hours do you typically work in a week? 

6. What are your scheduled hours of work per week? 

7. How many hours do you spend doing the following activities? 
 
 

Children and Other Dependents 

 
8. a. Who do you provide dependent care for? 

b. In the past 12 months, how often did someone else provide dependent care while you were 
 working? 

c. Please rate the extent to which each of the following types of support would be effective in 
 helping you manage your dependent care responsibilities while you are working. 
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Table of Contents continued… 
 
 

Workforce Demographics 
 

9. To which age group do you belong? 

10. What is your gender? 

11. What is your sexual orientation? 

12. a. Which of the following best describes your current marital status? 

b. Is your partner also an OCDSB employee? 

13. Do you consider yourself to be a person with a disability? 
 
 

Education 
 

14. a. What is the highest level of degree, certificate or diploma that you have completed? 

b. What was your major field of study? 

c. What additional skills/certifications do you bring to the workplace? 

d. In what province, territory or country did you complete your highest degree, certificate or 
 diploma? 

e. Are you using your educational background or professional designation/skills in your current 
 position at OCDSB? 

15. a. In the past 12 months, have you attended a school, college or university? 

b. In the past 12 months, have you attended a conference, workshop or seminar? 

c. What were your reasons for taking these programs or courses? 

16. If you were enrolled in an academic institution, or attended conferences, courses or workshops 
in the past 12 months, how did OCDSB support your efforts to expand your skills or knowledge? 

17. If you are a teacher, which of the following academic qualifications are you planning to acquire in 
the next 12 months? 

18. If you are not a teacher, are you planning to upgrade any qualifications in the next 12 months? 
 
 

Ethnicity, Culture and Religion 
 

19. Do you consider yourself to be of Aboriginal ancestry? 

Are you a Treaty Indian or a Registered Indian as defined by the Indian Act of Canada? 

20. Where were you born? 

21. a. Are you now, or have you ever been, a landed immigrant? 

b. In what year did you first become a landed immigrant? 

22. Please indicate the ethnic/cultural group(s) of your ancestors. 

23. a. Do you consider yourself to be a visible minority? 

b. If you responded “Yes”, please indicate your group membership. 

24. What is your religious or spiritual affiliation? 

Table of Contents continued… 
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Languages 
 

25. What language(s) do you speak well enough to have a conversation? 

26. Which of the following physical language skills are you proficient enough to converse in or read 
well enough to comprehend? 

27. Other than English, have you ever used any of the languages noted in questions 25 or 26 in your 
job at OCDSB? 
 
 

Highlights 
 
Demographics At-A-Glance 

Points of Interest 
 

 

Select Findings 
 
Select Findings 

 
 

Appendix A:  OCDSB Workforce Census Questionnaire 

Appendix B:  External Data Sources 

Appendix C:  Ethnic Origin Classifications 

Appendix D:  Religion Classifications 

Appendix E:  Language Classifications 

Appendix F:  About TWI Inc. 
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The Road to OCDSB’s Workforce Census* 
 
 

The Ottawa-Carleton District School Board is committed to equity of educational opportunities and 
outcomes.  We know that diversity enriches the educational and employment experience of all.  
Our success rests in our ability to respect, appreciate and value people’s differences.  We 
champion an atmosphere of openness and respect which builds trust and enduring relationships 
with our communities.  We lead by example. 

- OCDSB’s Diversity Vision 
 
 

Background 
 
OCDSB has made significant steps toward its diversity and inclusion vision.  The District is particularly focused 
on strategically integrating diversity into its objectives, goals and priorities.  The OCDSB Board identified in its 
2007 “Learning, Leadership and Community: A Focus for our Future” 2007-2011 strategic plan its commitment 
to recognize the diversity of its community through the development and implementation of its diversity strategy.  
As groundwork for the development of the Diversity and Inclusion Strategic Plan, OCDSB retained TWI Inc. to 
conduct a Workforce Census.  The board has begun the implementation of the following five-part, multiyear 
Diversity and Inclusion Strategy as part of its ongoing efforts to deliver its education mandate in a highly diverse 
region.  
 

1. The development of a District-wide vision that aligns diversity and equity in relation to the OCDSB’s 
learning, leadership, and community pillars together with the District’s goal to achieve a graduation rate 
of 90 percent by 2020. 

2. The hiring of staff dedicated to ensuring that the vision becomes a reality including a Diversity and 
Equity Coordinator. 

3. The review of the District’s Human Resources policies and practices with the objective to determine if 
there are actual or potential barriers to employment in the organization. 

4. To develop and conduct a census designed to gather demographic information about the unique and 
diverse characteristics of the OCDSB’s workforce and student populations. 

5. To develop and implement a measurement tool designed to track the progress of OCDSB’s efforts in 
relation to a respectful learning and working environment.  

 
The first three parts of the diversity strategy have been successfully implemented.  In the spring of 2010, the 
Ottawa-Carleton District School Board launched the fourth part of its strategic plan by conducting a workforce 
census of its employees to gather demographic information about the unique and diverse composition of its 
workforce.  OCDSB’s Workforce Census information will be valuable from an organizational and planning 
perspective and is a strong foundation for the school board’s diversity and equity objectives. 
 
Student achievement is the ultimate measure that will determine how the Ottawa-Carleton District School Board 
will fulfill its mission: educating for success – inspiring learning and building citizenship.  As a result, by 
2020, OCDSB aims to have a graduation rate of 90%.  To meet this goal, OCDSB is committed to 
understanding, valuing and responding to the unique needs of the diverse learning, working and residential 
communities in which it serves.  Over the years, these diverse needs have been significantly impacted by 
factors such as immigration, globalization and technology.  OCDSB believes these and other factors are the 
seeds of opportunity to meet their established goals around learning, leadership and community.   
 
The Ontario Ministry of Education acknowledges the need to integrate diversity into its learning and operational 
policies and practices.  On April 6, 2009, the Ministry released its Equity and Inclusive Education Strategy: 
Realizing the Promise of Diversity.  This strategy’s vision, goals, guiding principles and focus areas are all in 
alignment with OCDSB’s learning, leadership and community priorities. 
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The objective of OCDSB’s Workforce Census 
 
OCDSB’s Workforce Census fosters the school board’s commitment to diversity and equity.  This will enhance 
OCDSB’s capacity to service the community as the largest school board in the eastern Ontario.  OCDSB will 
develop a better understanding of its workforce by gathering baseline demographic information about the unique 
characteristics of its workforce.  This information is compared to external data to better understand the 
inclusivity of the environment at OCDSB. 
 
OCDSB’s Workforce Census collects quantitative information about characteristics of the workforce in 
demographic areas that include organizational, non-work activity, dependent care, individual, educational, 
ethnicity/cultural, religious/spiritual, and language variables.  Data from the external population is available for 
many of these areas, allowing comparison of internal characteristics to the general population. 
 
The census is intended to help OCDSB more effectively address the needs of its workforce, students and 
communities, and to inform programs, policies and practices for comprehensive planning.  The census is 
designed to help OCDSB build a stronger workforce that better understands how to serve the educational and 
growth needs of its people and the district.  The information collected will create a profile of workforce attributes, 
and the skills and assets employees bring to OCDSB. 
 
OCDSB’s Workforce Census serves a clear and practical purpose.  A clearer and more objective understanding 
of its workforce will allow OCDSB to develop initiatives to address such areas as:  

 Effective representation by considering and addressing the needs of its diverse student body and 
workforce 

 Improved access and support mechanisms (e.g., policies and practices for education, dependent 
care, health, work-life balance, etc.) that enables employees to perform their jobs effectively 

 Enhancing the utilization of valuable skills, including the experience and educational attainments of 
the workforce 

 Better utilizing the language and cultural knowledge of its workforce 

 Identifying the resources and training required to address potential demographic and skills gaps 

 Reducing disparities in equitable representation across workforce levels and opportunities with 
respect to gender, race, age, disabilities, Aboriginal status, and education 

 
OCDSB is a diverse organization.  However there may be gaps between the makeup of the workforce 
compared to the demographics of Ottawa that could impact on its effectiveness.  OCDSB recognizes the need 
to be proactive to meet changing needs in these internal and external communities. 
 
The detailed findings contained within the full report provide a strong information base from which to 
strategically plan OCDSB’s next steps.  This report provides OCDSB with TWI Inc.’s recommendations to meet 
and support its diversity and inclusion objectives.   
 
OCDSB is leading the educational sector in this initiative with a professional spirit of transparency and foresight. 
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OCDSB’s Workforce Census Process 
 

Overview 

 
In 2004, the Board recognized the need for increased long term strategic planning through the establishment of 
three primary objectives:  
 

1. improved student achievement;  
2. the effective use of resources;  
3. enhanced organizational effectiveness through a positive corporate culture.  

 
Although these objectives served the school district well, as a large and dynamic school district, OCDSB 
recognized the need for a more focused long term plan to guide its decision making.  In 2007, the “Learning, 
Leadership and Community: A Focus for our Future” 2007-2011 strategic plan gave way to the development and 
implementation of OCDSB’s diversity strategy.  
 
In March of 2008, OCDSB’s purchasing department requested proposals for equity/diversity consulting services 
for the provision of Equity/Diversity Consulting Services to assist the school district in developing and 
implementing its strategic plan for equity/diversity in the district’s workplace.  TWI Inc. was selected from several 
applicants who responded to the Request for Proposal. 
 
 

Preparing for the census 
 
When planning the census it was important for everyone at OCDSB to be part of the process.  This led to the 
origin of the census name, Together – We Count. 
 
Together – We Count embodies OCDSB’s commitment to providing an environment that is, and feels, inclusive 
for all people, and to enrich the lives of employees, students and communities.  By conducting a workforce 
census, OCDSB is advancing its ability to foster equity through informed and focused measures.  By being 
equitable, OCDSB will strengthen its capacity to serve students in the district and build stronger communities 
through learning and growth.  By collecting information about its workforce characteristics, OCDSB will enhance 
its ability to address the issues that impact and matter to its employees, students and the community. 
 
In order for OCDSB to better serve the needs of the school board and the community, it was important that an 
accurate and honest indication of who comprises the workforce was captured, along with information about the 
characteristics they bring to workplace.   
 
OCDSB’s Directors' Executive Council, Executive Diversity Committee, Principals and Vice Principals, Equity 
Representatives, and Workforce Census Logistics Team were involved in the creation of the workforce census.  
The groups were consulted for all major decisions about the communications, lay-out, content and processes 
involved, which helped to guide this project to be a successful undertaking.  Consultation was also held with 
employees representing various occupational groups to test and provide feedback to the census. 
 
 

Administering the census 
 
OCDSB’s Workforce Census was launched on April 19, 2010.  Prior to the launch, electronic and print media 
were used to communicate the census to the workforce.  During the three week period that followed the census 
launch, OCDSB’s workforce was able to complete the census questionnaire on-line and in paper format.   
 
TWI Inc. managed the receipt of data including collection, analysis and reporting. 
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Timeline of OCDSB’s Workforce Census 
 

Spring 2008 
OCDSB’s purchasing department requests proposals for equity/diversity 
consulting services in March 

Autumn 2008 

To assist in developing and implementing its strategic plan for equity/diversity,   
OCDSB retains TWI Inc.  

TWI conducts Town Hall Sessions with the Principals, Vice Principals and the 
community 

Spring 2009 

OCDSB’s Diversity and Inclusion Business Case is developed.  

Employment Systems Review to identify and eliminate actual or potential 
barriers that impede the full participation of every qualified individual in the 
workplace 

Autumn 2009 

Design of the Workforce Census instrument and development of the 
communications strategy 

Census briefings with Directors' Executive Council, Executive Diversity 
Committee, Principals and Vice Principals, Equity Reps, and Workforce 
Census Logistics Team leaders 

Winter 2009 

A focus group is conducted to gather input on the Workforce Census 
questionnaire; final revisions to the instrument are completed 

The online version of the instrument is designed; hard copies of the 
instrument are printed and distributed 

Spring 2010 

OCDSB’s Workforce Census launches in April 

Communications to maximize return and response rates 

Regular monitoring of online and hardcopy census respondents 

OCDSB’s Workforce Census closes 

Hard-copy census questionnaires are integrated with the electronic web 
dataset 

Summer 2010 Workforce Census data is prepared, reviewed and analyzed 

Autumn 2010 Interpretation and report writing of the Workforce Census  

Winter 2011 

TWI submits the overall technical report and presents the findings to OCDSB 
in January 2011 

TWI submits the final technical report to OCDSB in March 2011 

 
 

Who to contact for additional information 
 
Should you have any questions about OCDSB Workforce Census, please contact: 
 
Jacqueline Lawrence 
Diversity and Equity Coordinator 
Ottawa Carleton District School Board 
E-mail:  inclusivetimes@ocdsb.ca 
 
 
 
 

*  References:  Directors Report to the Community 2009; “Learning, Leadership and Community: A Focus for our Future” Strategic Plan 
 2007-2011. 
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Data Analysis 
 
The validity and reliability of the results 
 
Every effort was made to ensure the consistency and accuracy of OCDSB’s Workforce Census data.  97.6% 
percent of census questionnaires were more than 90% filled out, and another 2.4% of questionnaires contained 
responses for most questions (i.e., more than 65% filled out). 
 
The research team took considerable time and effort to clean the data (e.g., remove invalid data) and verify the 
data (i.e., for consistency) through cross-referencing opportunities that were built in the census.  Obvious bogus 
responses were omitted from the analysis to ensure that the data are credible and as accurate a reflection of the 
current state of OCDSB as possible. 
 
Whenever a respondent entered a response that did not make sense in relation to another response offered, or 
that seemed to be a joke, that entry was flagged and manually investigated to warrant inclusion in the data 
analysis.  Should such responses appear to be question-specific rather than throughout the census 
questionnaire, in some instances the remaining responses were left intact to preserve the purity of the data, as 
these exceptions do not change the overall pattern or trend that the data reveal. 
 
Despite these efforts, it is not possible to discard all data inaccuracies with 100% certainty.  This is true of every 
research study, and hence the results should be interpreted with about 1% fluctuation in the reported 
percentages.  This is true for both OCDSB and Statistics Canada baseline statistics. 
 
What does a 1% fluctuation mean exactly?  Let's take a hypothetical gender breakdown as an example, where 
45% of participants are female and 55% are male, and the total number of persons responding is 5000: 
 
 

GENDER 

Category Frequency Percent 

Female 2211 45.1% 

Male 2689 54.9% 
   

TOTAL RESPONSES 4900 of 5000 98.0% 

MISSING RESPONSES 100 of 5000 2.0% 

 * This table will be explained in more detail on Page 19. 

 
To change the 45% versus 55% ratio by only 1% will require 50* male respondents (whose responses otherwise 
appear to have been honest, as dubious responses have already been omitted) to either deliberately or 
mistakenly indicate that they are female.  The opposite situation can also be true, where 50* female 
respondents erroneously indicated that they are male. (*50 respondents represent 1% of the 5,000 responses.) 
 
If both males and females equally gave the wrong response for whatever reason, the inaccuracy will balance 
each other out and neutralize the impact on the reported statistic.  (In this case the percentages are actually 
accurate despite individual inaccuracies.)  However, in practice, inaccuracies are seldom perfectly random and 
hence perfectly balanced. 
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Thus, for a noticeable change in the reported percentages, it requires a large number of people to respond 
inaccurately in the same manner.  For people to respond inaccurately in the same manner, there would have to 
be a good reason for them to do so (e.g., why would certain males choose to present themselves as females on 
the census?).  Theoretically, the effect of noticeable inaccurate responding becomes even smaller as the 
number of response categories within a question increases. 
 
Accommodating for a 1% fluctuation in responses in a sample of 5064 respondents effectively means that for a 
question with only two response categories about 50 people belonging to one group must have provided the 
opposite response for good cause to make a 1% difference to the allowable fluctuation.  This alone gives strong 
reason to state that not only the overall trends and patterns in the data, but also the percentages, are expected 
to be a very accurate reflection of the respondents. 
 
 

Presentation of the results 
 
Each question is presented as a stand-alone with the purpose of comparing OCDSB’s patterns and trends with 
that of the communities where it operates (as derived from Canada Census figures provided by Statistics 
Canada).  The empirical results and discussion is prefaced with a box presenting logical reasons for including 
the question in the census and possible benefits, in order to help put the value of each question in perspective.  
These are familiar to the reader through the internal communications that took place in preparation of OCDSB’s 
Together – We Count census period, and in part from the actual census questionnaire. 
 
All readers will benefit from the question-by-question findings, regardless of their point of view.  Further analysis 
from other perspectives is possible and highly recommended. 
 
The discussion of the findings is that of the author and is by no means conclusive.  Readers are encouraged to 
add their own ideas and creative perspectives and interpretations to the thoughts offered.  After all, the results 
are only as good as the meaning we find for it. 
 
 

Optimization of the data 
 
The census questionnaire forms one tool whereby these and other of OCDSB’s objectives can be put into 
action.  Because the results offer insights and direction that stretch far beyond the Together – We Count 
initiative, OCDSB will determine further analysis on the census data at a future date based on the action plans 
to be developed.   
 
The data presented in this report will provide a rich source of information that can inform a multitude of initiatives 
and programs within OCDSB.  It is possible to envision further research reports wherein the data can be 
explored more fully through inferential and multivariate statistics to promote the results to come to their full right. 
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Interpreting and Understanding the Results 
 

A first cut at the data 
 
The data were statistically analysed using reputable, industry-wide social science software.  For this 
investigation, only descriptive statistical procedures were used, including frequency and percentage. 
 
General census statistics for the Canadian population are available through Statistics Canada for many 
questions that were asked in the census.  These were used as a baseline against which the internal OCDSB 
workforce results were compared against the external population.  In each table of results, the general census 
statistics (where available) are provided in the final column after the presentation of OCDSB’s results. 
 
This first cut at comparative analysis reveals the extent to which OCDSB’s workforce resembles a fair 
representation of the population where OCDSB operates.  Apart from a commentary on representation, it also 
speaks to the face validity of the results.  Face validity is a form of validity determined by whether, on the face of 
it, the results of a specific question make sense against the backdrop of the distribution statistics in Canada. 

 
The comparative analysis has a further advantage in that it tells a compelling story about the workforce.  The 
story may already be partially known by those who have heard it before, but perhaps some interesting details 
may have been forgotten.  It is often helpful to hear the same story a few times to fully appreciate its depth, or to 
have it told by different people.  OCDSB has the opportunity to fully appreciate the stories told by its people 
through initiatives such as the workforce census.  This report provides support and indicators for current and 
future strategies and initiatives within OCDSB with a professional spirit of transparency and foresight. 
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How to read the tables 
 

 
 
 
 
 
 
 
 
 
 

GENDER Ottawa 

Category Frequency Percent Percent 

Female 2211 45.1% 48.6% 

Male 2689 54.9% 51.4% 
    

TOTAL RESPONSES 4900 98.0%  

MISSING RESPONSES 100 2.0%  

 
 
 
 
 
 
 
 
 
 
 
 
 
Things to keep in mind: 
 
 The table format presented above is the one used to present data for every question in OCDSB’s Workforce 

Census, except for questions in the Organizational Demographics section. 

 The Organizational Demographics section describes the workforce by internal OCDSB categories; 
therefore, there is no external comparison data (i.e., no Ottawa column).  In this section, the census sample 
is compared to OCDSB’s known workforce composition, so there are two OCDSB columns presenting the 
Frequency and Percentage of internal comparison data for the entire workforce. 

 Variations to the table format presented above occur in instances where alternative data presentations are 
appropriate to explore the data in a different way.  The basic layout of the tables remains the same with 
response categories always presented in the first column, and corresponding data in subsequent columns. 

 Where available, data in the Ottawa column is based on data from Statistic Canada’s 2006 Canada Census 
– the most recent census data at the time of this report.  If external comparison data is obtained from 
another source it will be specified. 

 For questions where external comparison data was not available from Statistics Canada (i.e., because the 
question was a custom question for OCDSB and thus not collected by the Canada Census), the Ottawa 
column is omitted altogether from the table. 

 For most questions, the Percent column sums to 100%.  This occurs when respondents are only permitted 
to select one response option. 
 

Indicates the type of data presented 
in the table 

Indicates the number of persons 
selecting each response category 

Indicates the percentage of persons 
selecting each response category 

Based only on total responses, not 
total sample 

Indicates the percentage of persons 
from the external population in each 
response category 

The external comparison group is the 
City of Ottawa population 

Indicates the response categories 
for the question 

Indicates the number of persons who 
responded to the question, and the 
percentage of the overall census 
sample that it represents 

Indicates the number and percent of 
persons from OCDSB’s Workforce 
Census who did not respond to the 
question 

The top of the table only presents 
information for the portion of 
respondents who answered the 
question 

The bottom of the table presents 
the respondents who answered the 
question against respondents who 
did not  
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 For questions where respondents are only permitted to select one response option, the Percent column is 
based solely on the percentage of responses and omits missing responses from the calculation.  This 
enables a direct comparison to the data from Statistics Canada, which does not present missing values. 

 In some cases, the Percent column will not sum exactly to 100% due to rounding (i.e., when the number of 
decimal values are reduced by rounding into the closest approximate value). 

 The percentage reported in the Total Responses row is not a sum of the Percent column.  The percentage 
reported is actually the percent of persons out of the census sample that responded to the question. 

 For some questions, the Percent column sums to more than 100%.  This occurs for questions where 
respondents were permitted to select as many response options as apply to them.  This will be noted at the 
bottom of tables for these questions. 

 For questions where respondents are permitted to select more than one response option, the Frequency 
column will sum to a value higher than the one reported in the Total Responses row.  The value of the Total 
Responses is the number of respondents, not the number of responses. 

 For some questions where respondents are instructed to “Check all that apply”, the value of the Missing 
Responses is not always presented.  This occurs because it cannot be determined whether an individual did 
not respond because no category was applicable, or, whether some categories did apply but the individual 
skipped or declined to answer the question. 

 
 

Sample size and response rate 
 
The response rate for OCDSB’s Workforce Census is 52%, but when casual employees are factored out the 
response rate increases to 61%.  There were 5117 questionnaires submitted by OCDSB respondents.  53 
questionnaires were excluded from the analyses.  OCDSB’s Workforce Census is thus based on a realized 
sample of 5064 respondents. 
 
The following table presents a summary of questionnaires that were excluded from the analyses. 
 

Reason Omitted Number of Cases* Percent 

Blank Questionnaire Forms 49 0.96% 

Questionnaire Forms with Some Organizational 
Demographics, But No Other Questionnaire Responses 

0 0% 

Questionnaire Forms with Options Checked Haphazardly 
Within Items and Inconsistent Responses Across Items  

2 0.04% 

Questionnaire Forms with a Disproportionate Number of 
Options are Checked Across Multiple Items 

2 0.04% 

TOTAL QUESTIONNAIRES OMITTED 53 of 5117 1.04% 

 
 

Census Language and Medium 
 
The OCDSB Workforce Census was administered in both English and French.  All 5064 questionnaires in the 
realized sample for OCDSB are the English version.   
 
The representation of respondents by language choice is 100% English and 0% French.  
 
The OCDSB Workforce Census was administered in both web format and paper format.   Of the 5064 
questionnaires in the realized sample for OCDSB, 4997 are web-based and 67 are on paper. 
 
The representation of respondents by survey medium is 98.7% web survey and 1.3% paper survey. 
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1. What is your role in the organization? 
 
 

Why we asked this question: 

 This question lets the organization know how respondents are distributed by role. 

How we all benefit: 

 The organization can understand the general composition of the respondents and whether it reflects the 
actual distribution of the workforce by roles within OCDSB. 

 The organization can evaluate whether organization roles are adequately represented by the respondents. 

 This will further support OCDSB’s current Human Resources systems by providing a snapshot of the current 
workforce. 

 This question demonstrates that an individual cannot be identified by a specific organization role. 

 
Overview 
 
Overall, the various employee categories are proportionately represented by the workforce census respondents 
compared to internal figures (e.g., relatively larger and smaller organizational roles are reflected in the 
distribution of respondents).  The number of respondents in most role categories is sufficiently large to allow for 
some additional targeted analysis within applicable categories. 
 
Teachers comprised the largest body of respondents, with Elementary Teachers accounting for 36% of the 
respondents and Secondary Teachers accounting for 20% of the respondents.  Elementary and Secondary 
Occasional Teachers represent 9% and 5% of respondents, respectively.  Representation of respondents within 
the remaining categories ranges from 0.2% to 7%. 
 
In relation to the actual OCDSB workforce, Elementary and Secondary Teachers represent 56% of respondents 
compared to 46% of the actual workforce.  While Secondary Occasional Teachers are similar in representation 
between respondents and the actual workforce (i.e., 5% compared to 6%), only 9% of respondents are 
Elementary Occasional Teachers compared to 15% of the workforce.  Continuing Education instructors 
represent 2.5% of respondents compared to 0.6% of the workforce.  Principals and Vice-Principals represent 
5% of respondents compared to 3% of the actual workforce.  Managers, Supervisors and Senior Staff account 
for 1.5% of respondents compared to 0.9% of workforce members. 
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1.  What is your role in the organization?  continued... 
 
 
Representation of respondents within each employee category compared to actual OCDSB numbers is as 
follows: 
 

ROLE IN OCDSB 
OCDSB Workforce Census 

Respondents 
Actual OCDSB Workforce 

Numbers** 

Category Frequency Percent* Frequency Percent 

Child Care Staff 43 0.9% 55 0.6% 

Clerical Support Staff 
448 8.9% 471 4.9% 

Administrative/Technical Support 

Educational Assistant 350 6.9% 573 5.9% 

Elementary Teacher 1799 35.6% 2775 28.8% 

Secondary Teacher 1022 20.2% 1654 17.1% 

Elementary Occasional Teacher 462 9.1% 1447 15.0% 

Secondary Occasional Teacher 264 5.2% 567 5.9% 

Central Administrative/Professional 
Support 

167 3.3% 273 2.8% 

Continuing Education – Adult 
Instructor 

128 2.5% 62 0.6% 
Continuing Education – 
International Language Instructor 

Custodial Staff 
283 5.6% 691 7.2% 

Maintenance Staff 

Manager/Supervisor 66 1.3% 80 0.8% 

Learning Support Services 
Professionals 

64 1.3% 81 0.8% 

Principal 133 2.6% 155 1.6% 

Vice Principal 105 2.1% 118 1.2% 

Senior Staff 9 0.2% 12 0.1% 

Other 123 2.4% 633 6.6% 
     

TOTAL CENSUS RESPONSES 5055 of 5064 99.8%   

MISSING CENSUS RESPONSES 9 of 5064 0.2%   

* Sums to more than 100% as more than one response category may be applicable for this question. 

** There may be minor variations between the Actual OCDSB Workforce Numbers presented above and the actual numbers for OCDSB at 
the point in time when the census was administered. 
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2. a. Where do you currently work? 
 
b. If you work in an administration building, at which location do you currently 
 work? 

 
 

Why we asked these questions: 

 These questions let the organization know how respondents are distributed based on location. 

How we all benefit: 

 The organization can evaluate whether each location type is adequately represented by workforce 
respondents. 

 This will further support the current Human Resources systems by providing a snapshot of the current 
workforce. 

 This question demonstrates that an individual cannot be identified by a specific location. 

 
Overview 
 
The number of respondents within each location type is sufficiently large to allow for some additional targeted 
analysis within locations. 
 
Respondents from elementary and secondary schools comprise the bulk of the respondents.  58% of 
respondents work in an elementary school and 31% work in a secondary school.  7% of respondents work in a 
central administration building, and the remaining 5% of respondents work in other locations. 
 
 
Representation of respondents within each location compared to actual OCDSB numbers is as follows: 
 

LOCATION 
OCDSB Workforce Census 

Respondents 

Category Frequency Percent 

Secondary School 1539 30.6% 

Elementary School 2898 57.5% 

Central Administration Building 342 6.8% 

Other 258 5.1% 
   

TOTAL CENSUS RESPONSES 5037 of 5064 99.5% 

MISSING CENSUS RESPONSES 27 of 5064 0.5% 

* The actual workforce numbers by location for OCDSB were not available for this question. 
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2.  a. Where do you currently work?  continued... 
 

b. If you work in an administration building, at which location do you currently 
 work? continued... 

 
 
9.3% of respondents indicated that they work in an administration building.  The largest group of respondents 
work at 133 Greenbank and represent 6.5% of respondents.  The percentage of respondents from the 
remaining locations is about 1% per location. 
 
 
Representation of respondents who work within each administration building location compared to actual 
OCDSB numbers is as follows: 
 

ADMINISTRATION BUILDING 
OCDSB Workforce Census 

Respondents 

Category Frequency Percent 

133 Greenbank 327 6.5% 

440 Albert 53 1.0% 

Confederation 45 0.9% 

Stittsville Depot 44 0.9% 

* The actual workforce numbers by administration building were not available for this question. 
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3. What is your current employment status? 
 
 

Why we asked this question: 

 This question lets the organization know how respondents are distributed by employment status. 

How we all benefit: 

 The organization can understand the general composition of the respondents and whether it reflects the 
actual distribution of the workforce by employment status within OCDSB. 

 The organization can evaluate whether each employment status is adequately represented by the 
respondents. 

 Understanding the issues facing employees with different employment statuses improves an organization’s 
ability to address matters related to work-life balance, work levels, work demand, etc. 

 This will further support the Human Resources systems by providing a snapshot of the current workforce. 

 
Overview 
 
Full-time Regular respondents comprise the largest segment of respondents with 70% of respondents.  The 
next largest status categories are: 11% Part-time Regular, 9% Casual and 5% Long Term Occasional (3 months 
or more).  Representation within the remaining employment status categories ranges from 0.7% to 2.3%. 
 
In relation to the actual workforce composition at OCDSB, 72% of respondents are employed full-time compared 
to 64% of the workforce and 12% of respondents are employed part-time compared to 9% of the workforce.  
There is a similar percentage of long-term occasional respondents compared to the actual workforce.  
Meanwhile, 9% of respondents are employed on a casual basis compared to 22% of persons in the actual 
workforce.  The relatively lower representation of casual respondents is not surprising for an organizational 
survey. 
 
 
Representation of respondents by employment status compared to actual OCDSB numbers is as follows: 
 

EMPLOYMENT STATUS 
OCDSB Workforce Census 

Respondents 
Actual OCDSB Workforce 

Numbers** 

Category Frequency Percent Frequency Percent 

Full-time Regular 3497 69.5% 
6122 63.5% 

Full-time Term 118 2.3% 

Part-time Regular 544 10.8% 
878 9.1% 

Part-time Term 54 1.1% 

Long Term Occasional (LTO) – 
less than 3 months 

37 0.7% 

554 5.7% 
Long Term Occasional (LTO) –3 
months or more 

244 4.8% 

Casual 445 8.8% 2093 21.7% 

Other 95 1.9% -- -- 
     

TOTAL CENSUS RESPONSES 5034 of 5064 99.4%   

MISSING CENSUS RESPONSES 30 of 5064 0.6%   

** There may be minor variations between the Actual OCDSB Workforce Numbers presented above and the actual numbers for OCDSB at 
the point in time when the census was administered.  
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4. How long have you worked with the OCDSB and predecessor boards? 
 
 

Why we asked this question: 

 This question lets the organization know how respondents are distributed based on length of employment 
with OCDSB. 

How we all benefit: 

 If OCDSB understands the tenure of the workforce, it can better understand the flow of employees through 
the organization and changing work patterns. 

 Understanding the flow of retirement in a clear way allows for detailed planning for future hiring, succession 
planning, meeting retirement needs and the placement of talent within the organization. 

 An understanding of upcoming retirement numbers and areas allows OCDSB to focus on potential 
retirement issues in the near future. 

 The more OCDSB can plan for staffing in areas such as internal training and development and external 
recruitment, the less likely it will have employee shortages in the future. 

 
Overview 
 
The following chart presents the distribution of respondents by the number of years employed by OCDSB: 

 

 
27% of respondents have been employed by OCDSB for 5 years or less and 22% for 6 to 10 years.  29% of 
respondents have been employed by OCDSB for 11 to 20 years.  18% of respondents have been employed by 
OCDSB for 21 to 30 years, and the remaining 4% of respondents have been employed by OCDSB for more 
than 30 years. 
 
 
The following chart presents the distribution of respondents by time until eligible to retire from OCDSB: 

 
6% of respondents are eligible to retire within the upcoming year, 13% within 1 to 5 years, and 16% within 6 to 
10 years.  In other words, 33% of respondents are eligible to retire within the next 10 years.  33% of 
respondents are eligible to retire within 11 to 20 years, 23% within 21 to 30 years, and the remaining 11% of 
respondents will be eligible to retire in 31 years or more.  

0% 20% 40% 60% 80% 100% 

< 1 Year 1 to 5 Years 6 to 10 Years 11 to 15 Years 16 to 20 Years 21 to 25 Years 26 to 30 Years 31 Years + 

0% 20% 40% 60% 80% 100% 

< 1 Year 1 to 5 Years 6 to 10 Years 11 to 15 Years 16 to 20 Years 21 to 25 Years 26 to 30 Years 31 Years + 
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4.  How long have you worked with the OCDSB and predecessor boards?  continued... 
 

When are you eligible to retire?  continued... 
 
 
The distribution of respondents by length of time employed by OCDSB is presented below: 
 

YEARS WORKING WITH OCDSB 
OCDSB Workforce Census 

Respondents 

Category Frequency Percent 

Less than 1 year 302 6.0% 

1 to 5 years 1069 21.2% 

6 to 10 years 1103 21.8% 

11 to 15 years 880 17.4% 

16 to 20 years 608 12.0% 

21 to 25 years 631 12.5% 

26 to 30 years 272 5.4% 

More than 30 years 185 3.7% 
   

TOTAL CENSUS RESPONSES 5050 of 5064 99.7% 

MISSING CENSUS RESPONSES 14 of 5064 0.3% 

 
 
The distribution of respondents by when they are eligible to retire is presented below: 
 

WHEN ELIGIBLE TO RETIRE 
OCDSB Workforce Census 

Respondents 

Category Frequency Percent 

In the upcoming year 192 3.9% 

1 to 5 years 646 13.3% 

6 to 10 years 761 15.6% 

11 to 15 years 787 16.2% 

16 to 20 years 832 17.1% 

21 to 25 years 601 12.4% 

26 to 30 years 532 10.9% 

More than 30 years 514 10.6% 
   

TOTAL CENSUS RESPONSES 4865 of 5064 96.1% 

MISSING CENSUS RESPONSES 199 of 5064 3.9% 
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Summary:  Organizational Demographics 
 

 36% of respondents are Elementary Teachers and 20% are Secondary Teachers.  Other role categories 
each consist of less than 10% of respondents. 

 31% of respondents work in Secondary Schools, 57% in Elementary Schools, 7% in a Central 
Administration Building, and 5% in other locations. 

 70% of respondents work for the OCDSB on a full-time, regular basis and 30% are employed on a part-time, 
term, occasional, casual or other basis.  Within the part-time, term, occasional, casual or other employees, 
there may be talent that is looking for a permanent or full-time placement.  There are opportunities to ensure 
that access to opportunities related to internal recruitment/staffing and employee development are inclusive. 

 27% of respondents have been employed by OCDSB 5 years or less, 39% 6 to 15 years, 25% 16 to 25 
years, and 9% 26 years or more.  49% of respondents have been employed by OCDSB 10 years or less.  
This may be indicative of a period of high turnover or a recent increase in positions at the OCDSB. 

 33% of respondents are eligible to retire within the next 10 years.  This has implications for staffing and 
succession planning as a large portion of the workforce will have to be replaced within a relatively short 
frame of time.  At the same time, this creates opportunities in relation to more equitable and diversity-
enhancing recruitment and selection practices. 
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5. How many hours do you typically work in a week? 
 

6. What are your scheduled hours of work per week? 
 

 

Why we asked this question: 

 This question lets the organization know the amount of time the employees spend working in a typical week. 

How we all benefit: 

 Identifying patterns beyond the standard work week may provide insight into potential resource shortages 
and the need for additional workplace supports. 

 The more information about the volume of hours spent at work and the extent to which employees work 
extended hours, the better OCDSB is able to strive at a workplace that balances its staff’s professional and 
personal needs through programs and policies to enhance work-life balance. 

 
Overview 
 
8% of respondents work less than 15 hours in a typical week and 16% work 15 to 34 hours in a typical week.  
The majority of respondents work 25 hour or more per week.  33% of respondents work 35 to 44 hours in a 
typical week and 28% work 45 to 54 hours per week.  14% of respondents reported that they work 55 hour or 
more in a typical week. 
 
In terms of scheduled hours per week, 23% of respondents are scheduled to work less than 25 hours per week.  
27% of respondents are scheduled to work 25 to 34 hours per week and 48% are scheduled to work 35 to 44 
hours per week.  3% of respondents indicated that they are scheduled to work 45 hours or more per week. 
 
The results indicate that on the whole respondents report working more hours per week than are scheduled.  
For example, 51% of respondents are scheduled to work 35 hour or more per week, but 76% report working 35 
hours or more in a typical week.  The difference is even more pronounced when compared within the next 
higher range.  3% of respondents are scheduled to work 45 hour or more per week, but 42% report these hours. 
 
 
The distribution of respondents by hour typically worked in a week and scheduled hours of work per week is 
presented below: 
 

HOURS PER WEEK TYPICALLY WORKED SCHEDULED HOURS 

Category Frequency Percent Frequency Percent 

Less than 5 hours 172 3.4% 282 5.7% 

5 to 14 hours 234 4.7% 411 8.3% 

15 to 24 hours 361 7.2% 422 8.5% 

25 to 34 hours 457 9.1% 1320 26.7% 

35 to 44 hours 1663 33.2% 2370 47.9% 

45 to 54 hours 1420 28.3% 123 2.5% 

55 hours or more 705 14.1% 24 0.5% 
     

TOTAL CENSUS RESPONSES 5012 of 5064 99.0% 4952 of 5064 97.8% 

MISSING CENSUS RESPONSES 52 of 5064 1.0% 112 of 5064 2.2% 
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5.  How many hours do you typically work in a week?  continued... 

 

6. What are your scheduled hours of work per week?  continued... 

 
 
The following charts presents the distribution of respondents by hour typically worked in a week compared to the 
distribution of respondents by scheduled hours of work per week: 
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7. How many hours per week do you spend doing the following activities? 
 
 

Why we asked this question: 

 This question lets the organization know the extent to which employees spend time doing various activities 
outside of working for OCDSB. 

How we all benefit: 

 This provides insights about non-work lives and the priorities employees place on various activities. 

 This information provides a more detailed look at the amount of time spent on dependent care 
responsibilities where additional support or consideration may be required. 

 The more information OCDSB has about the time pressures and day-to-day responsibilities faced by the 
workforce, the better it is able to strive at a workplace that balances the staff’s professional and personal 
needs through programs and policies. 

 Knowing the activities that engage and inspire employees helps OCDSB better understand how to 
communicate and engage them. 

 
Overview 
 
OCDSB respondents dedicate many hours outside work to various responsibilities and personal pursuits. 
 
Activities common to most of the respondents (i.e., at least 85%) include home maintenance, family time, health 
and fitness, and hobbies.  More than half of respondents look after children, and about one fifth look after other 
types of dependents.  Close to half of respondents volunteer, whether related to OCDSB or outside OCDSB. 
 
Along with the summary table below, a presentation of each activity type is set out in the pages that follow. 
 
 
The distribution of respondents according to time spent on various activities outside work is presented below: 
 

HOURS SPENT ON NON-WORK ACTIVITIES 

Category 
Family 
Time 

Home 
Mainte-
nance 

Hobbies 
Health & 
Fitness 

Looking 
After 

Children 

Looking 
After 
Other  

OCDSB 
Related 
Volunt-
eering 

Volunt-
eering 

Outside 
OCDSB 

None 2.0% 1.6% 12.1% 10.0% 38.9% 79.8% 52.6% 51.0% 

Less than 5 hours 15.9% 46.7% 62.0% 57.7% 15.2% 14.0% 32.4% 38.2% 

5 to 14 hours 40.2% 43.7% 22.8% 29.5% 13.2% 4.7% 13.2% 9.4% 

15 to 24 hours 21.6% 6.5% 2.4% 1.9% 8.5% 0.8% 1.5% 1.1% 

25 hours or more 20.3% 1.4% 0.6% 0.8% 24.2% 0.7% 0.4% 0.4% 
         

TOTAL RESPONSES 4945 4970 4866 4878 4631 4318 4564 4608 

TOTAL PERCENT 97.7% 98.1% 96.1% 96.3% 91.4% 85.3% 90.1% 91.0% 

MISSING RESPONSES 119 94 198 186 433 746 500 456 

MISSING PERCENT 2.3% 1.9% 3.9% 3.7% 8.6% 14.7% 9.9% 9.0% 
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7.  How many hours per week do you spend doing the following activities?  continued... 

 
 
An alternative representation of the time spent by respondents on activities outside work is presented below: 
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7.  How many hours per week do you spend doing the following activities?  continued... 

 
 
Family Time 
 
98% of respondents indicated that they spend time on family time.  16% of respondents spend up to 4 hours per 
week toward family time, 40% spend 5 to 14 hours per week, 22% spend 15 to 24 hours per week, and 20% 
spend 25 hours or more per week with their family. 
 

FAMILY TIME 

Category Frequency Percent 

None 98 2.0% 

Less than 5 hours 788 15.9% 

5 to 14 hours 1987 40.2% 

15 to 24 hours 1067 21.6% 

25 hours or more 1005 20.3% 
   

TOTAL RESPONSES 4945 of 5064 97.7% 

MISSING RESPONSES 119 of 5064 2.3% 

 
 
Home Maintenance 
 
98% of respondents engage in home maintenance activities on a regular basis.  While for 47% of respondents 
this involves up to 4 per week, 44% of respondents spend 5 to 14 hours per week on home maintenance, and 
8% spend 15 hours or more on home maintenance. 
 

HOME MAINTENANCE 

Category Frequency Percent 

None 81 1.6% 

Less than 5 hours 2321 46.7% 

5 to 14 hours 2171 43.7% 

15 to 24 hours 325 6.5% 

25 hours or more 72 1.4% 
   

TOTAL RESPONSES 4970 of 5064 98.1% 

MISSING RESPONSES 94 of 5064 1.9% 
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7.  How many hours per week do you spend doing the following activities?  continued... 

 
 
Hobbies 
 
88% of respondents spend leisure time pursuing hobbies.  For 62% of respondents, these pursuits entail up to 4 
hours per week.  23% of respondents dedicate 5 to 14 hours per week to their hobbies and 3% respondents 
spend 15 hours or more per week pursuing hobbies. 
 

HOBBIES 

Category Frequency Percent 

None 590 12.1% 

Less than 5 hours 3018 62.0% 

5 to 14 hours 1111 22.8% 

15 to 24 hours 116 2.4% 

25 hours or more 31 0.6% 
   

TOTAL RESPONSES 4866 of 5064 96.1% 

MISSING RESPONSES 198 of 5064 3.9% 

 
 
Health and Fitness 
 
90% of respondents put regular hours toward health and fitness.  58% of respondents spend up to 4 hours per 
week on health and fitness activities, 30% spend 5 to 14 hours per week, and 3% spend 15 hours or more per 
week in activities related to health and fitness. 
 

HEALTH AND FITNESS 

Category Frequency Percent 

None 489 10.0% 

Less than 5 hours 2815 57.7% 

5 to 14 hours 1439 29.5% 

15 to 24 hours 95 1.9% 

25 hours or more 40 0.8% 
   

TOTAL RESPONSES 4878 of 5064 96.3% 

MISSING RESPONSES 186 of 5064 3.7% 
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7.  How many hours per week do you spend doing the following activities?  continued... 

 
 
Looking After Children 
 
61% of respondents have active responsibilities looking after children.  In addition to work at OCDSB, 15% of 
respondents devote up to 4 hours per week caring for children, 13% devote 5 to 14 hours per week, and 9% 
devote 15 to 24 hours.  For 24% of respondents, the time spent looking after children involves 25 hours or more 
per week.  
 

LOOKING AFTER CHILDREN 

Category Frequency Percent 

None 1802 38.9% 

Less than 5 hours 702 15.2% 

5 to 14 hours 610 13.2% 

15 to 24 hours 395 8.5% 

25 hours or more 1122 24.2% 
   

TOTAL RESPONSES 4631 of 5064 91.4% 

MISSING RESPONSES 433 of 5064 8.6% 

 
 
Dependent Care (Other Than Children) 
 
21% of respondents have active responsibilities caring for dependents who are not children.  In addition to work 
at OCDSB, 14% of respondents devote up to 4 hours per week caring for non-child dependents and 5% devote 
5 hours or more per week looking after dependents other than children. 
 

DEPENDENT CARE OTHER THAN CHILDREN 

Category Frequency Percent 

None 3445 79.8% 

Less than 5 hours 603 14.0% 

5 to 14 hours 205 4.7% 

15 to 24 hours 34 0.8% 

25 hours or more 31 0.7% 
   

TOTAL RESPONSES 4318 of 5064 85.3% 

MISSING RESPONSES 746 of 5064 14.7% 
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7.  How many hours per week do you spend doing the following activities?  continued... 

 
 
Volunteering Related to OCDSB 
 
47% of respondents put time toward volunteering related to OCDSB.  32% of respondents commit up to 4 hours 
per week toward OCDSB-related volunteer activities and 15% commit 5 hours or more. 
 

VOLUNTEERING RELATED TO OCDSB 

Category Frequency Percent 

None 2399 52.6% 

Less than 5 hours 1477 32.4% 

5 to 14 hours 601 13.2% 

15 to 24 hours 70 1.5% 

25 hours or more 17 0.4% 
   

TOTAL RESPONSES 4564 of 5064 90.1% 

MISSING RESPONSES 500 of 5064 9.9% 

 
 
Volunteering Outside OCDSB 
 
49% of respondents put time toward volunteering outside of OCDSB.  38% of respondents commit up to 4 hours 
per week toward non-work volunteer activities and 11% commit 5 hours or more. 
 

VOLUNTEERING OUTSIDE OCDSB 

Category Frequency Percent 

None 2349 51.0% 

Less than 5 hours 1759 38.2% 

5 to 14 hours 433 9.4% 

15 to 24 hours 49 1.1% 

25 hours or more 18 0.4% 
   

TOTAL RESPONSES 4608 of 5064 91.0% 

MISSING RESPONSES 456 of 5064 9.0% 
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Summary:  Activities 
  

 24% of respondents work less than 35 hour in a typical week, 33% work 35 to 44 hours, and 42% work 45 
hours or more. 

 50% of respondents are scheduled to work less than 35 hour in a typical week, 48% are scheduled to work 
35 to 44 hours, and 3% are scheduled to work 45 hours or more. 

 42% of respondents work 45 hours of more in a typical week, but only 3% are scheduled to work 45 hours 
or more.  Unpaid work and excessive work hours are related to increased stress and negatively impact 
work-life balance.  Workplace programs can help employees manage stress and the effects of work on their 
out-of-work lives.  Policies such as flexible work arrangement could provide employees more control over 
their time.  It bears investigating and developing methods for reducing workload, whether through additional 
resources, improving efficiency of processes, etc. 

 98% of respondents have regular family time; 40% devote about one to two hours per day and 42% devote 
two hours or more per day to family time.  61% of respondents look after children; 22% devote about one to 
three hours per day and 25% devote three hours or more per day toward looking after children.  20% of 
respondents look after dependents other than children; 14% devote less an hour per day and 6% devote 
about an hour or more per day toward other dependents.  Family time and dependent care affect a large 
portion of the workforce, and require a significant time commitment outside of work hours. 

 98% of respondents have home maintenance responsibilities; 52% put in about an hour or more per day 
toward home maintenance. 

 88% of respondents spend time pursuing hobbies and 90% of respondents put time toward health and 
fitness activities.  In both cases about two-third of respondents commit less than 5 hours per week and 
about one-third commit 5 to 14 hour per week toward hobbies and health and fitness.  The majority of 
respondents pursue activities outside work that foster well-being and the majority allocate less than an hour 
per day on these areas. 

 47% of respondents commit to OCDSB-related volunteering and 49% of respondents volunteer outside of 
OCDSB.  For the most part, the time put toward each type of volunteering is less than 5 hours per week.  
Volunteering matters to a large portion of respondents, and workplace volunteering has benefits for the 
organization, its employees, and the community, while allowing employees to volunteer within work hours. 
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8. a. Do you currently provide dependent care? 
 
 

Why we asked this question: 

 This question lets the organization know the extent to which the workforce has responsibilities for the care 
of others, and the extent to which employees care for various types of dependents. 

How we all benefit: 

 This allows the organization to understand the types of dependent care that employees provide to others. 

 Dependent care commitments can go beyond caring for children and can include caring for persons with 
special needs, elders and friends. 

 A better understanding of the impact of dependent care responsibilities on staff and their families makes it 
possible to address these issues in policies. 

 
Overview 
 
51% of the respondents at OCDSB have dependent care responsibilities. 
 
41% of respondents have child dependents and 11% have elder dependents.  5% of respondents have 
dependents who are immediate family members (other than children and elders indicated) and 2% have 
dependents who are indirect family members.  3% of respondents have dependents with disabilities and 2% 
have dependents who are friends. 
 
 
Representation by respondents who do or do not have dependent care responsibilities is presented below: 
  

CURRENTLY PROVIDE DEPENDENT CARE 

Category Frequency Percent 

No 2488 49.5% 

Yes 2542 50.5% 
   

TOTAL RESPONSES 5030 of 5064 99.3% 

MISSING RESPONSES 34 of 5064 0.7% 

 
 
The percentage respondents who provide dependent care according to type of dependent is presented below.  
 

TYPE OF DEPENDENTS 

Category Frequency 
Percent within 

OCDSB 

Percent within 
Respondents 

with 
Dependents* 

Children 2079 41.3% 82.1% 

Dependents with special needs 142 2.8% 5.6% 

Elders 568 11.3% 22.4% 

Friends  81 1.6% 3.2% 

Immediate family members 252 5.0% 9.9% 

Other family members 107 2.1% 4.2% 

* Sums to more than 100% as more than one response category may be applicable for this question. 
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8.  b.  In the past 12 months, how often did you need to rely on someone else to 
 provide dependent care while you were working? 

 
 

Why we asked this question: 

 This question lets the organization know the extent to which the workforce relies on different types of 
dependent care while at work. 

How we all benefit: 

 The organization would like to understand how employees manage their dependent care responsibilities 
while faced at the same time with other major responsibilities such as work. 

 Detailed information on dependent care provides a better understanding of the issues encountered by the 
workforce. 

 
Overview 
 
The types of dependent care provider used the by the highest percentage of respondents are spouses/partners 
and relatives.  55% of respondents with dependent care responsibilities rely on their spouse or partner to 
provide care during work hours and 45% rely on relatives.  23% of respondents with dependents rely on friends 
and 19% rely on sitters/neighbours.  For the most part, these are all generally informal sources of care. 
 
With respect to formal care providers, 24% of respondents with dependents rely on childcare facilities, 15% rely 
on home care providers, 10% rely on eldercare facilities, and 3% rely on nannies. 
  
There is a greater degree of reliance on informal care providers than formal care providers or facilities.  The 
percentage of respondents with dependents who rely on informal care ranges from 19% to 55% compared to 
3% to 24% for formal care types. 
 
 
The following chart presents the distribution of respondents with dependents according to usage of various 
types of dependent care: 
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8.  b.  In the past 12 months, how often did you need to rely on someone else to 
 provide dependent care while you were working? 

 
 
The distribution of respondents with dependents according to usage of various types of dependent care during 
work hours is presented below: 
 

RELIANCE ON DEPENDENT CARE PROVIDERS 

Category 
Childcare 

Facility 
Eldercare 
Facility 

Friend 
Home 
Care 

Provider 
Nanny Relative 

Sitter / 
Neigh-
bour 

Spouse / 
Partner 

Never 76.5% 90.0% 76.9% 84.7% 96.9% 55.2% 80.9% 45.0% 

Infrequently 4.4% 4.5% 20.2% 2.6% 0.7% 27.3% 13.2% 21.4% 

Regularly 5.7% 2.5% 2.4% 4.3% 0.7% 12.4% 3.6% 20.7% 

Most of the time 3.5% 1.0% 0.3% 2.4% 0.5% 1.9% 0.9% 6.0% 

Always 9.9% 2.1% 0.2% 6.1% 1.2% 3.2% 1.3% 6.8% 
         

TOTAL RESPONSES 2425 2425 2425 2425 2425 2425 2425 2425 

TOTAL PERCENT 95.4% 95.4% 95.4% 95.4% 95.4% 95.4% 95.4% 95.4% 

MISSING RESPONSES 107 107 107 107 107 107 107 107 

MISSING PERCENT 4.6% 4.6% 4.6% 4.6% 4.6% 4.6% 4.6% 4.6% 

 
 
The number of respondents with dependents according to usage of various types of dependent care is 
presented below: 
 

RELIANCE ON DEPENDENT CARE PROVIDERS 

Category 
Childcare 

Facility 
Eldercare 
Facility 

Friend 
Home 
Care 

Provider 
Nanny Relative 

Sitter / 
Neigh-
bour 

Spouse / 
Partner 

Never 1103 1161 896 1087 1216 671 994 489 

Infrequently 107 109 489 63 16 662 321 519 

Regularly 138 60 59 104 18 300 88 503 

Most of the time 86 24 7 58 11 47 22 146 

Always 240 50 4 147 30 77 32 165 
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8.  c.  Please rate the extent to which each of the following types of support would be 
 effective in helping you manage your dependent care responsibilities while you 
 are working. 

 
 

Why we asked this question: 

 This question lets the organization know the extent to which employees think various types of support would 
be helpful toward managing dependent care responsibilities during work hours. 

How we all benefit: 

 This will help provide insight into the types of resources that employees consider most valuable, and this 
information can be used to inform workplace policies. 

 
Overview 
 
The types of support that respondents with dependents feel would be effective in helping them manage their 
dependent care responsibilities during work hours are related to time.  86% of respondents with dependent care 
responsibilities consider leave days an effective means and 74% consider work schedule flexibility as an 
effective means.  The percentage of respondents with dependents who rated each support format as extremely 
effective is 42% and 33%, respectively. 
 
Improved benefits were also strongly endorsed by respondents with dependents.  70% of respondents with 
dependent care responsibilities consider improved benefits an effective means to help manage responsibilities 
during work hours.  27% think that this support format would be extremely effective. 
  
Endorsement for the effectiveness of other forms of support is not as strong in comparison, the result being:  
33% access to emergency day care, 36% on-site day care, and 22% support groups. 
 
 
The following chart presents the distribution of respondents with dependents according to effectiveness ratings 
of various types of support: 
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8.  c.  Please rate the extent to which each of the following types of support would be 
 effective in helping you manage your dependent care responsibilities while you 
 are working.  continued... 

 
 
The distribution of respondents with dependents according to effectiveness ratings of various types of support is 
presented below: 
 

EFFECTIVENESS OF SUPPORT TYPES 

Category 
Access to 

Emergency 
Day Care 

Improved 
Benefits 

Leave Days 
On-site Day 

Care 
Support 
Groups 

Work 
Schedule 
Flexibility 

Not Effective 50.3% 16.4% 7.1% 54.0% 55.6% 14.6% 

Somewhat Effective 16.4% 13.6% 7.1% 9.6% 22.4% 11.2% 

Effective 14.6% 25.3% 23.8% 10.4% 13.3% 22.2% 

Very Effective 7.8% 18.0% 19.9% 7.7% 4.7% 19.4% 

Extremely Effective 10.9% 26.8% 42.1% 18.4% 3.9% 32.6% 
       

TOTAL RESPONSES 1802 1932 2200 1742 1728 2105 

TOTAL PERCENT 70.9% 76.0% 86.5% 68.5% 68.0% 82.8% 

MISSING RESPONSES 740 610 342 800 814 437 

MISSING PERCENT 29.1% 24.0% 13.5% 31.5% 32.0% 17.2% 

 
 
The number of respondents with dependents according to effectiveness ratings of various types of support is 
presented below: 
 

EFFECTIVENESS OF SUPPORT TYPES 

Category 
Access to 

Emergency 
Day Care 

Improved 
Benefits 

Leave Days 
On-site Day 

Care 
Support 
Groups 

Work 
Schedule 
Flexibility 

Not Effective 906 316 156 940 961 308 

Somewhat Effective 295 262 156 167 387 235 

Effective 263 489 523 181 230 468 

Very Effective 141 348 438 134 82 408 

Extremely Effective 197 517 927 320 68 686 
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Summary:  Children and Other Dependents 
  

 51% of respondents have dependent care responsibilities.  Many respondents care for more than one 
dependent and/or different types of dependents.  The concerns associated with dependent care affect a 
large proportion of the total workforce and speak to the importance of ensuring this is adequately addressed 
in workplace policies. 

 Within the respondents with dependents, 82% provide dependent care for children, 22% of care for older 
dependents, 10% care for other immediate family members, 6% care for dependents with special needs, 4% 
care for indirect family, and 3% care for friends.  In total, 37% of respondents with dependents care for 
dependents who are not children.  This suggests that traditional support policies that focus primarily on child 
dependents may not be applicable for the sizable segment of the workforce with adult, senior-age, or special 
needs dependents. 

 While respondents with dependents are at work, 55% rely on spouses or partners to provide dependent 
care, 45% rely on relatives, 24% rely on childcare, and 23% rely on friends.  Usage of various informal care 
types ranges from 19% to 55% among respondents with dependents, compared to the range of 3% to 23% 
for formal care arrangements.  This illustrates the potentially prohibitive cost of paid care and the significant 
load dependent care can place on employees and their friends and relatives, underscoring the potential 
need for additional support systems. 

 The percentage of respondents with dependents who think various workplace supports would be effective in 
helping employees manage their dependents care responsibilities ranges from 22% to 86% across the 
support types.  The support types receiving the highest frequency of very to extremely effective ratings are 
62% leave days, 52% work schedule flexibility, and 45% improved benefits.  This suggests that respondents 
believe the most effective resource is control over one’s time. 
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9. To which age group do you belong? 
 
 

Why we asked this question: 

 This question lets the organization know how employees are distributed across the age spectrum. 

 People of diverse ages may face different daily realities in the workplace and have unique needs. 

How we all benefit: 

 The organization can understand the age composition of the workforce relative to the external population. 

 Information about the relative ages of the workforce can help to identify current and future age trends and 
their potential effects. 

 Information about age composition can be used for detailed planning with respect to future hiring, 
succession planning, retirement needs, and distribution of experience. 

 
Overview 
 
The respondents are composed primarily of persons of working age.  If compared against the overall general 
population, the age restriction would result in inflated percentages in the middle ranges.  For this reason, the 
data for the external population were limited to between ages 15 to 74. 
 
22% of respondents are age 34 or younger.  The majority of respondents are within the centre ranges, where 
28% of respondents are age 35 to 44 and 34% are age 45 to 54.  16% of respondents are age 55 or higher. 
 
Compared to the external population, which is fairly evenly distributed across age categories with a slight 
decrease toward later ranges, OCDSB’s has a distribution of respondents that is more concentrated in the 
central age ranges and thinner in the extreme ends. 
 
2% of respondents are under age 25 compared to 18% of working-age persons in the external population.  62% 
of respondents are age 34 to 54 compared to 41% of the external population.  1% of respondents are age 65 
and older compared to 8% of the external population. 
 
In Canada, the median retirement age has been trending downward.  The most recent data from Statistics 
Canada indicates that the median retirement age between 2000 to 2004 was age 61 overall, and age 59 in the 
public sector.

1
  Using this metric to compare the potential retirement dates of OCDSB respondents based on 

age distribution, we see that approximately 8% of respondents are currently working beyond the median 
retirement age and approximately 25% will reach the median retirement age within the next 10 years.  This is 
consistent with the 33% of respondents who have reported that they will be eligible to retire within the next 10 
years. 
  

1
 Source:  Statistics Canada. Perspectives on Labour and Income, May 2006. 
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9.  To which age group do you belong?  continued... 
 
 
The following chart presents the distribution of respondents by age compared to the Ottawa population: 
 

 
 

 
Representation of respondents in each age group compared to actual census numbers is as follows: 
 

AGE Ottawa
1
 

Category Frequency Percent Percent 

24 years or younger 94 1.9% 18.2% 

25 to 34 years 999 19.8% 17.6% 

35 to 44 years 1440 28.5% 20.9% 

45 to 54 years 1694 33.6% 20.4% 

55 to 64 years 779 15.4% 14.5% 

65 years or older 43 0.9% 8.4% 
    

TOTAL RESPONSES 5049 of 5064 99.7%  

MISSING RESPONSES 15 of 5064 0.3%  
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10. What is your gender? 
 
 

Why we asked this question: 

 This question lets the organization know the gender composition represented by the workforce. 

 People of diverse genders may face different daily realities in the workplace and have unique needs. 

 More and more workplaces are dealing with an increased visibility of individuals who identify as being 
gender variant.  The organization has a responsibility to consider all employees. 

How we all benefit: 

 Information about the gender distribution of the workforce can help identify current and future gender trends. 

 The organization can understand the gender distribution of the workforce relative to the external population.   

 When an organization better understands the diversity within its workforce, it also understands possible 
connections to the communities served. 

 The organization can be proactive in monitoring gender trends in various occupational areas and levels, 
including the potential impact on the organization and its operations. 

 This will help ensure that the workplace is aware of the supports needed, now or in the future, for gender 
variant employees. 

 
Overview 
 
27% of respondents are male, 73% are female, and less than 0.1% are transgender persons.   
 
73% of respondents are female compared to 52% of persons in the external population.  This may in part be an 
artefact of the types of positions within OCDSB (i.e., positions that commonly have a higher representation of 
women, and thus higher labour force availability). 
 
There is a lack of large-scale, standardized research describing the percentage of transgender persons within 
population demographics.  Attempts at measurement are complicated by the sensitive nature and the 
complexity of characterizing transgender identity, due to the broad range of behaviours encompassed by the 
term.  There is much debate about how to measure the prevalence of transgender identity in populations, and 
an absence of valid studies to estimate transgender representation.  What we know is that there are individuals 
at OCDSB who identify as transgender persons, and there may be more persons who do not feel safe enough 
to indicate that they are transgender persons. 
 
 
Representation of respondents by gender compared to actual census numbers is as follows: 
 

GENDER Ottawa
2
 

Category Frequency Percent Percent 

Male 1348 26.8% 48.4% 

Female 3686 73.2% 51.6% 

Transgender <5 <0.09% N/A 
    

TOTAL RESPONSES >5034 of 5064 >99.4%  

MISSING RESPONSES <30 of 5064 <0.6%  
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11. What is your sexual orientation? 
 
 

Why we asked this question: 

 This question lets the organization know the representation of the workforce by sexual orientation. 

 People of diverse sexual orientations at times face different challenges in the workplace. 

 The organization has a responsibility to consider all employees. 

How we all benefit: 

 The organization would like to know whether the workforce is reflective of the sexual diversity of the 
community. 

 When an organization better understands the diversity within its workforce, it also understands possible 
connections to the communities served. 

 Understanding the scope of diversity in the sexual orientation of the workforce will allow the organization to 
create a work environment that is welcoming for all. 

 Studies have shown that a safe and welcoming workplace is important to GLBTQ individuals. 

 
Overview 
 
4.3% of respondents identify with a non-heterosexual sexual orientation.  The sexual orientations of 
respondents from OCDSB are:  2.1% bisexual, 0.9% gay, 95.7% heterosexual, 0.9% lesbian, 0.3% questioning, 
and 0.2% two-spirited. 
 
It is difficult to determine whether the representation by sexual orientation at OCDSB is comparable to the 
external population.  Due to the sensitive nature of sexual orientation and concerns for privacy, Statistics 
Canada does not collect data of this type in the Canada Census.  The 2003 Canadian Community Health 
Survey (CCHS) was the first initiative by the Canadian Government to collect statistics on sexual orientation.  
The data are drawn from the population age 18 to 59, and the resulting estimates are at the country level with 
limited estimates at the provincial level.  The CCHS employed a conservative approach to measuring sexual 
orientation, and it is possible that the results underestimate the representation of persons of diverse sexual 
orientations in Canada.  Studies in other countries report higher representation levels and a general rule of 
thumb is 5% to 10% of persons in major cities. 
 
4.3% of respondents identify with a sexual orientation that is not heterosexual compared to 1.5% of persons in 
the Ontario population reported in the CCHS.  The representation of Gay, Lesbian and Bisexual respondents at 
OCDSB is higher than estimates for Ontario derived from the CCHS.  When considered against general 
estimates for large, urban centres, the 4.3% combined representation of Gay, Lesbian, Bisexual, Questioning, 
and Two-Spirited respondents at OCDSB seems like it might be comparable to the lower range of estimates for 
large cities. 
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11.  What is your sexual orientation?  continued... 

 
 
Representation of respondents by category of sexual orientation compared to CCHS* external estimates is as 
follows: 
 

SEXUAL ORIENTATION CCHS Ontario
3
 

Category Frequency Percent Percent** 

Bisexual 101 2.1% 0.6% 

Gay 41 0.9% 0.6% 

Heterosexual 4600 95.7% 98.5% 

Lesbian 43 0.9% 0.3% 

Questioning 13 0.3% N/A 

Two-Spirited 11 0.2% N/A 
    

TOTAL RESPONSES 4809 of 5064 95.0%  

MISSING RESPONSES 255 of 5064 5.0%  

* Refers to the 2003 Canadian Community Health Survey (CCHS) conducted by Statistics Canada. 

** The external percentages for Bisexual, Gay and Lesbian are estimates.  CCHS reported a combined representation of 1.5% for these 
groups in Ontario.  The relative breakdown in the table was calculated based on the ratio of representation of the three groups in Canada:  
41% Bisexual, 38% Gay, and 21% Lesbian. 
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12. a. Which of the following best describes your current marital status? 
 
b. Is your partner also an OCDSB employee? 

 
 

Why we asked these questions: 

 These questions let the organization know the distribution of the workforce by marital status. 

 People of diverse marital statuses sometimes face different daily realities in the workplace and may have 
unique needs. 

How we all benefit: 

 The more the organization understands about the impact of being married versus unmarried or in a 
common-law partnership, the more likely it can address potential issues through improved policies. 

 Information about marital status helps the organization work toward a workplace that balances the staff’s 
professional and personal needs.  

 
Overview 
 
13% of respondent have never been legally married.  68% of respondents are legally married and 10% are in 
common-law partnerships.  3% of respondents are separated, but still legally married.  5% of respondents are 
divorced and 0.7% are widows/widowers. 
 
68% of respondents at OCDSB are married compared to 49% of persons in the external population.  Meanwhile, 
13% of respondents are single compared to 30% of persons in the external population, and less than 1% are 
widows/widowers compared to 5% externally.  The relatively lower percentage of single and widowed 
respondents may be due in part to the restricted age range of workforce census respondents relative to the 
general population. 
 
 
Representation of respondents in each marital status category compared to actual census numbers is as 
follows: 
 

MARITAL STATUS Ottawa
4
 

Category Frequency Percent Percent 

Never legally married (single) 658 13.1% 29.9% 

Legally married (and not separated) 3425 68.1% 48.6% 

Separated (but still legally married) 153 3.0% 2.8% 

Divorced 274 5.4% 5.5% 

Widow/Widower 35 0.7% 5.2% 

Common-law (living together but not legally married) 483 9.6% 8.0% 
    

TOTAL RESPONSES 5028 of 5064 99.3%  

MISSING RESPONSES 36 of 5064 0.7%  
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12. a. Which of the following best describes your current marital status?  continued... 
 
 b. Is your partner also an OCDSB employee?  continued... 

 
 
11% of respondents indicated that their partners are also OCDSB employees.  The breakdown of this group by 
marital status is:  81% legally married, 10% common-law, 5% single, and 4% separated, divorced or widowed. 
 
 
The percentage of respondents with partners also employed by OCDSB is presented below: 
 

PARTNER ALSO OCDSB EMPLOYEE 

Category Frequency Percent 

Not applicable 821 16.4% 

No – My partner is not employed with OCDSB 3626 72.2% 

Yes – My partner is employed with OCDSB 574 11.4% 
   

TOTAL RESPONSES 5021 of 5064 99.2% 

MISSING RESPONSES 43 of 5064 0.8% 
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13. Do you consider yourself to be a person with a disability? 
 
 

Why we asked this question: 

 This question lets the organization know the representation of persons with disabilities within the workforce, 
and extent of various types of disability. 

 Persons with disabilities may face unique challenges in the workplace. 

 Persons with disabilities are often excluded from the workforce due to discrimination or lack of 
accommodation. 

How we all benefit: 

 The organization would like to know whether its workforce is reflective of the diversity of its students and 
communities. 

 When an organization better understands the diversity within its workforce, it also understands possible 
connections to the communities served. 

 A better understanding of the types of disabilities that affect employees can help inform decisions related to 
policies and support offered by OCDSB. 

 By including employees with disabilities, the organization benefit from the skills and knowledge they bring. 

 
Overview 
 
5.4% of respondents identify themselves as persons with a disability.  2.5% of respondents have a visible 
disability and 4% have a disability that is not visible to others (which is equivalent to 46% and 74%, respectively, 
of respondents with disabilities).  2.3% of respondents have one type of disability and 3.1% have more than one 
type of disability (which is equivalent to 43% and 57%, respectively, of respondents with disabilities). 
 
Compared to the general population, a lower percentage of OCDSB respondents consider themselves to be 
persons with disabilities.  5.4% of respondents consider themselves to be persons with disabilities compared to 
16% of the Ontario population (or 15% of persons in Ontario age 15 to 74 years).  8.2% of employed persons in 
Canada are persons with disabilities.  It is important to note that the employment rate of persons with disabilities 
(i.e., employed population divided by workforce availability) is generally lower than the population who do not 
have a disability. 
 
 
Representation of respondents with disabilities compared to Statistics Canada PALS data is as follows: 
 

PERSONS WITH DISABILITIES Ontario* Ont. Adult**
5
 

Category Frequency Percent Percent Percent 

No 4767 94.6% 84.5% 85.1% 

Yes 272 5.4% 15.5% 14.8% 
     

TOTAL RESPONSES 5039 of 5064 99.5%   

MISSING RESPONSES 25 of 5064 0.5%   

* Statistics on disabilities are not collected in the Canada Census.  These data are from the 2006 Participation and Activity Limitation Survey 
(PALS) from Statistics Canada. 

** Based on persons age 15 to 74.    
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13. Do you consider yourself to be a person with a disability?  continued... 

 
 
In terms of visible disabilities, the most frequently reported types reported by respondents with disabilities are:  
16% mobility, 13% agility, 13% pain, 8% hearing, 7% chronic illness, and 5% seeing.  The percentage of 
respondents with disabilities is less than 5% in each of the remaining visible disability categories. 
 
In terms of disabilities that are not visible to others, the most frequent types reported by respondents with 
disabilities are:  34% chronic illness, 30% psychological, 28% chronic illness, 15% learning, 12% mobility, 12% 
memory, and 10% agility.  The percentage of respondents with disabilities is less than 10% in each of the 
remaining non-visible disability categories. 
 
 
The percentage of respondents with disabilities according to each disability category is presented below: 
 

NATURE OF DISABILITY Visible Disability Not Visible 

Category Frequency Percent* Frequency Percent* 

Agility 36 13.4% 28 10.4% 

Mobility 44 16.4% 32 11.9% 

Chronic illness 18 6.7% 74 27.6% 

Pain 35 13.1% 90 33.6% 

Hearing 21 7.8% 25 9.3% 

Seeing 14 5.2% 15 5.6% 

Speech <10 <3.4% <10 <3.4% 

Memory <10 <3.4% 32 11.9% 

Learning 10 3.7% 41 15.3% 

Developmental <10 <3.4% <10 <3.4% 

Psychological 12 4.5% 81 30.2% 

Other 11 4.1% 39 14.6% 
   

TOTAL RESPONSES 268 of 272 98.5% 

MISSING RESPONSES 4 of 272 1.5% 

* Sums to more than 100% as more than one response category may be applicable for this question. 
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13. Do you consider yourself to be a person with a disability?  continued... 

 
 
Looking at types of disability, with visible and non-visible type combined, the most frequent types reported 
overall by respondents with disabilities are:  40% pain, 31% chronic illness, 31% psychological, 24% mobility, 
and 21% agility.  To set these figures in perspective of the workforce overall, the 40% of respondents with 
disabilities who report living with pain is equivalent to 2% of respondents overall. 
 
Compared to the types of disability reported by persons with disabilities in the Ontario population who are age 
15 to 74, the percentage of respondents per category from OCDSB is generally lower than the percentage in 
Ontario but the relative proportions across types of disability share similarities. 
 
For example, 40% of respondents with disabilities report living with pain compared to 76% of persons with 
disabilities in the Ontario population, but despite this difference, this is the most common type of disability in 
both groups.  Agility and mobility are also more common in both groups. 
 
The one type of disability that stands out between groups is psychological.  31% of respondents with disabilities 
report having a psychological disability compared to 18% of persons with disabilities in the Ontario population. 
 
 
The percentage of respondents with disabilities according to each disability category is presented below: 
 

NATURE OF DISABILITY Ontario
6
 

Category Number Percent* Percent 

Agility 57 21.3% 67.2% 

Mobility 65 24.3% 67.7% 

Chronic illness 84 31.3% -- ** 

Pain 106 39.6% 75.9% 

Hearing 39 14.6% 23.7% 

Seeing 26 9.7% 19.7% 

Speech 12 4.5% 12.3% 

Memory 36 13.4% 12.5% 

Learning 47 17.5% 18.6% 

Developmental <10 <3.4% 4.0% 

Psychological 83 31.0% 18.2% 

Other 46 17.2% 2.3% 
   

TOTAL RESPONSES 268 of 272 98.5% 

MISSING RESPONSES 4 of 272 1.5% 

* Sums to more than 100% as more than one response category may be applicable for this question. 

** PALS does not measure this category for adults. 
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Summary:  Workforce Demographics 
 

 22% of respondents are age 34 years or younger, 28% are age 35 to 44, 34% are age 45 to 54, and 16% 
are age 55 or higher.  2% of respondents are under age 25 compared to 18% of working-age persons in the 
external population.  This suggests that this is an experienced and educated workforce, which has 
implications for recruiting, staffing and succession planning when sourcing qualified persons to fill workforce 
roles. 

 73% of respondents are female compared to 52% of persons in the external population.  This may in part be 
an artefact of the types of positions within OCDSB (i.e., positions that commonly have a higher 
representation of women, and thus higher labour force availability).  Effort should be made to monitor 
changes in labour force availability and to ensure that access to employment at OCDSB is equitable for all 
genders.  It will be important to assess whether gender representation is consistent in successively higher 
levels of the OCDSB organization. 

 There are respondents who are transgender persons and 4% of respondents identify with a sexual 
orientation that is not heterosexual.  OCDSB may consider further review of its policies and practices related 
to gender and sexual identity to provide an environment where Transgender and LGBTQ employees feel 
safe. 

 13% of respondents are single, 68% are married, 10% are in common-law partnerships, and 9% are 
separated, divorced or widowed.  11% of respondents have a partner who is also employed by OCDSB.  
From a policy standpoint, it is interesting to note that more than three-quarters respondents have spouses 
(marital or common-law).   

 5% of respondents are persons with a disability compared to 15% of working age persons in Ontario.  
Policies and practices may warrant review to further ensure that recruitment and selection are inclusive, and 
to determine whether measures to accommodate persons with disabilities may be enhanced. 

 74% of respondents with disabilities have a disability that is not visible.  57% of respondents with disabilities 
experience more than one type of disability.  There may be persons with disabilities within the workforce of 
whom the organization may not be aware.  Workplace policies may need to be reviewed to ensure that 
levels of support are alignment with the degree of disability experienced by some employees.  These results 
bear comparison against Human Resource records to identify the extent of unreported disability that may 
require support or accommodation in the workplace. 

 The types of disability reported with the highest frequency by respondents with disabilities are:  40% pain, 
31% chronic illness, 31% psychological, 24% mobility and 21% agility.  This identifies particular areas where 
efforts may be directed to enhance policies and programs. 
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14. a. What is the highest level of degree, certificate or diploma that you have 
 completed? 
 
b. What was your major field of study? 

 
 

Why we asked these questions: 

 These questions let the organization know the educational qualifications and the fields of study of the 
workforce. 

How we all benefit: 

 This improves the organization’s understanding of the resources available at OCDSB in terms of skills, 
education and training. 

 The organization may be able to develop a skills and knowledge inventory that improves its ability to align 
specific skills with positions that best use these skills. 

 Using one’s training more fully to benefit the organization and better aligning one’s skill sets with the work 
done will likely increase job satisfaction. 

 
Overview 
 
Less than 1% of respondents do not have a degree, certificate or diploma.  8% of respondents have a 
secondary school diploma or equivalent.  1% of respondents have a post-secondary apprentice certificate or 
trades diploma.  10% of respondents have a college, CEGEP or other non-university certificate or diploma. 
 
The majority of respondents have a degree, certificate or diploma at the university level.  2% of respondents 
have a certificate or diploma below the bachelor level.  15% of respondents have a bachelor’s degree and 35% 
have two or more bachelor’s degrees.  11% of respondents have a certificate or diploma above the bachelor’s 
level and 0.1% of respondents have a degree in medicine, dentistry, veterinary medicine or optometry. 
 
At the graduate level, 15% of respondents have a master’s degree, 0.6% have two or more master’s degrees, 
and 0.9% have an earned doctorate.  
 
The respondents at OCDSB have a higher level of education than the general population.  80% of respondents 
have university-level credentials compared to 37% of the external population.  50% of respondents have 
credentials up to the level of a bachelor’s degree compared to 19% of persons in the external population, and 
16% have credentials up to the level of a master’s degree compared to 8%, externally. 
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14. a. What is the highest level of degree, certificate or diploma that you have 
 completed?  continued... 

 
 
Representation according to each level of education compared to actual census numbers is as follows: 
 

HIGHEST CERTIFICATE, DEGREE OR DIPLOMA Ottawa
7
 

Category Frequency Percent Percent* 

No certificate, diploma or degree 30 0.6% 15.4% 

Secondary school diploma or equivalency 403 8.0% 24.4% 

Registered apprenticeship certificate 4 0.1% 
5.6% 

Trades certificate or diploma 48 0.9% 

College, CEGEP, or other non-university certificate or 
diploma 

524 10.4% 18.0% 

Certificate or diploma below bachelor level 106 2.1% 4.2% 

Bachelor's degree  751 14.9% 
19.0% 

Two or more Bachelor’s degrees 1773 35.1% 

Certificate or diploma above bachelor level 576 11.4% 3.1% 

Degree in medicine, dentistry, veterinary medicine or 
optometry 

5 0.1% 0.8% 

Master's degree 762 15.1% 
7.8% 

Two or more Master's degrees 30 0.6% 

Doctorate 43 0.9% 1.8% 
    

TOTAL RESPONSES 5055 of 5064 99.8%  

MISSING RESPONSES 9 of 5064 0.2%  

* Based on the portion of the population age 15 and over.  
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14. b. What was your major field of study?  continued... 

 
 
91% of OCDSB’s respondents have a post-secondary certificate, diploma or degree, compared to 60% of the 
general population.  The major fields of study encompassed by the post-secondary certificates, diplomas or 
degrees of respondents span every general field. 
 
Within the respondents with a post-secondary certificate, diploma or degree, the most common fields of study 
are:  37% Education, 14% Humanities, 11% Social and behavioural sciences and law, 9% Physical and life 
sciences and technologies.  These four areas account for the major fields of study of 71% of OCDSB 
respondents.  The percentages of applicable respondents within each of the remaining fields of study are 5% or 
less. 
 
Not surprisingly, compared to the general population, 37% of respondents have a background in Education and 
14% in Humanities compared to 5% and 7%, externally.  Meanwhile, 4% of respondents have a background in 
Business, management and public administration, 2% in Architecture, engineering and related technologies, and 
2% in Health, parks, recreation and conservation compared to a respective 20%, 18% and 11% of the external 
population. 
 
 
Representation according to major field of study compared to actual census numbers is as follows: 
 

MAJOR FIELD OF STUDY
†
 Ottawa

8
 

Category Frequency Percent Percent 

Education 1677 36.5% 5.4% 

Visual and performing arts, and communications 
technologies 

222 4.8% 3.5% 

Humanities 654 14.2% 6.6% 

Social and behavioural sciences and law 516 11.2% 16.8% 

Business, management and public administration 188 4.1% 19.9% 

Physical and life sciences and technologies 424 9.2% 4.8% 

Mathematics, computer and information sciences 179 3.9% 8.4% 

Architecture, engineering and related technologies 87 1.9% 18.0% 

Agriculture, natural resources and conservation 33 0.7% 1.4% 

Health, parks, recreation and conservation 106 2.3% 11.2% 

Personal, protective and transportation services 8 0.2% 4.0% 

Other 505 11.0% 0.01% 
    

TOTAL RESPONSES 4599 of 4622 99.5%  

MISSING RESPONSES 23 of 5064 0.5%  

†
 Based on persons with a post-secondary certificate, diploma or degree.  
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14.  c. What additional certification/skills do you bring to the workplace? 

 
 

Why we asked this question: 

 This question lets the organization know the qualifications of the workforce beyond degrees, certificates and 
diplomas from secondary schools, colleges and universities.  

How we all benefit: 

 This enables the organization to increase its understanding of the skills composition of the workforce and 
enhance awareness of potentially untapped talent within the workforce. 

 
Overview 
 
69% of respondents indicated that they have additional certifications/skills that they bring to the workplace. 
 
22% of respondents have professional certifications, 44% have health and safety certifications, 26% have 
instructional certifications, and 8% have skills mastery. 
 
 
The percentage of respondents whose credentials are or are not being used at OCDSB is as follows: 
 

ADDITIONAL CERTIFICATION/SKILLS 

Category Frequency Percent* 

Professional (e.g., CMA, CHRP) 545 21.6% 

Health and Safety (e.g., CPR, First Aid) 1102 43.6% 

Instructional (e.g., ESL instructor, piano instructor, 
swimming instructor) 

664 26.3% 

Skills Mastery (e.g., chef, martial arts) 214 8.5% 

None Indicated 793 31.4% 
   

TOTAL RESPONSES -- of 2528 -- 

MISSING RESPONSES -- of 2528** -- 


 This question is based on a subset of responses after the question was adjusted on the web survey.  The responses received after the 

adjustment share commonalities with the results prior to the adjustment. 

* Sums to more than 100% as more than one skills category may be applicable in this question. 

** The missing responses on this question are unknown, because the format does indicate whether blank responses occur because none of 
the categories were applicable or whether respondents opted to skip the question.   For this reason, the results are calculated from the total 
number of persons who had the opportunity to respond to this question.  An extra “non-category” has been added to more accurately report 
the percentage of respondents represented in each category. 
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14.  d. In what province, territory or country did you complete your highest degree, 
 certificate or diploma? 

 
 

Why we asked this question: 

 This question lets the organization know the extent to which employees have degrees, certificates or 
diplomas completed out of province or out of the country.  

How we all benefit: 

 Information about the extent to which the workforce has received its training abroad can help inform 
processes to standardize and accurately evaluate credentials from outside of the province or country. 

 
Overview 
 
78% of OCDSB’s respondents completed their highest level of degree, certificate or diploma in Ontario.  17% of 
respondents completed their degree, certificate or diploma in another province or territory in Canada.  9% of 
respondents received their highest educational credentials in another country outside Canada. 
 
A higher percentage of persons in the external population received their education out of province or out of the 
country.  13% of respondents completed their highest level of degree, certificate or diploma in another province 
or territory compared to 17% of the external population, and 9% completed in another country compared to 16% 
externally. 
 
 
The percentage of respondents whose credentials are or are not being used at OCDSB is as follows: 
 

WHERE DEGREE, CERTIFICATE OR DIPLOMA COMPLETED Ottawa CMA*
9
 

Category Frequency Percent Percent 

In Ontario 3921 78.1% 67.5% 

In Canada, in a province or territory outside Ontario 659 13.1% 16.8% 

Outside Canada, in another country 438 8.7% 15.7% 
    

TOTAL RESPONSES 5018 of 5064 99.1%  

MISSING RESPONSES 46 of 5064 0.9%  

* The external results are for the Ontario portion of the Ottawa-Gatineau CMA, which is a slightly larger region encompassing the City of 
Ottawa.  The City of Ottawa comprises 96% of this region. 
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14.  e. Are you using your qualifications (e.g., professional designation, credentials, 
 certificate, diploma, or degree) in your current position? 

 
 

Why we asked this question: 

 This question lets the organization know the extent to which employees are using their qualifications, and 
the extent to which qualifications are unused because they are not recognized.  

How we all benefit: 

 This enables the organization to enhance its understanding of the potentially untapped talent within the 
workforce. 

 The organization may be able to develop strategies to address underutilization of skills and training. 

 
Overview 
 
89% of OCDSB’s respondents are using their skills/designations in their current position at OCDSB.  Of the 
respondents who indicated that their skills/designations are not being used in their current position, the 
percentage indicating each reason is:  85% have credentials that are not required by the current position, 2% 
have credentials that are not recognized in Ontario, and 12% have credentials recognized in Ontario, but could 
not find a position that uses them. 
 
This suggests that 85% of respondents with unused skills/designations have voluntarily selected positions that 
do not use them, while the other 15% have encountered barriers to using their skills/designations.  When 
considered at the overall level, this suggests that 1.6% of respondents have credentials that are unused due to 
reasons outside their control. 
 
 
The percentage of respondents whose credentials are or are not being used at OCDSB is as follows: 
 

QUALIFICATIONS BEING USED IN CURRENT POSITION 

Category Frequency Percent 

Yes 4417 88.9% 

No 553 11.1% 
   

TOTAL RESPONSES 4970 of 5064 98.1% 

MISSING RESPONSES 94 of 5064 1.9% 

 
 
The percentage of respondents with unused qualifications according to whether the qualifications are 
recognized in Ontario is as follows: 
 

REASON QUALIFICATIONS NOT BEING USED 

Category Frequency Percent 

My current position does not require them 457 85.4% 

My credentials are not recognized in Ontario 13 2.4% 

My credentials are recognized in Ontario, but I could 
not find a position that uses them 

65 12.1% 

   

TOTAL RESPONSES 535 of 553 96.7% 

MISSING RESPONSES 18 of 553 3.3% 
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15. a. In the past 12 months, have you attended a school, college or university? 
 

b. In the last 12 months, have you attended a conference, workshop or seminar? 
 

c. What were your reasons for taking these programs or courses? 
 

 

Why we asked these questions: 

 These questions let the organization understand the proportion of the workforce who are working to further 
their education and skill sets and their motivations for these pursuits. 

How we all benefit: 

 Information about employee skill development enhances the organization’s ability to monitor supporting 
programs and initiatives and to plan in anticipation of future educational pursuits. 

 Levels of educational pursuit can be compared against benefits such as tuition reimbursement programs. 

 The organization is able to examine flexibility and support policies to determine whether they are consistent 
with the needs the workforce. 

 
Overview 
 
In addition to work commitments at OCDSB, 25% of respondents attended a school, college or university within 
the last year (22% part-time and 3% full-time). 
 
25% of OCDSB respondents attended a school, college or university compared to 21% of persons in the 
external population.  It is likely that a larger proportion of persons in the external population are full-time 
students. 
 
 
The percentage of respondents according to whether they have attended a school, college or university within 
the past year is as follows: 
 

ATTENDED SCHOOL, COLLEGE OR UNIVERSITY WITHIN PAST YEAR Ottawa
10

 

Category Frequency Percent Percent 

No 3760 75.2% 79.5% 

Yes, Part-time 1076 21.5% 
20.5% 

Yes, Full-time 167 3.3% 
    

TOTAL RESPONSES 5003 of 5064 98.8%  

MISSING RESPONSES 61 of 5064 1.2%  

 
 
91% of respondents have attended a conference, workshop or seminar within the last 12 months.  43% of 
respondents have attended conferences, 85% have attended workshops, and 30% have attended seminars. 
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15. b. In the last 12 months, have you attended a conference, workshop or seminar? 

 

 c. What were your reasons for taking these programs or courses? 

 
 
The percentage of respondents who have attended a conference, workshop or seminar within the last year is as 
follows: 
 

ATTENDED CONFERENCE, WORKSHOP OR SEMINAR WITHIN PAST YEAR 

Category Frequency Percent* 

Conference 2167 42.9% 

Workshop 4283 84.8% 

Seminar 1504 29.8% 

No, I did not attend any conferences, workshops or 
seminars within the last year 

472 9.4% 

   

TOTAL RESPONSES 5048 of 5064 99.7% 

MISSING RESPONSES 16 of 5064 0.3% 

* Sums to more than 100% as more than one category of educational opportunity may be selected. 

 
 
In terms of work-related reason, 75% of respondents who have sought additional education within the last year 
did so for their current position at OCDSB and 26% did so for a future position at OCDSB.  Outside of work 
reasons, 63% of respondents who have sought additional education did so for personal development, 39% did 
so for personal interest, and 10% sought education in support of future goals outside of OCDSB.  4% of 
applicable respondents set out to improve their language skills. 
 
 
The percentage of respondents according to reason for seeking additional education within the last year is as 
follows: 
 

REASONS FOR SEEKING ADDITIONAL EDUCATION 

Category Frequency Percent* 

For a future position at OCDSB 1216 26.3% 

For my current position at OCDSB 3454 74.6% 

For future goals outside of OCDSB 476 10.3% 

For personal development 2898 62.6% 

For personal interest 1807 39.0% 

For improved language skills 170 3.7% 
   

TOTAL RESPONSES 4628 of 4687 98.7% 

MISSING RESPONSES 59 of 4687 1.3% 

* Sums to more than 100% as more than one category of educational opportunity may be selected. 

 Based on respondents who have attended school, college or university or who have attended a conference, workshop or seminar within 
the past year. 
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16. If you were enrolled in an academic institution, or attended conferences, courses 
or workshops in the past 12 months, how did OCDSB support your efforts to 
expand you skills and knowledge? 

 
 

Why we asked this question: 

 This question lets the organization know the extent to which employees received various types of support 
from OCDSB toward efforts to expand their skills and knowledge. 

How we all benefit: 

 Levels of support can be compared against levels of educational pursuits to determine the degree of 
alignment and identify potential areas of demand. 

 
Overview 
 
25% of respondents attended a school, college or university within the past year and 91% of respondents have 
attended conferences, workshops and/or seminars.  Of these respondents 40% indicated that they did not 
request any form of support from OCDSB. 
 
Within the respondents who made efforts to expand their skills and knowledge, 51% received support in the 
form of time to pursue their education, 20% received financial support, and 18% received encouragement or 
mentoring from OCDSB. 
 
 
The percentage of respondents according to forms of support provided by OCDSB is as follows: 
 

FORMS OF OCDSB SUPPORT TOWARD EXPANDING SKILLS AND KNOWLEDGE 

Category Frequency Percent* 

Financial support 812 19.5% 

Time 2142 51.3% 

Encouragement/mentoring 760 18.2% 

None requested 1688 40.4% 
   

TOTAL RESPONSES 4174 of 4687 89.1% 

MISSING RESPONSES 513 of 4687 10.9% 

* Sums to more than 100% as more than one category of support may be selected. 

 Based on respondents who have attended school, college or university or who have attended a conference, workshop or seminar within 
the past year. 
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17. If you are a teacher, which of the following academic qualifications are you 
planning to acquire in the next 12 months? 
 

18. If you are not a teacher, are you planning to upgrade any qualifications in the next 
12 months? 

 
 

Why we asked this question: 

 This question lets the organization know the extent to which employees are intending to acquire additional 
academic qualifications in the upcoming year.  

How we all benefit: 

 This provides a clearer picture of the additional skill sets within the workforce that will be realized in the next 
year, which enables the organization to plan in line with district priorities. 

 
Overview 
 
46% of OCDSB’s respondents who are teachers indicated that they are planning to acquire academic 
qualifications in the upcoming year. 
 
37% of OCDSB’s respondents who are teachers plan to acquire AQs, 10% plan to acquire ABQs, and 5% plan 
to acquire AQPs.  Less than 0.2% of respondents who are teachers plan to acquire a SOQP qualification. 
 
 
The percentage of respondents who are teachers according to the academic qualification they intend to acquire 
within the next 12 months is as follows: 
 

ACADEMIC QUALIFICATIONS TEACHERS PLANNING TO ACQUIRE IN NEXT YEAR 

Category Frequency Percent* 

Additional Qualifications (AQ) 1244 37.0% 

Additional Basic Qualifications (ABQ) 329 9.8% 

Principal Qualifications Program (AQP) 157 4.7% 

Supervisory Officer Qualifications Program (SOQP) 6 0.2% 

None planned in next year 1832 54.5% 
   

TOTAL RESPONSES 3362 of 3569 94.3% 

MISSING RESPONSES 207 of 3569 5.7% 

* Sums to more than 100% as more than one category of qualification may be selected. 

 Based on respondents who indicated that they are teachers, vice-principals and principals in Question 1. 
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18. If you are not a teacher, are you planning to upgrade any qualifications in the next 
12 months? 

 
 
28% of respondents who are not teachers are planning to upgrade qualifications within the next 12 months.  
29% of respondents who are not teachers and indicated that they are planning to upgrade qualifications did not 
know or specify the qualification type.  The most common qualifications indicated by applicable respondents are:  
13% general training and education such as conferences/courses/workshops, 11% behaviour-based training 
such as behaviour management, 11% CPR, First Aid and other health and safety training, 9% college 
certificate/diploma or university degree, 9% instructional and educator training, and 8% technologies and trades. 
 
 
The percentage of respondents who are not teachers according to the whether they intend to upgrade any 
qualifications within the next 12 months is as follows: 
 

NON-TEACHERS PLANNING TO UPGRADE QUALIFICATIONS IN NEXT YEAR
  

Category Frequency Percent 

No 975 72.2% 

Yes 375 27.8% 
   

TOTAL RESPONSES 1350 of 1486 90.8% 

MISSING RESPONSES 136 of 1486 9.2% 

 Based on respondents who did not indicate that they are teachers, vice-principals and principals in Question 1. 

 
 
The percentage of respondents who are not teachers according to the qualifications they plan to upgrade within 
the next 12 months is as follows: 
 

QUALIFICATIONS NON-TEACHERS PLANNING TO UPGRADE IN NEXT YEAR 

Category Frequency Percent* 

CPR, First Aid, and Health and Safety 40 10.7% 

Technologies and Trades (e.g., Facilities Management) 31 8.3% 

Instruction, Teaching and Education 32 8.5% 

Computer Software and Certifications 24 6.4% 

Behavioural Sciences (e.g., Autism, Special Needs, NCVI) 41 11.2% 

OCDSB Training or Conference/Courses/Workshops 48 12.8% 

College Certification/Diploma or University Degree 35 9.3% 

Business, Finance and Accounting, Management, 
Mathematics and Statistics 

12 3.2% 

Professional Development (e.g., Leadership, Project 
Management) 

15 4.0% 

Professional Certification (e.g., HR, P. Eng) 12 3.2% 

Other 10 2.7% 

Don’t Know / Not Specified 109 29.0% 

* Sums to more than 100% as more than one type of qualification may be indicated. 
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Summary:  Education 
 

 8% of respondents have a secondary school diploma or equivalent, 11% have apprenticeship, trades or 
college diplomas, 52% have university undergraduate degrees, and 28% have advanced degrees or 
graduate degrees. 91% of respondents have college-level or university-level credentials compared to 55% 
of persons in the external population.  With a highly educated workforce it can be valuable to ensure that the 
challenge-level and opportunities associated with organizational roles engage employees and align with 
their abilities. 

 The major field of study reported with the highest frequency are 37% Education, 14% Humanities, 11% 
Social and Behavioural Sciences and Law, and 9% Physical and Life Sciences and Technologies. 

 78% of respondents completed their degree, certificate or diploma in Ontario, 13% in another Canadian 
province or territory, and 9% in a country outside Canada.  People sometimes encounter barriers to having 
credentials obtained from outside the province recognized within the Ontario, particularly international 
credentials.  It may be possible that some employees have experienced difficulty finding positions that align 
with skills and credentials acquired outside the province or country. 

 69% of respondents indicated that they have additional certifications/skills that they bring to the workplace.  
22% of respondents have professional certifications, 44% have health and safety certifications, 26% have 
instructional certifications, and 8% have skills mastery. 

 89% of respondents are using their specific qualifications in their current position with OCDSB.  The 
opportunity to use one’s training and skills in line with one’s work and organization is related to job 
satisfaction. 

 85% of respondents who not using their qualifications in their current position indicated that they are in a 
position that does not require them.  This suggests that most respondents with unused credentials have 
chosen positions related to factors such as experience, interest and skill sets outside of their educational 
credentials. 

 25% of respondents have attended school, college or university within the past year.  91% of respondents 
have attended conferences, workshops and/or seminars within the past year.  With the high level of 
respondents who have sought additional education, it may be important to determine the levels of demand 
and learning goals and to gauge the alignment between the needs of the organization and its workforce. 

 Of those respondents who sought additional education within the past year, 40% did not request support 
from OCDSB, and 51% received time, 20% received financial support, and 18% received 
encouragement/mentoring.  Education support policies (e.g., reimbursement, leave) may require evaluation 
to determine whether they are in line with current and future levels of workforce requirements. 

 Of those respondents who sought additional education within the past year, the most frequently reported 
reasons were:  75% for their current position with OCDSB, 63% for personal development, 40% for personal 
interest, and 26% for a future position at OCDSB.  The motivation to learn seems balanced between job 
objectives and personal objectives. 

 Within the respondents who are teachers, 54% do not intend to pursue additional academic qualifications 
within the next year, while 37% will acquire an AQ, 10% will acquire an ABQ, 5% will acquire an AQP, and 
0.2% will acquire an SOQP. 

 Within the respondents who are not teachers, 72% do not intend to upgrade qualifications within the next 
year.  Among the subset of respondents who are not teachers and who are intending to upgrade 
qualifications, the most common types specified are:  13% general training and conferences/courses/ 
workshops, 11% behaviour-based training, 11% health and safety training, 9% college certificate/diploma or 
university degree, 9% instructional and educator training, and 8% technologies and trades. 
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19. Do you consider yourself to be of Aboriginal ancestry? 
 

Are you a Treaty Indian or a Registered Indian as defined by the Indian Act of 
Canada? 

 
 

Why we asked this question: 

 This question lets the organization know the workforce representation persons of Aboriginal ancestry. 

 Aboriginal people are a group with a unique culture and identity to be carried on. 

How we all benefit: 

 The organization will be able to assess its success in fostering a workforce that reflects the external 
population.  When an organization better understands the diversity within its workforce, it also understands 
possible connections to the communities served. 

 OCDSB takes pride in the heritage of its staff.  Through the appreciation of diverse groups, OCDSB is able 
to be a role model and demonstrate awareness of diversity. 

 OCDSB recognizes the unique position of Aboriginal peoples. 

 
Overview 
 
2.4% of respondents consider themselves to be of Aboriginal ancestry compared to 1.5% of persons in the 
external population.  1.3% of respondents have First Nations ancestry, 1.0% have Métis ancestry, and 0.1% 
have Inuit ancestry.  The percentage of respondents indicating they have First Nations or Métis ancestry 
appears to be higher than in the external population. 
 
0.6% of respondents indicated that they are a Treaty Indian or Registered Indian according to the Indian Act of 
Canada compared to 0.5% of persons in the external population. 
  
 
Representation by Aboriginal identity and Registered Status compared to actual census numbers is as follows: 
 

ABORIGINAL ANCESTRY Ottawa
11

 

Category Frequency Percent Percent 

No 4825 97.6% 98.5% 

Yes, First Nations 65 1.3% 0.8% 

Yes, Métis 49 1.0% 0.6% 

Yes, Inuit 5 0.1% 0.1% 
    

TOTAL RESPONSES 4944 of 5064 97.6%  

MISSING RESPONSES 120 of 5064 2.4%  

 

TREATY INDIAN OR REGISTERED INDIAN ACCORDING TO INDIAN ACT OF CANADA Ottawa
12

 

Category Frequency   Percent Percent 

No 4803 99.4% 99.5% 

Yes 28* 0.6% 0.5% 
    

TOTAL RESPONSES 4831 of 5064 95.4%  

MISSING RESPONSES 233 of 5064 4.6%  

* This includes 9 respondents who did not identify themselves as having Aboriginal ancestry in the first part, and includes respondents who 
from all three Aboriginal groups. 
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20. Where were you born? 
 
 

Why we asked this question: 

 This question lets the organization know the representation of persons within the workforce by whether they 
were born in Ontario, another province or another country. 

How we all benefit: 

 The organization will be able to assess its success in fostering a workforce that reflects the external 
population. 

 When an organization better understands the diversity within its workforce, it also understands possible 
connections to the communities served. 

 OCDSB takes pride in the heritage of its staff.  Through its appreciation of diverse groups, OCDSB is able to 
be a role model and demonstrate awareness of diversity. 

 
Overview 
 
61% of respondents were born in Ontario.  24% of respondents were born in another province or territory in 
Canada.  15% of respondents were born in another country outside Canada. 
 
A higher percentage of persons in the external population were born in another country.  15% of OCDSB 
respondents in another country compared to 23% of persons in the external population. 
 
 
The percentage of respondents according to whether they were born in Ontario, in another province or outside 
Canada is as follows: 
 

WHERE BORN Ottawa
13

 

Category Frequency Percent Percent 

In Ontario 3048 61.1% 56.7% 

In Canada, in a province or territory outside Ontario 1184 23.8% 20.5% 

Outside Canada, in another country 753 15.1% 23.3% 
    

TOTAL RESPONSES 4985 of 5064 98.4%  

MISSING RESPONSES 79 of 5064 1.6%  
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21. a. Are you now, or have you ever been, a landed immigrant? 
 

b. In what year did you first become a landed immigrant? 
 
 

Why we asked these questions: 

 These questions let the organization know the representation of persons within the workforce by whether 
they are landed immigrants. 

How we all benefit: 

 The organization will be able to assess its success in fostering a workforce that reflects the external 
population. 

 When an organization better understands the diversity within its workforce, it also understands possible 
connections to the communities served. 

 The organization can increase awareness of persons in the workforce who have unique backgrounds and 
experiences having at some point been new to the country. 

 
Overview 
 
13% of respondents are persons who immigrated to Canada compared to 23% of respondents in the external 
population. 
 
  
Representation of respondents who are or have been landed immigrants compared to actual census numbers is 
as follows: 
 

LANDED IMMIGRANT (CURRENT OR IN PAST) Ottawa
14

 

Category Frequency Percent Percent 

No 4309 87.1% 76.7% 

Yes 639 12.9% 23.3% 
    

TOTAL RESPONSES 4948 of 5064 97.7%  

MISSING RESPONSES 116 of 5064 2.3%  
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21.  b. In what year did you first become a landed immigrant? 

 
 
25% of respondents who immigrated were granted landed immigrant status before 1971, 43% were granted 
landed immigrant status from 1971 to 1990, and 19% were granted landed immigrant status from 1991 to 2000. 
 
11% of respondents who immigrated were granted landed immigrant status within the most recent period from 
2001 onward. 
 
Compared to the external population, a larger proportion of respondents from OCDSB immigrated before 1991 
and a smaller proportion from 1991 onward.  For example, 30% of respondents who immigrated did so from 
1991 onward compared to 46% of persons in the external population who immigrated. 
 
 
Representation of respondents who are or have been landed immigrant by period of immigration compared to 
actual census numbers is as follows: 
 

YEAR BECAME LANDED IMMIGRANT Ottawa
15

 

Category Frequency Percent Percent 

Before 1961 56 8.8% 11.7% 

1961 to 1965 33 5.2% 
11.1% 

1966 to 1970 71 11.1% 

1971 to 1975 75 11.7% 
13.6% 

1976 to 1980 50 7.8% 

1981 to 1985 59 9.2% 
17.6% 

1986 to 1990 89 13.9% 

1991 to 1995 65 10.2% 
29.5% 

1996 to 2000 56 8.8% 

2001 to 2005 44 6.9% 16.6%* 

2006 to present 29 4.5% N/A 
    

TOTAL RESPONSES** 627 of 639 98.1%  

MISSING RESPONSES 12 of 639 1.9%  

* Includes a portion of persons who immigrated in 2006 in the months before the census, but unlike OCDSB Workforce Census, does not 
capture the period from 2006 to 2010.  As a result, the data for the external population is slightly inflated for each category pre-2006, 
because the distribution across immigration periods only goes up to the year 2006 (i.e., the most recent census year).   

** Based on the number of “yes” responses to Question 21a. 
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22. Please indicate the ethnic/cultural group(s) of your ancestors. 
 
 

Why we asked this question: 

 This question lets the organization know the ethnic and cultural composition of the workforce. 

 People of diverse ethnic or cultural origins sometimes face different daily realities in the workplace and may 
have unique needs. 

How we all benefit: 

 OCDSB takes pride in the heritage of its staff.  The organization and would like to know whether the 
workforce is reflective of the ethnic and cultural diversity of its students and communities. 

 Understanding the scope of ethnic and cultural diversity within the organization will allow the organization to 
create a work environment that is inclusive and welcoming for all and demonstrate awareness of diversity. 

 The more aware the organization becomes of the ethnic/cultural diversity within the workforce, the more it 
can learn from and use the diverse talent of employees to connect and improve OCDSB’s relationship with 
its students, parents and communities. 

 
Overview 
 
The identities of OCDSB’s respondents span more than 100 categories of ethnicity and culture.  48% of 
respondents identify with ethnic or cultural groups from multiple ethnic origin families. 
 
With respect to how respondents self-identify in terms of ethnicity and culture, the most common ancestry are:  
68% British Isles origins, 25% French origins, 4% Aboriginal origins, 27% Other North American origins (e.g., 
Canadian), and 33% European origins.   
 
10% of respondents identify with an ethnic origin family outside of British Isles, French, Aboriginal, Other North 
American, and European.  This 10% accounts for all respondents with origins in the following families:  
Caribbean origins, Latin, Central and South American origins, African origins, Arab origins, West Asian origins, 
South Asian origin, East and Southeast Asian origins, and/or Oceania origins. 
 
The most common ethnic or cultural groups identified by respondents include:  45% English, 35% Scottish, 35% 
Irish, 25% Canadian, 23% French, 12% German, 5% Welsh, 5% American, 4% Dutch, 4% Italian, and 4% 
Polish.  Each of the remaining ethnic or cultural groups is represented by 3% of respondents or less. 
 
68% of OCDSB respondents have British Isles origins compared to 46% of persons in the external population, 
and 33% have European origins compared to 27% externally. 
 
Representation within OCDSB respondents is lower than the external population for the following origin families:  
Latin, Central and South American origins, African origins, Arab origins, West Asian origins, South Asian origin, 
and East and Southeast Asian origins. 
 
 
 
 

  

 For a list of the ethnic origin classifications used by Statistics Canada, please refer to Appendix B. 
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22.  Please indicate the ethnic/cultural group(s) of your ancestors.  continued... 

 
 
The distribution of respondents by number of ethnic/cultural groups with which one identifies is presented below: 
 

NUMBER OF ETHNIC/CULTURALFAMILIES IDENTIFIED 

Category Frequency Percent 

Identifies with 1 Ethnic/Cultural Family 2565 51.8% 

Identifies with 2 Ethnic/Cultural Families 1578 31.9% 

Identifies with 3 Ethnic/Cultural Families 638 12.9% 

Identifies with 4 Ethnic/Cultural Families 140 2.8% 

Identifies with 5+ Ethnic/Cultural Families 29 0.6% 
   

TOTAL RESPONSES* 4950 of 5064 97.7% 

MISSING RESPONSES 114 of 5064 2.3% 

* The total and missing response counts presented in this table apply to the remainder of the tables presented for Question 22. 

 
 
The distribution of respondents by general ethnic/cultural origin groupings compared to actual census numbers 
is presented below: 
 

ETHNIC/CULTURAL ORIGIN FAMILIES Ottawa
16

 

Category Frequency Percent* Percent 

British Isles origins 3346 67.6% 45.7% 

French origins 1230 24.8% 21.3% 

Aboriginal origins 210 4.2% 3.4% 

Other North American origins 1345 27.2% 28.0% 

Caribbean origins 97 2.0% 2.1% 

Latin, Central and South American origins 20 0.4% 1.1% 

European origins 1622 32.8% 27.8% 

African origins 72 1.5% 2.7% 

Arab origins 131 2.6% 4.0% 

West Asian origins 31 0.6% 1.4% 

South Asian origins 90 1.8% 3.3% 

East and Southeast Asian origins 92 1.9% 6.5% 

Oceania origins 13 0.3% 0.2% 

Other origins ** 45 0.9%  

* Sums to more than 100% as more than one category may be selected. 

** Consists of respondents who are adopted, don’t know their ethnic/cultural origin or did not specify. 
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22.  Please indicate the ethnic/cultural group(s) of your ancestors.  continued... 

 
 
The following tables present the representation of OCDSB respondents within specific ethnic or cultural groups 
compare to actual census numbers

17
.  Each table presents the information for origins grouped within an origin 

family. 
 

British Isles Origins Ottawa 

Category Frequency Percent Percent 

English 2207 44.59% 24.24% 

Irish 1731 34.97% 22.17% 

Scottish 1776 35.88% 19.22% 

Welsh 244 4.93% 1.83% 

 
 

French Origins Ottawa 

Category Frequency Percent Percent 

Acadian 164 3.31% 0.31% 

French 1119 22.61% 21.13% 

 
 

Aboriginal Origins Ottawa 

Category Frequency Percent Percent 

Inuit 7 0.14% 0.09% 

Métis  62 1.25% 0.84% 

North American Indian  143 2.89% 2.51% 

 
 

Other North American Origins Ottawa 

Category Frequency Percent Percent 

American 223 4.51% 1.06% 

Canadian 1237 24.99% 27.17% 
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22.  Please indicate the ethnic/cultural group(s) of your ancestors.  continued... 

 
 

Caribbean Origins Ottawa 

Category Frequency Percent Percent 

Barbadian 15 0.30% 0.16% 

Guyanese 17 0.34% 0.14% 

Haitian 5 0.10% 0.63% 

Jamaican 37 0.75% 0.65% 

Puerto Rican 1 0.02% 0.01% 

Trinidadian/Tobagonian 21 0.42% 0.18% 

West Indian 14 0.28% 0.17% 

 
 

Latin, Central and South American Origins Ottawa 

Category Frequency Percent Percent 

Argentinian 1 0.02% 0.03% 

Belizean 1 0.02% 0.00% 

Colombian 6 0.12% 0.12% 

Mexican 5 0.10% 0.16% 

Peruvian 1 0.02% 0.10% 

Salvadorean 3 0.06% 0.26% 

Venezuelan 1 0.02% 0.04% 

 
 

European Origins Summary Ottawa 

Category Frequency Percent Percent 

Western 823 16.63% 11.62% 

Northern 208 4.20% 2.19% 

Eastern 450 9.09% 7.88% 

Southern 294 5.94% 8.02% 

Jewish 85 1.72% 1.43% 

 

European Origins Ottawa 

Category Frequency Percent Percent 

Western European Origins    

  Austrian 37 0.75% 0.57% 

  Belgian 34 0.69% 0.48% 

  Dutch (Netherlands) 221 4.46% 2.67% 

  German 587 11.86% 8.18% 

  Swiss 35 0.71% 0.44% 
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22.  Please indicate the ethnic/cultural group(s) of your ancestors.  continued... 

 
 

European Origins continued... Ottawa 

Category Frequency Percent Percent 

Northern European Origins     

  Danish 44 0.89% 0.51% 

  Finnish 30 0.61% 0.34% 

  Icelandic 13 0.26% 0.15% 

  Norwegian 60 1.21% 0.64% 

  Swedish 76 1.54% 0.63% 

Eastern European Origins    

  Baltic origins 17 0.34% 0.36% 

  Latvian 10 0.20% 0.13% 

  Lithuanian 19 0.38% 0.14% 

  Czech 34 0.69% 0.36% 

  Slovak 18 0.36% 0.22% 

  Hungarian (Magyar) 39 0.79% 0.82% 

  Polish 175 3.54% 3.10% 

  Romanian 26 0.53% 0.54% 

  Russian 78 1.58% 1.34% 

  Ukrainian 144 2.91% 2.26% 

Southern European Origins    

  Bosnian 1 0.02% 0.08% 

  Bulgarian 6 0.12% 0.14% 

  Croatian 7 0.14% 0.27% 

  Greek 42 0.85% 0.65% 

  Italian 175 3.54% 4.52% 

  Macedonian 2 0.04% 0.04% 

  Maltese 2 0.04% 0.06% 

  Portuguese 16 0.32% 0.89% 

  Serbian 10 0.20% 0.23% 

  Slovenian 7 0.14% 0.10% 

  Spanish 34 0.69% 1.12% 

Other European Origins    

  Jewish 85 1.72% 1.43% 
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22.  Please indicate the ethnic/cultural group(s) of your ancestors.  continued... 

 
 

African Origins Ottawa 

Category Frequency Percent Percent 

Black 33 0.67% 0.16% 

Congolese (Zairian) 0 0.00% 0.12% 

Eritrean 5 0.10% 0.08% 

Ethiopian 4 0.08% 0.18% 

Ghanaian 6 0.12% 0.10% 

Mauritian 1 0.02% 0.02% 

Nigerian 4 0.08% 0.09% 

Rwandan 2 0.04% 0.08% 

Somali 7 0.14% 0.71% 

South African 15 0.30% 0.08% 

Sudanese 1 0.02% 0.04% 

Tanzanian 2 0.04% 0.01% 

 
 

Arab Origins Ottawa 

Category Frequency Percent Percent 

Egyptian 14 0.28% 0.35% 

Iraqi 16 0.32% 0.22% 

Jordanian 1 0.02% 0.06% 

Lebanese 59 1.19% 2.19% 

Maghrebi origins (e.g., Algerian, Berber, Moroccan, Tunisian)  21 0.34% 0.18% 

Palestinian 13 0.26% 0.24% 

Saudi Arabian 1 0.02% 0.03% 

Syrian 14 0.28% 0.20% 

Yemeni 2 0.04% 0.05% 

 
 

West Asian Origins Ottawa 

Category Frequency Percent Percent 

Afghan 8 0.16% 0.23% 

Armenian 2 0.04% 0.15% 

Iranian 14 0.28% 0.63% 

Israeli 3 0.06% 0.04% 

Turk 4 0.08% 0.26% 
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22.  Please indicate the ethnic/cultural group(s) of your ancestors.  continued... 

 
 

South Asian Origins Ottawa 

Category Frequency Percent Percent 

Bangladeshi 2 0.04% 0.15% 

East Indian 64 1.29% 2.46% 

Pakistani 10 0.20% 0.28% 

Punjabi 10 0.20% 0.07% 

Sri Lankan 5 0.10% 0.22% 

Tamil 5 0.10% 0.11% 

 
 

East and Southeast Asian Origins Ottawa 

Category Frequency Percent Percent 

Cambodian 1 0.02% 0.17% 

Chinese 59 1.19% 4.13% 

Filipino 5 0.10% 0.87% 

Indonesian 3 0.06% 0.07% 

Japanese 11 0.22% 0.25% 

Korean 4 0.08% 0.24% 

Laotian 1 0.02% 0.07% 

Taiwanese 1 0.02% 0.04% 

Vietnamese 8 0.16% 0.83% 

  
 

Oceanic Origins Ottawa 

Category Frequency Percent Percent 

Australian 8 0.16% 0.11% 

New Zealander 4 0.08% 0.03% 

Pacific Islander 1 0.02% 0.02% 

 
 

Other Origins Ottawa 

Category Frequency Percent Percent 

Unknown 42 0.85% N/A 

Not Specified 3 0.06% N/A 
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23. a. Do you consider yourself to be a visible minority? 
 

b. If you responded “Yes”, please indicate your group membership from the 
 options provided. 

 
 

Why we asked these questions: 

 These questions let the organization know the racial composition of the workforce. 

 People of diverse racial origins sometimes face different daily realities in the workplace and may have 
unique needs. 

How we all benefit: 

 OCDSB takes pride in the heritage of its staff and would like to know whether the workforce is reflective of 
the racial diversity of its communities. 

 Understanding the scope of racial diversity at OCDSB will allow the organization to create a work 
environment that is inclusive and welcoming for all and demonstrate awareness of diversity. 

 The more aware the organization becomes of the diversity within the workforce, the more it can learn from 
and use the diverse talent to connect and improve its relationship with its students, parents and 
communities. 

 
Overview 
 
8% of respondents consider themselves to be visible minority persons compared to 20% of persons in the 
external population. 
 
 
Representation of respondents who consider themselves to be visible minority persons compared to actual 
census numbers is as follows: 
 

RACIALIZED STATUS Ottawa
18

 

Category Frequency Percent Percent 

No 4564 92.3% 79.8% 

Yes 383 7.7% 20.2% 
    

TOTAL RESPONSES 4947 of 5064 97.7%  

MISSING RESPONSES 117 of 5064 2.3%  
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23.  Do you consider yourself to be a visible minority? continued... 
 

 If you responded “Yes”, please indicate your group membership from the options 
provided.  continued... 

 
 
Due to the relatively small size of OCDSB’s workforce contrasted against the size of the Ottawa population, it is 
difficult to compare the representation of visible minority groups between the two populations.  Many visible 
minority groups represent a small percentage of OCDSB respondents and the Ottawa population (e.g., less than 
1%).  Meanwhile, a subset of respondents within a sample of 5064 persons is unlikely to be proportionately 
distributed across the 11 categories measured. 
 
This being said, the lower representation of visible minority respondents at OCDSB overall compared to the 
external population means that by extension representation of OCDSB respondents in the most visible minority 
groups will be below external levels.  The representation within OCDSB respondents appears to be lower than 
external levels for the following visible minority groups:  Arab, Black, Chinese, Filipino, Korean, Latin American, 
South Asian, Southeast Asian, and West Asian. 
 
 
Representation of respondents from various visible minority groups compared to actual census numbers is as 
follows: 
 

RACIALIZED GROUP Ottawa
19

 

Category Frequency Percent Percent 

Arab 67 1.4% 3.0% 

Black 84 1.7% 4.9% 

Chinese  50 1.0% 3.8% 

Filipino 3 0.1% 0.9% 

Japanese 8 0.2% 0.2% 

Korean 4 0.1% 0.3% 

Latin American 14 0.3% 1.0% 

Mixed Race 49 1.0% 0.5% 

South Asian (e.g., East Indian, Pakistani, Sri Lankan, etc.) 78 1.6% 3.3% 

Southeast Asian (e.g., Cambodian, Indonesian, Vietnamese, 

etc.) 
10 0.2% 1.3% 

West Asian (e.g., Afghan, Iranian, etc.) 18 0.4% 0.8% 

Other 15 0.3% 0.2% 
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24. What is your religious or spiritual affiliation? 
 
 

Why we asked this question: 

 This question lets the organization know the composition of religious or spiritual affiliations within the 
workforce. 

 Many people identify themselves in terms of their religion. 

 People of diverse religious and spiritual affiliations sometimes face different daily realities in the workplace 
and may have unique needs. 

How we all benefit: 

 OCDSB takes pride in the heritage of its staff and would like to know whether the workforce is reflective of 
the religious diversity of its students and communities. 

 Understanding the scope of religious diversity at OCDSB will allow the organization to create a work 
environment that is inclusive and welcoming for all and demonstrate awareness of diversity. 

 The more aware the organization becomes of the different religious norms and practices within the 
workforce, the more it can learn from and use the diverse talent to connect and improve its relationship with 
the students, parents and communities. 

 
Overview 
 
26% of respondents do not have a religious or spiritual affiliation.  34% of respondents are Protestant, 26% are 
Catholic, 5% are Christian Orthodox, and 0.6% are within the category of Other Christian. 
 
7% of respondents have religious or spiritual affiliation that is not Christian-based, such as Buddhist, Hindu, 
Jewish, Muslim or Sikh.  Within the “Other” category, the most common religious or spiritual affiliation specified 
by respondents is general faith and spirituality. 
 
26% of OCDSB respondents have no religious or spiritual affiliation compared to 16% of the external population.   
Meanwhile, 66% of OCDSB respondents have a Christian-based affiliation compared to 75% externally.  Within 
the Christian affiliations, there is a lower percentage of respondents who are Catholic and a higher percentage 
who are Protestant compared to the external population.  The representation of respondents who are Buddhist, 
Hindu, or Muslim is below external levels. 
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24. What is your religious or spiritual affiliation?  continued... 

 
 
Representation by religious or spiritual affiliation compared to actual census numbers is as follows: 
 

RELIGIOUS OR SPIRITUAL AFFILIATION Ottawa
20

 

Category Frequency Percent Percent* 

Buddhist 44 0.9% 1.2% 

Catholic 1280 26.1% 43.3% 

Christian, not included elsewhere on this list 31 0.6% 1.8% 

Christian Orthodox 238 4.9% 2.1% 

Eastern Religions 19 0.4% 0.2% 

Hindu 34 0.7% 1.1% 

Jewish 96 2.0% 1.5% 

Muslim 121 2.5% 5.2% 

Protestant 1663 33.9% 27.6% 

Sikh 8 0.2% 0.3% 

Other 84 1.7% 0.2% 

No religious or spiritual affiliation 1286 26.2% 15.7% 
    

TOTAL RESPONSES 4904 of 5064 96.8%  

MISSING RESPONSES 160 of 5064 3.2%  

* This data is from the 2001 Canada Census.  It is the most recent census data available as Statistics Canada only collects data on religion 
every 10 years. 
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Summary:  Ethnicity, Culture and Religion 
 

 2.4% of respondents indicated that they are of Aboriginal ancestry compared to 1.5% of persons in the 
external population.  0.6% of respondents are Treaty Indians or Registered Indians under the Indian Act of 
Canada compared to 0.5% of persons in the external population. 

 61% of respondents were born in Ontario and 24% in another Canadian province or territory.  15% of 
respondents were born outside Canada compared to 23% of persons in the external population.   

 13% of respondents immigrated to Canada compared to 23% of persons in the external population.  There 
are potential opportunities in recruiting persons who have emigrated from other countries as they can 
contribute to the diversity of ideas, skills, language, etc. in the workplace.  Recruitment and selection 
policies and practices may warrant development to ensure that they are inclusive of the diversity of the 
external population. 

 11% of respondents who immigrated were granted landed immigrant status from 2001 to present compared 
to 17% of persons in the external population from 2001 to 2006.  While the distribution of persons who 
immigrated increases with successively more recent years in the external population, it decreases from 
1991 onward within OCDSB respondents, which suggests that there is a relatively lower presence of 
persons who have entered the country more recently.  With the increasing role of immigration on labour 
force growth in Canada, it will be beneficial to direct additional attention toward ensuring that access to 
opportunities is equitable, promoting work environments that are welcoming and inclusive, and fostering 
skills and talents to strengthen fit within OCDSB. 

 The identities of respondents at OCDSB span more than 100 ethnic or cultural origins, and every general 
ethnic origin family is represented within the respondents.  It may be helpful to further review policies and 
practices with respect to whether they take into account the ethnic/cultural diversity of the associates.  There 
are opportunities for OCDSB to use this diversity to better connect with its students and communities. 

 63% of respondents have British Isles origins, 25% have French origins, 33% have European origins, and 
27% have other North American origins (e.g., Canadian). 

 While the low internal and external representation makes it difficult to interpret some of the results, it is 
worthwhile to note that only 10% of respondents have origins outside of British, French, European, and 
North American origins.  This 10% accounts for all respondents within the Caribbean, Latin, Central and 
South American, African, Arab, West Asian, South Asian, East and Southeast Asian, and Oceania ethnic 
origin families.  Representation within OCDSB respondents appears to be lower than the external population 
for most of these origin families (except for Caribbean origins and Oceania origins), and by extension 
representation is lower in many groups within the ethnic families.  This indicates that ethnic diversity at 
OCDSB is not well aligned with the external population.  Policies and practices related to recruitment and 
selection may warrant enhancement to ensure that access to opportunities at OCDSB is inclusive and 
equitable for diverse persons. 

 8% of respondents consider themselves to be visible minorities compared to 20% of persons in the external 
population.  By extension, the representation of several visible minority groups is below the level in the 
external population.  HR programs and practices related to recruitment and selection may warrant review to 
ensure that all persons have opportunities to be employed by OCDSB to develop a workforce reflective of its 
students and communities. 

 26% of respondents do not have a religious or spiritual affiliation.  34% of respondents are Protestant, 26% 
are Catholic, and 5% are Christian Orthodox.  7% of respondents have a religious or spiritual affiliation that 
is not Christian-based.  Workplace policies and practices should be evaluated as to whether they take into 
account the religious diversity of the external population, and whether holidays and other special religious 
events are accommodated. 
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25. What language(s) do you speak well enough to have a conversation? 
 
 

Why we asked this question: 

 This question lets the organization know the composition of language skills within the workforce. 

How we all benefit: 

 Questions about the diverse language capabilities in the workforce will help to develop an inventory of the 
language skills within the organization. 

 The ability to provide service in people’s first language makes an organization much more responsive. 

 Additional language skills may enable employees to work on tasks, assignments or projects where this 
capability can be used. 

 This will inform the organization about additional skill sets at OCDSB that may not be recognized or 
potential training requirements where skills may be enhanced. 

 The more aware the organization becomes of the language diversity within its workforce, the more it can 
use this talent to connect and improve its relationship with its students, parents and communities. 

 
Overview 
 
There are more than 80 languages represented within OCDSB’s respondents.  52% of respondents can 
converse in languages from multiple language families. 
 
99% of respondents at OCDSB speak English well enough to have a conversation.  53% of respondents speak 
one or more languages that are not English.  45% of respondents can converse in French and 13% can 
converse in European languages.   
 
7% of respondents can speak languages outside of English, French and European languages.  This 7% 
accounts for all respondents who speak languages in the following families:  Aboriginal languages, Turkic 
languages, African languages, Afro-Asiatic languages, Indo-Iranian languages, Dravidian languages, Asiatic 
languages, Malayo-Polynesian languages, and other languages (e.g., Creoles). 
 
The most common languages spoken by respondents include:  99% English, 45% French, 5% Spanish, 3% 
German, 2% Italian, 2% Arabic, and 1.4% Gaelic.  Each of the remaining languages is spoken by less than 1% 
of respondents. 
 
Many languages are only known to a very small percentage of persons in the city of Ottawa (e.g., by less than 
0.1% of the population).  This makes it difficult to compare representation within respondents from OCDSB to 
the external population. 
 
For many European languages, the percentage of OCDSB respondents is comparable and in some cases 
higher than the percentage in the external population.  Examples of relatively more common languages where 
representation within OCDSB respondents is lower than the external population include:  Arabic, Creoles, 
Mandarin, Persian (Farsi), Polish, Somali, Tamil, and Vietnamese. 
 
 
  

 For a list of the language classifications used by Statistics Canada, please refer to Appendix D. 
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25. What language(s) do you speak well enough to have a conversation?  continued... 

 
 
The distribution of respondents by number of languages one speaks is presented below: 
 

NUMBER LANGUAGES IDENTIFIED 

Category Frequency Percent 

Can Speak Languages from 1 Language Family 2429 48.1% 

Can Speak Languages from 2 Language Families 2055 40.7% 

Can Speak Languages from 3 Language Families 520 10.3% 

Can Speak Languages from 4+ Language Families 47 0.9% 
   

TOTAL RESPONSES* 5051 of 5064 99.7% 

MISSING RESPONSES 13 of 5064 0.3% 

* The response total and missing response counts presented in this table apply to the remainder of the tables presented for Question 29. 

 
 
Representation of language speakers within general language families compared to actual census numbers is 
as follows: 
 

LANGUAGE FAMILIES
†
 

Category Frequency Percent* 

English 5008 99.1% 

French 2255 44.6% 

Aboriginal languages 6 0.1% 

European languages 658 13.0% 

Turkic languages 9 0.2% 

African languages 8 0.2% 

Afro-Asiatic languages 139 2.8% 

Indo-Iranian languages 82 1.6% 

Dravidian languages 8 0.2% 

Asiatic languages 96 1.9% 

Malayo-Polynesian languages 5 0.1% 

Other languages (e.g., Creoles) 15 0.3% 

†
 External comparison data for language “families” is not available from Statistics Canada. 

* Sums to more than 100% as more than one response category may be applicable for this question. 
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25. What language(s) do you speak well enough to have a conversation?  continued... 

 
 
Representation of respondents who speak various languages well enough to have a conversation compared to 
actual census numbers

21
 is as follows: 

 

Official Languages of Canada Ottawa 

Category Frequency Percent Percent 

English 5008 99.15% 96.84% 

French 2255 44.64% 40.25% 

 
 

Aboriginal Languages Ottawa 

Category Frequency Percent Percent 

Algonquin 2 0.04% <0.01% 

Cree 0 0% 0.02% 

Inuktitut 1 0.02% <0.01% 

Ojibway 3 0.06% 0.01% 

Not Specified 1 0.02% -- 

 
 

European Languages Summary* 

Category Frequency Percent 

Celtic Languages  7 0.14% 

Germanic Languages 214 4.24% 

Romance Languages 376 7.44% 

Hellenic Languages  27 0.53% 

Northeast Languages 24 0.48% 

Slavic Languages 87 1.72% 

* Composite data by language family is not provided by Statistics Canada. 

 
 

European Languages Ottawa 

Category Frequency Percent Percent 

Celtic Languages    

  Gaelic languages 71 1.41% 0.03% 

  Welsh 1 0.02% 0.01% 
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25. What language(s) do you speak well enough to have a conversation?  continued... 

 
 

European Languages continued... Ottawa 

Category Frequency Percent Percent 

Germanic Languages    

  Dutch 40 0.79% 0.42% 

  Frisian 1 0.02% 0.01% 

  German 155 3.07% 1.65% 

  Yiddish 9 0.18% 0.06% 

  Danish 5 0.10% 0.06% 

  Norwegian 2 0.04% 0.04% 

  Swedish 10 0.20% 0.07% 

Romance Languages    

  Italian 115 2.28% 2.02% 

  Latin 2 0.04% -- 

  Portuguese 23 0.46% 0.63% 

  Romanian 5 0.10% 0.30% 

  Spanish 267 5.29% 3.19% 

Hellenic Languages    

  Greek 27 0.53% 0.36% 

Northeast Languages    

  Latvian 2 0.04% 0.04% 

  Lithuanian 3 0.06% 0.03% 

  Estonian 2 0.04% 0.03% 

  Finnish 5 0.10% 0.04% 

  Hungarian 12 0.24% 0.25% 

Slavic Languages    

  Bosnian 6 0.12% 0.08% 

  Bulgarian 3 0.06% 0.11% 

  Croatian 11 0.22% 0.16% 

  Czech 12 0.24% 0.15% 

  Polish 23 0.46% 0.78% 

  Russian 31 0.61% 0.84% 

  Serbian 11 0.22% 0.20% 

  Serbo-Croatian 6 0.12% 0.08% 

  Slovak 10 0.20% 0.07% 

  Slovenian 0 0% 0.04% 

  Ukrainian 19 0.38% 0.29% 
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25. What language(s) do you speak well enough to have a conversation?  continued... 

 
 

Turkic Languages Ottawa 

Category Frequency Percent Percent 

Armenian 1 0.02% 0.07% 

Mongolian 1 0.02% -- 

Turkish 8 0.16% 0.21% 

 
 

African Languages Ottawa 

Category Frequency Percent Percent 

Afrikaans 5 0.10% -- 

Akan (Twi) 1 0.02% 0.07% 

Ga 1 0.02% -- 

Igbo 1 0.02% 0.02% 

Lingala 0 0% 0.11% 

Rundi (Kirundi) 2 0.04% 0.07% 

Rwanda (Kinyarwanda) 2 0.04% 0.08% 

Swahili 6 0.12% 0.24% 

 
 

Afro-Asiatic Languages Ottawa 

Category Frequency Percent Percent 

Amharic 6 0.12% 0.15% 

Arabic 113 2.24% 3.77% 

Berber (Kabyle) 6 0.12% <0.01% 

Hebrew 13 0.26% 0.24% 

Lebanese 1 0.02% -- 

Maltese 1 0.02% <0.01% 

Ormoro 1 0.02% 0.02% 

Somali 8 0.16% 0.88% 

Tigrigna 5 0.10% 0.06% 
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25. What language(s) do you speak well enough to have a conversation?  continued... 

 
 

Indo-Iranian Languages Ottawa 

Category Frequency Percent Percent 

Bengali 10 0.20% 0.32% 

Gujarati 16 0.32% 0.18% 

Hindi 43 0.85% 0.88% 

Kutchi 2 0.04% -- 

Marathi 3 0.06% 0.05% 

Panjabi (Punjabi) 24 0.48% 0.61% 

Sindhi 2 0.04% 0.03% 

Sinhala (Sinhalese) 1 0.02% 0.09% 

Urdu 21 0.42% 0.64% 

Dari 1 0.02% -- 

Kurdish 4 0.08% 0.09% 

Pashto 4 0.08% 0.08% 

Persian (Farsi) 24 0.48% 0.79% 

 
 

Dravidian Languages Ottawa 

Category Frequency Percent Percent 

Kannada 0 0% 0.02% 

Malayalam 3 0.06% 0.04% 

Tamil 6 0.12% 0.31% 

Telugu 0 0% 0.05% 
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25. What language(s) do you speak well enough to have a conversation?  continued... 

 
 

Asiatic Languages Ottawa 

Category Frequency Percent Percent 

Japanese 30 0.59% 0.25% 

Korean 12 0.24% 0.22% 

Cantonese 37 0.73% 0.80% 

Mandarin 25 0.49% 0.83% 

Taiwanese 1 0.02% 0.02% 

Indonesian 1 0.02% -- 

Lao 1 0.02% 0.07% 

Thai 1 0.02% 0.06% 

Khmer (Cambodian) 2 0.04% 0.16% 

Vietnamese 8 0.16% 0.89% 

 
 

Malayo-Polynesian Languages Ottawa 

Category Frequency Percent Percent 

Ilocano 0 0% 0.03% 

Malagasy 1 0.02% -- 

Malay 3 0.06% 0.09% 

Tagalog (Filipino) 1 0.02% 0.65% 

 
 

Other Languages Ottawa 

Category Frequency Percent Percent 

Creoles 10 0.20% 0.66% 

Indigenous Central American Language 1 0.02% -- 

Not Specified 4 0.08% -- 
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26. Which of the following physical language skills are you proficient enough converse 
in or read well enough to comprehend? 

 
 

Why we asked this question: 

 This question lets the organization know about the physical language skills within the workforce. 

How we all benefit: 

 Questions about the diverse language capabilities of the workforce will help to develop an inventory of the 
language skills within the organization. 

 The more aware the organization becomes of the non-verbal languages resources within the organization, 
the more this talent can be used to connect and improve the relationship with its students, parents and 
communities. 

 
Overview 
 
5% of respondents are proficient enough to converse in or read well enough to comprehend a physical 
language.  0.5% of respondents are proficient in Braille, 4.7% of respondents are proficient in ASL, and 0.3% of 
respondents are proficient in QSL. 
 
A higher percentage of OCDSB respondents are proficient in ASL and QSL compared to persons in the external 
population. 
 
 
The percentage of respondent who can converse in or comprehend physical languages compared to actual 
census numbers is as follows: 
 

PHYSICAL LANGUAGE SKILLS Ottawa 

Category Frequency Percent Percent 

None 4044 94.8% -- 

Braille 25 0.5% -- 

American Sign Language (ASL) 218 4.7% 0.07% 

Quebec Sign Language (QSL) 12 0.3% 0.01% 
    

TOTAL RESPONSES 4648 of 5064 91.8%  

MISSING RESPONSES 416 of 5064 8.2%  
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27. Other than English, have you ever used any of the languages noted in questions 25 
or 26 in your job at OCDSB? 

 
 

Why we asked this question: 

 This question lets the organization know the extent to which languages other than English have been used 
by OCDSB employees in their jobs. 

How we all benefit: 

 If the organization understands the potential demand for non-English language skills, it may be able to 
develop language resources. 

 
Overview 
 
47% of respondents have used the languages they know outside of English in their jobs at OCDSB.   
 
Given that 53% of respondents indicated that they can converse in a language other than English in question 
22, 47% seems like a relatively high percentage.  When considered against the fact that 45% of respondents 
can converse in French, however, the results does not seem as extreme. 
 
 
The percentage of respondent who have used languages other than English in their jobs at OCDSB is as 
follows: 
 

HAVE USED LANGUAGE(S) OTHER THAN ENGLISH IN JOB AT OCDSB 

Category Frequency Percent 

No 2636 53.0% 

Yes 2338 47.0% 

   

TOTAL RESPONSES 4974 of 5064 98.2% 

MISSING RESPONSES 90 of 5064 1.8% 
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Summary:  Languages 
 

 99% of respondents speak English well enough to conduct a conversation.  53% of respondents can 
converse in a language other than English, including 45% French and 13% European languages.  More 
than 80 languages are represented by respondents within OCDSB.  There are opportunities for OCDSB to 
use this diversity of language to better connect with its students and communities, and to leverage critical 
communication skill sets to enhance its capacity to serve an increasingly diverse client base.  A workforce 
that is linguistically and culturally competent has a potentially beneficial impact on student achievement and 
well-being.   

 Only 7% of respondents can converse in a language outside of English, French or other European 
languages.  The limited language diversity may be correlated to indications of a lower level of ethnic 
diversity within OCDSB outside of North American, British, French and European ethnicities 

 The most common languages reported by respondents include:  99% English, 45% French, 5% Spanish, 
3% German, 2% Italian, and 2% Arabic.  These are also the most common languages known in the external 
population. 

 5% of respondents can converse in or comprehend ASL compared to less than 0.1% of persons in the 
external population.  There are also respondents who know Braille and QSL.  This is a potentially untapped 
language resource. 

 47% of respondents have used the languages other than English that they converse in their jobs at OCDSB.  
This is despite the fact that census figures indicate that 97% of persons in the external population speak 
English well enough to conduct a conversation.  This may point to changing demographics in the region 
since the last census in 2006 and preferences of some persons to communicate in their first language.  It 
might be beneficial to continue to monitor language demographics in the region and assess this against 
available language resources.  Further investigation would help determine the key contexts and frequency 
of occurrence.   
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Demographics At-A-Glance 
 
The following pages present a demographic description of OCDSB at a glance: 
 
 

General Demographics 
 
Workforce census respondents share similarities with the organizational profile of the actual OCDSB workforce. 
 
 36% of respondents are Elementary Teachers and 20% are Secondary Teachers.  Other role categories 

each consisted of less than 10% of respondents. 

 31% of respondents work in Secondary Schools, 57% in Elementary Schools, 7% in a Central 
Administration Building, and 5% in other locations. 

 70% of respondents are employed on a full-time regular basis and 30% are employed on a part-time, term, 
long-term occasional, casual, or other basis. 

 27% of respondents have worked with OCDSB (or a predecessor board) for 5 years or less, 39% for 6 to 15 
years, 25% for 16 to 25 years, and 9% for 26 years or more. 

 17% of respondents are eligible to retire within the next 5 years, 16% within 6 to 10 years, 33% within 11 to 
20 years, and 34% within 21 years or more. 

 
 

Activities 
 
Outside of work, OCDSB respondents dedicate a lot of time to non-work responsibilities and personal activities. 
 
 24% of respondents work less than 35 hour in a typical week, 33% work 35 to 44 hours, and 42% work 45 

hours or more. 

 50% of respondents are scheduled to work less than 35 hour in a typical week, 48% are scheduled to work 
35 to 44 hours, and 3% are scheduled to work 45 hours or more. 

 98% of respondents have regular family time.  16% of respondents devote up to less than 5 hours per week, 
40% devote 5 to 14 hours per week, and 42% devote 15 hours or more per week. 

 98% of respondents have home maintenance responsibilities.  47% of respondents put in less than 5 hours 
per week, 44% put in 5 to 14 hours per week, and 8% put in 15 hours or more per week toward housework. 

 88% of respondents spend time pursuing hobbies.  62% of respondents spend less than 5 hours per week 
on hobbies, 23% spend 5 to 14 hours per week on hobbies, and 3% spend 15 hours or more per week 
pursing hobbies. 

 90% of respondents commit time toward health and fitness activities.  58% of respondents commit less than 
5 hours per week, 30% commit 5 to 14 hour per week, and 2% 15 hours or more per week. 

 61% of respondents look after children.  15% of respondents devote less than 5 hours per week, 13% 
devote 5 to 14 hours, 9% devote 15 to 24 hours, and 25% devote 25 hours or more per week. 

 20% of respondents spend time on dependent care other than children.  14% of respondents devote less 
than 5 hour per week and 6% devote 5 hours or more per week. 

 47% of respondents commit to OCDSB-related volunteering.  For 32% of respondents, the time required is 
less than 5 hours per week, while 13% of respondents volunteer 5 to 14 hours per week. 

 47% of respondents volunteer outside of OCDSB.  For 38% of respondents, the time required is less than 5 
hours per week, while 9% of respondents volunteer 5 to 14 hours per week. 
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Children and Other Dependents 
 
Dependent care is a significant factor in the lives of many of OCDSB’s respondents. 
 
 51% of respondents have dependent care responsibilities. 

 82% of respondents with dependents provide care to children. 

 22% of respondents with dependents provide care for older persons. 

 10% of respondents with dependents provide care for immediate family members (other than children and 
older persons) and 4% care for indirect family. 

 6% of respondents with dependents provide care for dependents with special needs and 3% care for 
friends. 

 55% of respondents with dependents rely on spouses or partners to provide dependent care during work 
hours, 45% rely on relatives, 24% rely on childcare, and 23% rely on friends. 

 62% of respondents with dependents indicated that leave days would be very to extremely effective toward 
helping them manage their dependent care responsibilities, 52% strongly endorsed work schedule flexibility, 
and 45% strongly endorsed improved benefits. 

 
 

Workforce Demographics  
 
OCDSB’s respondents are composed of a diverse range of characteristics in age, gender, marital status, and 
sexuality.  
 
 22% of respondents are age 34 years or younger, 28% are age 35 to 44, 34% are age 45 to 54, and 16% 

are age 55 or higher. 

 27% of respondents are male, 73% are female, and <0.1% are transgender. 

 The sexual orientations of respondents consist of 2.1% bisexual, 0.9% gay, 95.7% heterosexual, 0.9% 
lesbian, 0.3% questioning, and 0.2% two-spirited. 

 68% of respondents are married and 10% are in a common-law partnership. 

 13% of respondents are single, 3% are separated, 5% are divorced and <1% are widowed. 

 11% of respondents have a partner who is also employed with OCDSB. 

 5% of respondents are persons with a disability.  The types of disability reported with the highest frequency 
by respondents with disabilities are 40% pain, 31% chronic illness, 31% psychological, 24% mobility and 
21% agility. 

 57% of respondents with disabilities experience more than one type of disability.  

 46% of respondents with disabilities have a disability that is visible and 74% have a disability that is not 
visible. 
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Education 
 
OCDSB respondents are skilled and educated. 
 
 0.6% of respondents do not have a certificate, degree or diploma and 8% have a secondary school diploma 

or equivalency. 

 1% of respondents have apprenticeship certificates or trades diplomas and 10% have college certificates. 

 2% of respondents have a certificate or diploma below the bachelor’s level, 15% have a single bachelor’s 
degree and 35% have multiple bachelor’s degrees. 

 11% of respondents have a certificate or diploma above the bachelor’s level, 16% have one or more 
master’s degrees and 1% have doctorates.  

 The major field of study reported with the highest frequency are 37% Education, 14% Humanities, 11% 
Social and Behavioural Sciences and Law, and 9% Physical and Life Sciences and Technologies. 

 69% of respondents have additional certification/skills that they bring to the workplace.   

 22% of respondents have professional certifications, 44% have health and safety certifications, 26% have 
instructional certifications, and 8% have mastered a skill. 

 78% of respondents completed their degree, certificate or diploma in Ontario, 13% in another Canadian 
province or territory, and 9% in a country outside Canada. 

 89% of respondents are using their specific skills/designations in their current position at OCDSB. 

 Of those respondents not using their skills/designation, 85% are in a position that does not require them, 2% 
have credentials that are not recognized in Ontario, and 12% could not find a position that uses them.  

 25% of respondents have attended school, college or university within the past year – 22% part-time and 
3% full-time.  

 91% of respondents have attended a conference, workshop and/or seminar within the past year – 43% 
attended conferences, 85% attended workshops and 30% attended seminars. 

 Of those respondents who sought additional education within the past year, the most frequently reported 
reasons were 75% for their current position with OCDSB, 63% for personal development, 40% for personal 
interest, and 26% for a future position at OCDSB. 

 Of those respondents who sought additional education within the past year, 40% did not request support 
from OCDSB, and 51% received time, 20% received financial support, and 18% received 
encouragement/mentoring.   

 Within the respondents who are teachers, 54% do not intend to pursue additional academic qualifications 
within the next year, while 37% will acquire an AQ, 10% will acquire an ABQ, 5% will acquire an AQP, and 
0.2% will acquire an SOQP. 

 Within the respondents who are not teachers, 72% do not intend to upgrade qualifications within the next 
year.  Among those who respondents who are intending to upgrade qualifications, the most common types 
specified are:  13% conferences/course/workshops, 11% behavioural-based, 11% health and safety, 9% 
college certificate/diploma or university degree, 9% instructional and educator, and 8% technologies and 
trades. 
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Ethnicity, Culture and Religion 
 
OCDSB’s respondents have a wide range of affiliations across ethnicity and culture, race and religion. 
 
 2.4% of respondents are of Aboriginal ancestry.  1.3% of respondents are First Nations, 1.0% are Métis or 

0.1% are Inuit. 

 0.6% of respondents are Treaty Indians or Registered Indians under the Indian Act of Canada. 

 61% of respondents were born in Ontario, 24% in another Canadian province or territory, and 15% in a 
country outside Canada. 

 13% of respondents immigrated to Canada.  11% of respondents who immigrated were granted landed 
immigrant status from 2001 onward. 

 The identities of OCDSB’s respondents span more than 100 ethnic and cultural groups.  48% of 
respondents identify with ethnic or cultural groups in more than one origin family. 

 68% of respondents have British Isles origins, 25% have French origins, 4% have Aboriginal origins, 27% 
have other North American origins (e.g., Canadian), and 33% have European origins.   

 10% of respondents have ethnic or cultural origins outside of British Isles, French, European and North 
American origins. 

 The most frequent origin groups reported by respondent include:  45% English, 35% Scottish, 35% Irish, 
25% Canadian, 23% French, 12% German, 5% Welsh, 5% American, 4% Dutch, 4% Italian, and 4% Polish. 

 8% of respondents consider themselves to be visible minorities.  The most frequently identified racialize 
groups are 1.7% Black, 1.6% South Asian, 1.4% Arab, 1% Chinese and 1% Mixed Race. 

 74% of respondents have a religious or spiritual affiliation and 26% do not.  

 34% of respondents are Protestant, 26% are Catholic, and 5% are Christian Orthodox.  7% of respondents 
have a religious or spiritual affiliation that is not Christian-based. 

 
 

Languages 
 
The language capabilities of OCDSB’s respondents span more than 80 languages. 
 
 99% of respondents speak English well enough to have a conversation, 45% speak French and 13% speak 

European languages. 

 7% of respondents know at least one language other than English, French or European languages. 

 The most common languages reported by respondents include:  99% English, 45% French, 5% Spanish, 
3% German, 2% Italian, and 2% Arabic. 

 52% of respondents speak languages in more than one language family. 

 5% of respondents can converse in or comprehend ASL, and some respondents know Braille and QSL. 

 47% of respondents have used the languages they converse (other than English) in their jobs at OCDSB. 
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Points of Interest 
 
 
Retirement and Workforce Replacement 
 
OCDSB is facing a large volume of retirements that will require one third of the workforce to be replaced within 
the next decade.  17% of respondents indicated that they are eligible to retire within the next 5 years and 
another 16% indicated that they are eligible to retire within 6 to 10 years. 
 
A large part of the current workforce is relatively new to OCDSB.  27% of respondents have been working with 
OCDSB 5 years or less and another 22% for 6 to 10 years. 
 
The skill sets and talents of the OCDSB workforce take time to develop.  2% of respondents are under age 25 
compared to 18% of working-age persons in the external population.  This suggests that this is an experienced 
and educated workforce. 
 
The challenges related to the high volume of anticipated retirements include replacing lost talent through 
recruitment and selection, developing existing talent to fill vacated roles at the higher levels, and ensuring 
policies and practices account for the large segment employees that will be transitioning into retirement.   There 
are also opportunities to apply improved recruitment and selection policies and processes to foster a workforce 
more reflective of the general population. 
 
Actions to consider: 
 
 Identify implications in relation to having to replace a large portion of the workforce (e.g., staffing, 

succession planning, benefits, etc.). 
 Develop a strategic plan for expanding and optimizing future applicant pools. 
 Develop metrics for measuring effectiveness of processes and tools used for recruitment and selection. 
 Consider establishing mentoring programs or similar initiatives which offset the relative inexperience of 

younger workers by helping them learn and gain experience in an accelerated and guided manner. 
 Review recruitment strategies to ensure that they take into account for dimensions that may appeal to 

potential candidates. 
 Gather additional information about workplace attributes that matter to younger generations. 
 Improve promotion of career opportunities with OCDSB and access to information about job requirements 

and relevant training and development. 
 Augment leadership development programs to improve access to persons with high potential but who may 

have key skill sets that require concentrated development. 
 Review training and development programs and assess their fit with areas of development that might 

require particular attention due to turnover. 
 Enhance training and development opportunities and improve their alignment to development areas that will 

be in demand by the school board due to gaps created by the retiring workforce. 
 Augment the exit questionnaire with a larger focus through a diversity lens. 
 Examine existing policies to ensure that they align with the needs of the pre-retirement workforce and that 

they account for changes to come. 
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The Lower Ethnic and Cultural, Racial and Religious Representation of Non-Western Groups 
 
There are several indicators that point to the underrepresentation of persons with backgrounds from areas to the 
east and south of Europe through to Southeast Asia. 
 
Compared to the external population, respondents of Latin, Central and South American, African, Arab, West 
Asian, South Asian, and East and Southeast Asian ethnic and cultural origins are underrepresented.  Only 10% 
of respondents have ethnic or cultural origins outside of British Isles, French Aboriginal, Other North American, 
and European origins. 
 
With respect to racialized persons, 8% of respondents consider themselves to be visible minorities compared to 
20% of persons in the external population.  By extension, the representation of most visible minority groups 
(e.g., Arab, Black, Chinese, South Asian) is below the level in the external population. 
 
With respect to religious or spiritual affiliation, persons of Buddhist, Eastern, Hindu, Jewish, Muslim, and Sikh 
religious affiliations account for 10% of the general population compared to 7% of respondents.  Irrespective of 
the lower representation, it is critical to ensure that religious accommodation guidelines and practices are in 
place to respect the religious diversity of the staff if and when requested. 
 
Perhaps not surprisingly, the representation of persons who immigrated to Canada is lower at OCDSB than in 
Ottawa.  13% of respondents are or were landed immigrants compared to 23% of persons in the external 
population.  Only 11% of respondents who immigrated were landed immigrants from 2001 onward. 
 
Actions to consider: 
 
 Develop a strategic plan for ensuring that recruitment and selection policies and procedures reach out to 

persons from all backgrounds.  
 Develop metrics for measuring effectiveness of processes and tools used for recruitment and selection. 
 Further develop policies and procedures to ensure that they are fully inclusive and respect diversity. 
 Evaluate the ethnic and cultural, racial and religious mix within the workforce and determine if there is 

representation that adequately reflects the diversity of OCDSB’s students and communities 
 Source benchmark information about ethnic/cultural and racial representation within other school boards. 
 Source best practices information about diversity and inclusion from other school boards. 
 Set up processes to monitor workforce availability from teachers colleges and recruitment strategies to 

foster diversity from these sources. 
 Determine gaps in OCDSB’s applicant pools, such as particular skill sets or the availability of talent from 

diverse groups. 
 Improve recruitment and selection practices to enhance inclusiveness and increase applicant pools. 
 Ensure standardization of selection processes to minimize any potential for bias and error. 
 Analyze representation of persons from diverse groups in relation to leadership positions in the organization. 
 Further develop workplace policies to ensure that they are inclusive and take into account the diversity at 

OCDSB. 
 Evaluate policies and practices for accommodation of diverse beliefs and practices (e.g., scheduling 

protocols, leave, etc.). 
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Persons with Disabilities 
 
OCDSB’s workforce has a lower presence of persons with disabilities compared to the general population.  
5.4% of respondents consider themselves to be persons with disabilities compared to 15% of persons age 15 to 
74 in Ontario or 8% of the employed population in Canada. 
 
Representation level does not tell the whole story about the respondents at OCDSB with disabilities.  46% of 
respondents with disabilities have a disability that is visible, while 74% have a disability that is not visible.  The 
latter is equivalent to 4% of respondents overall.  57% of respondents have more than one type of disability.  
The most common types of disability reported by respondents with disabilities are: 40% pain, 31% chronic 
illness, 31% psychological, 24% mobility, and 21% agility. 
 
It is important to keep in mind that representation, though an important indicator, does not account for an 
individual’s experiences within the workplace.  Challenges associated with being an inclusive employer of 
persons with disabilities include providing a safe and welcoming workplace, instituting measures to foster a 
workforce reflective of the external diversity, removing barriers to equitable access to opportunities, and 
ensuring all persons with disabilities have access to sufficient support and benefits required. 
 
Actions to consider: 
 
 Review policies and procedures to ensure that they are fully inclusive and respect diversity, and that they 

consider the needs of unique groups. 
 Evaluate whether policies and practices ensure that OCDSB provides an environment where all employees 

feel safe and welcome. 
 Review workplace practices and programs with respect to promoting awareness of diversity and sensitivity 

to persons of a diverse background. 
 Examine the alignment between workplace records of disability and the disability reported in the workforce 

census. 
 Identify gaps where further investigation or action may be warranted to ensure that all persons and all types 

of disability are being considered. 
 Determine whether employees are fully informed of OCDSB’s disability policies, programs and services. 
 Assess whether persons at OCDSB feel safe revealing their disabilities and utilizing workplace resources. 
 Investigate whether existing workplace policies provide adequate support and accommodation for persons 

with disabilities. 
 Analyze representation of persons from diverse groups in relation to leadership positions in the organization. 
 Set up processes to monitor workforce availability from teachers colleges and recruitment strategies to 

foster diversity from these sources. 
 Develop a strategic plan for ensuring that recruitment and selection policies and procedures reach out to 

persons from all backgrounds. 
 Conduct a workplace audit to determine whether additional accommodation can be instituted in the school 

board for current employees with disabilities and to prepare for future employees with disabilities. 
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Work-Life Balance 
 
In addition to work responsibilities, employees at OCDSB have many responsibilities and demands on their time 
outside of work.   
 
On the whole, respondents report working hours beyond scheduled hours at OCDSB.  42% of respondents work 
45 hours or more in a typical week, but only 3% are scheduled to work 45 hours or more per week. 
 
Outside of work, nearly all respondents have family and home maintenance obligations.  40% of respondents 
spend about an hour to two hours per day on family time and another 42% spend 2 hours or more per day on 
family time.  51% of respondents spend about an hour or more per day on home maintenance.   
 
51% of respondents have dependent care responsibilities.  28% of respondents spend about an hour to two 
hours per day looking after children and another 33% of respondents spend 2 hours or more per day looking 
after children.  There are also respondents who spend time looking after dependents who are not children. 
 
The majority of respondents pursue activities outside work that foster well-being (e.g., hobbies, health & fitness), 
but about two-thirds of respondents have less than an hour per day to spend on each of these areas.  47% of 
respondents volunteer on behalf of OCDSB and 47% volunteer outside of OCDSB. 
 
Actions to consider: 
 
 Review leave policies to determine whether they are effective in helping employees balance life’s demands. 
 Evaluate whether additional workplace supports are required to help employees manage stress and learn 

ways of coping with the effects of work on their out-of-work lives. 
 Determine whether employees are fully informed of OCDSB’s support policies, programs and services. 
 Assess whether persons at OCDSB feel safe requesting support or assistance, acknowledging stress and 

utilizing workplace resources. 
 Investigate the disconnect between hours worked and scheduled hours of work.  Identify roles or areas 

where this occurs to a higher degree. 
 Develop a plan to address excessive work hours including implementing additional resources, streamlining 

processes, and offering alternative work arrangements. 
 Consider increasing flexible work arrangements to provide employees with more control over their time. 
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Ongoing Demand to Expand Skills by a Highly Educated Workforce 
 
OCDSB has a highly educated workforce.  91% of respondents have college-level or university-level credentials.  
2% of respondents are under age 25, likely due in part to the level of experience and education required for 
positions in the school board.  69% of respondents have additional certifications/skills on top of their degrees, 
certificates or diplomas. 
 
Concurrent with the high level of education and credentials, learning and skill development at OCDSB is an 
active, ongoing process.  25% of respondents were enrolled in a school, college or university within the past 
year, and 91% of respondents have attended conferences, workshops or seminars within the past year.  46% of 
respondents who are teachers intend to pursue additional academic qualifications within the next year and 28% 
of respondents who are not teachers intend to upgrade their qualifications. 
 
Although work is a strong motivation to expand one’s skills, employees are also intrinsically motivated.  75% of 
respondents who sought to expand their skills over the past year did so for their current position at OCDSB and 
25% did so for a future position at OCDSB.  63% sought additional education for personal development and 
40% for personal interest. 
 
89% of respondents are using their specific qualifications in their current positions at OCDSB and 85% of 
respondents who are not indicated that they are in a position that does not require them, which suggests that 
most respondents with unused credentials have chosen positions related to factors such as experience, interest 
and skill sets outside of their educational credentials. 
 
The challenges related to the high-level of education and demand for skill development include ensuring that 
employees are matched with positions that challenge and engage them while using their skill sets, ensuring 
access to learning opportunities and educational supports is equitable, and aligning the demand for learning 
with OCDSB’s operations, curriculum and priorities. 
 
Actions to consider: 
 
 Establish a skills framework for the workforce based on key qualifications, experiences, knowledge, skills 

and experiences common to important roles within OCDSB. 
 Reviewing policies related to educational supports and benefits to ensure that they are sufficient and aligned 

with future demand. 
 Ensuring the available OCDSB learning opportunities are aligned with the school board’s future goals for the 

skills composition of the workforce. 
 Investigate whether access to educational opportunities and supports is equitable for all persons. 
 Further develop policies related to access to training and development opportunities and educational 

supports and benefits to ensure that they are equitable and inclusive. 
 Establish metrics to better understand the “return on investment” by OCDSB into the education of its 

workforce. 
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Select Findings 
 
 
In this section, there are analyses for select questions that break results across organizational roles or equity 
groups.  The topics of investigation are presented below: 
 
 

Select Findings 
 

Equity Group Representation by Organizational Role 

Equity Group Representation by 10 or Fewer Years Working with OCDSB 

Equity Group Representation by Eligible Retirement Within 10 Years 

Work Hours in Excess of 45 Hours per Week by Organizational Role 

Eligible for Retirement within Next 10 Years by Organizational Role 
 
 
Due to the large number of subgroups, the presentation of the results in this section is different from the method 
used in the main body of the report.  To make the data user-friendly, the information has been reduced to a 
format that makes it easier for readers to make comparisons across subgroups.  The reporting format in this 
section consists of summary tables whereby only percentage values are reported (i.e., frequencies are not 
reported). 
 
The analyses in this section are based on comparisons of subgroups that often have low numbers relative to 
their counterparts.  With smaller respondent numbers within in a comparison group, larger fluctuations are 
caused by each individual; this makes it difficult to assign meaning to differences that may appear to be 
noticeable.  In other words, seemingly noticeable difference may not be significant if based on a small number of 
respondents.  As some analyses are based on sensitive characteristics, data is not presented in cases where 
there are low respondent numbers. 
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Equity Group Representation by Organizational Role 
 
The following table presents the percent representation of equity group members within the various 
organizational roles.  For example females comprise 95% of Child Care Staff and 99% of Clerical Support Staff.  
The percentage results for counterpart groups (e.g., males) are not presented as they mirror the results of the 
equity group (i.e., are the difference out of 100%). 
 
 

OCDSB OVERALL 73.2% 5.4% 7.7% 2.4% 4.4% 7.8% 

 

Organizational Role Females 
Persons 

with 
Disabilities 

Visible 
Minorities 

Aboriginal 
People 

LGBTQ 
Religious 
Minority 

Child Care Staff 95.2% -- 47.4% -- + 35.7% 

Clerical Support Staff 98.5% 1.9% 4.7% 2.0% 2.5% 2.4% 

Educational Assistant 84.2% 8.0% 8.4% 3.2% 3.0% 9.5% 

Elementary Teacher 82.0% 4.4% 6.1% 1.6% 3.4% 6.9% 

Secondary Teacher 60.0% 4.7% 5.9% 2.6% 5.3% 6.9% 

Elementary Occasional 
Teacher 

84.0% 4.8% 9.3% 1.8% 3.4% 6.5% 

Secondary Occasional 
Teacher 

63.9% 7.2% 8.4% 1.9% 5.4% 8.5% 

Central 
Administrative/Professional 
Support 

66.9% 6.1% 12.6% 3.9% 3.4% 11.8% 

Continuing Education – 
Adult Instructor 

81.1% -- 44.8% -- 15.9% 38.1% Continuing Education – 
International Language 
Instructor 

Custodial Staff 
13.8% 15.2% 7.9% 6.8% 6.2% 5.3% 

Maintenance Staff 

Manager/Supervisor or 
Senior Staff 

55.4% -- 6.9% -- -- 7.0% 

Learning Support Services 
Professionals 

82.8% -- 7.8% -- -- 21.3% 

Principal 
68.4% 2.1% 3.8% 2.1% 4.8% 3.5% 

Vice Principal 

Administrative/Technical 
Support 

85.5% 6.4% 5.0% 2.8% 3.0% 6.2% 

Other 73.2% 9.0% 10.7% -- 6.1% 10.7% 

* The figures highlighted in bold indicate a statistically significant difference between the equity group and its counterpart.   denotes a 
marginally significant difference. 

-- This is used to denote a situation where the respondent numbers are too low to report a figure and the percent representation is not 
significantly different. 

+ This is used to denote a situation where the respondent numbers are too low to report a figure, but the percent representation is 
significantly higher. 
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 Females comprise the majority of staff in every role except within Custodial Staff and Maintenance Staff 

where the female representation is only 14%. 
 There is a relatively lower representation of females within the following roles:  Secondary Teachers, 

Secondary Occasional Teachers, Central Administrative/Technical Support, Managers/Supervisors or 
Senior Staff, and Principals and Vice-Principals. 

 Aside from females, Elementary School Teachers have a lower percentage representation in every other 
equity group presented. 

 There is a lower representation of females and visible minorities within Secondary School Teachers. 
 Within the Childcare Staff and within Continuing Education roles, there is a higher representation of persons 

from the following equity groups:  females, visible minorities, LGBTQ persons, and persons belonging to a 
religious minority.  

 Within Principals and Vice-Principals, there is a lower representation females, persons with disabilities, 
visible minorities, and persons belonging to a minority religion. 
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Equity Group Representation by Length of Service of 10 Year or Less 
 
The following table presents the percent representation of equity group members compared with their 
counterpart groups (e.g., females vs. males) in terms of the percentage of respondents in each group who have 
worked for OCDSB for a period of 10 years or less.  For example 51% of females have worked with OCDSB for 
10 years or less compared to 44% of males. 
 
 

OCDSB Census Average 49.0% 

 

Equity Group Member Females 
Persons 

with 
Disabilities 

Visible 
Minorities 

Aboriginal 
People 

LGBTQ 
Religious 
Minorities 

Yes 50.7% 46.7% 66.3% 49.2% 55.5% 65.0% 

No 44.0% 49.1% 47.6% 49.1% 48.9% 47.7% 

* The figures highlighted in bold indicate a statistically significant difference between the equity group and its counterpart. 

 
 
 Compared to their counterpart groups, a higher percentage of females, visible minorities, LGBTQ persons 

and persons belonging to a religious minority have worked for OCDSB 10 years or less. 
 This suggests that the representation of persons from these equity groups has increased among relatively 

newer hires. 
 
 
 

Equity Group Representation by Eligible Retirement within Next 10 Years 
 
The following table presents the percent representation of equity group members compared with their 
counterpart groups (e.g., females vs. males) in terms of the percentage of respondents in each group who are 
eligible to retire within the next 10 years.  For example 33% of females are eligible to retire from OCDSB within 
the next 10 years compared to 32% of males. 
 
 

OCDSB Census Average 32.9% 

 

Equity Group Member Females 
Persons 

with 
Disabilities 

Visible 
Minorities 

Aboriginal 
People 

LGBTQ 
Religious 
Minorities 

Yes 33.1% 40.0% 22.5% 30.4% 28.9% 23.6% 

No 31.7% 32.4% 33.6% 32.8% 32.5% 33.5% 

* The figures highlighted in bold indicate a statistically significant difference between the equity group and its counterpart. 

 
 
 A higher percentage of persons with disabilities compared to persons without disabilities are eligible to retire 

from OCDSB within the next 10 years.  This is perhaps not surprising as the representation of persons with 
disabilities tends to increase with age. 

 Compared to their counterpart groups, a lower percentage of visible minorities and persons belonging to a 
religious minority are eligible to retire from OCDSB within the next 10 years.  This may be due to a heavier 
distribution of persons from these equity groups along relatively shorter periods of employment with 
OCDSB. 
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Work Hours Exceeding 45 Hours by Organizational Role 
 
The following table presents the percentage of respondents who work 45 hours or more per week in each 
organizational role.  For example 12% of Child Care Staff work 45 hours or more for OCDSB in a typical week. 
 
 

Organizational Role 
Percent Working 45 

Hours or More Per Week 

Child Care Staff 11.6% 

Clerical Support Staff 7.2% 

Educational Assistant 6.0% 

Elementary Teacher 60.4% 

Secondary Teacher 60.7% 

Elementary Occasional Teacher 17.7% 

Secondary Occasional Teacher 21.5% 

Central Administrative/Professional Support 16.2% 

Continuing Education – Adult Instructor 14.7% 

Continuing Education – International Language Instructor 5.5% 

Custodial Staff 14.6% 

Maintenance Staff 17.5% 

Manager/Supervisor or Senior Staff 45.3% 

Learning Support Services Professionals 14.3% 

Principal 91.7% 

Vice Principal 94.2% 

Administrative/Technical Support 8.2% 

Other 26.8% 

OCDSB OVERALL 42.4% 

 
 
 In terms of the roles with relatively higher percentages of respondents who indicated that they work 45 

hours or more in a typical week, notable results include:  45% of Managers/Supervisors or Senior Staff, 
about 60% of Elementary and Secondary Teachers, and more than 90% of Vice-Principals and Principals. 
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Eligible Retirement within Next 10 Years by Organizational Role 
 
The following table presents the percentage of respondents who are eligible to retire within the next 10 years in 
each organizational role.  For example 23% of Child Care Staff are eligible to retire from OCDSB within the next 
10 years. 
 
 

Organizational Role 
Percent Eligible to Retire 

within Next 10 Years 

Child Care Staff 23.1% 

Clerical Support Staff 46.6% 

Educational Assistant 27.5% 

Elementary Teacher 31.9% 

Secondary Teacher 29.6% 

Elementary Occasional Teacher 7.7% 

Secondary Occasional Teacher 7.9% 

Central Administrative/Professional Support 48.5% 

Continuing Education – Adult Instructor 42.0% 

Continuing Education – International Language Instructor 27.5% 

Custodial Staff 40.1% 

Maintenance Staff 40.0% 

Manager/Supervisor or Senior Staff 65.8% 

Learning Support Services Professionals 38.1% 

Principal 74.4% 

Vice Principal 49.5% 

Administrative/Technical Support 42.0% 

Other 30.4% 

OCDSB OVERALL 32.9% 

 
 
 In terms of the roles with relatively higher percentages of respondents who are eligible to retire within the 

next 10 years, notable results include:  47% of Clerical Support Staff, 49% of Central Administrative/ 
Professional Support, 66% of Managers/Supervisors or Senior Staff, 74% of Principals, and 50% of Vice-
Principals. 
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List of Sources of External Data 
 
 

1 Q9 Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-551-
XCB2006011. 

2 Q10 Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-551-
XCB2006011. 

3 Q11 Adapted from: Statistics Canada, 2003 Canadian Community Health Survey, Health indicators (82-221-XIE). 

4 Q12 Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-552-
XCB2006009. 

5 Q13a Adapted from: Statistics Canada, Participation and Activitiy Limitation Survey, 2006. 

6 Q13b Adapted from: Statistics Canada, Participation and Activitiy Limitation Survey, 2006. 

7 Q14a Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-560-
XCB2006008. 

8 Q14b Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-560-
XCB2006014. 

9 Q14d Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-560-
XCB2006017. 

10 Q15a Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-560-
XCB2006017. 

11 Q19a Adapted from: Statistics Canada, 2006 Census of Population, Aboriginal Population Profile, Statistics Canada 
Online Catalogue 92-594-XWE. 

12 Q19b Adapted from: Statistics Canada, 2006 Census of Population, Aboriginal Population Profile, Statistics Canada 
Online Catalogue 92-594-XWE. 

13 Q20 Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-557-
XCB2006015. 

14 Q21a Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-557-
XCB2006020. 

15 Q21b Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-557-
XCB2006015. 

16 Q22 Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-562-
XCB2006015. 

17 Q22 Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-562-
XCB2006015. 

18 Q23a Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-562-
XCB2006016. 

19 Q23b Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-562-
XCB2006016. 

20 Q24 Adapted from: Statistics Canada, 2001 Census of Population, Community Profile, Online Catalogue. 

21 Q25 Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-555-
XCB2006010. 
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The ethnic origin classifications used by Statistics Canada for the 2006 Canada Census are presented below 
according to their respective origin families. 
 
British Isles origins 

Cornish 
English 
Irish 
Manx 
Scottish 
Welsh 
British Isles, n.i.e 

 
French origins 

Acadian 
French 

 
Aboriginal origins 

Inuit 
Métis 
North American Indian 

 
Other North American 
origins 

American 
Canadian 
Newfoundlander 
Nova Scotian 
Ontarian 
Québécois 
Other provincial or 
regional groups 

 
Caribbean origins 

Antiguan 
Bahamian 
Barbadian 
Bermudan 
Carib 
Cuban 
Dominican, n.o.s. 
Grenadian 
Guyanese 
Haitian 
Jamaican 
Kittitian/Nevisian 
Martinican 
Montserratan 
Puerto Rican 
St. Lucian 
Trinidadian/Tobagonian 
Vincentian/Grenadinian 
West Indian 
Caribbean, n.i.e 
 

Latin, Central and 
South American origins 

Aboriginal from 
Central/South America 
Argentinian 
Belizean 
Bolivian 
Brazilian 
Chilean 
Colombian 
Costa Rican 
Ecuadorian 
Guatemalan 
Hispanic 
Honduran 
Maya 
Mexican 
Nicaraguan 
Panamanian 
Paraguayan 
Peruvian 
Salvadorean 
Uruguayan 
Venezuelan 
Latin, Central or South 
American, n.i.e. 

 
European origins 
Western European 
origins 

Austrian 
Belgian 
Dutch (Netherlands) 
Flemish 
Frisian 
German 
Luxembourger 
Swiss 

Northern European 
origins 

Finnish 
Scandinavian origins 
Danish 
Icelandic 
Norwegian 
Swedish 
Scandinavian, n.i.e. 

Eastern European origins 
Baltic origins 
Estonian 
Latvian 
Lithuanian 
Byelorussian 
Czech and Slovak 
origins 
Czech 
Czechoslovakian 
Slovak 
Hungarian (Magyar) 
Polish 
Romanian 
Russian 
Ukrainian 

European origins 
continued... 
Southern European 
origins 

Albanian 
Bosnian 
Bulgarian 
Croatian 
Cypriot 
Greek 
Italian 
Kosovar 
Macedonian 
Maltese 
Montenegrin 
Portuguese 
Serbian 
Sicilian 
Slovenian 
Spanish 
Yugoslav, n.i.e. 

Other European origins 
Basque 
Gypsy (Roma) 
Jewish 
Slav (European) 
European, n.i.e. 

 
African origins 

Afrikaner 
Akan 
Amhara 
Angolan 
Ashanti 
Bantu 
Black 
Burundian 
Cameroonian 
Chadian 
Congolese (Zairian) 
Congolese, n.o.s. 
Dinka 
East African 
Eritrean 
Ethiopian 
Gabonese 
Gambian 
Ghanaian 
Guinean, n.o.s 
Harari 
Ibo 
Ivorian 
Kenyan 
Malagasy 
Malian 
Mauritian 
Nigerian 
Oromo 
Peulh 
Rwandan 
Senegalese 
Seychellois 
Sierra Leonean 

African origins 
continued... 
Somali 
South African 
Sudanese 
Tanzanian 
Tigrian 
Togolese 
Ugandan 
Yoruba 
Zambian 
Zimbabwean 
Zulu 
African, n.i.e. 

 
Arab origins 

Egyptian 
Iraqi 
Jordanian 
Kuwaiti 
Lebanese 
Libyan 
Maghrebi origins 
Algerian 
Berber 
Moroccan 
Tunisian 
Maghrebi, n.i.e. 
Palestinian 
Saudi Arabian 
Syrian 
Yemeni 
Arab, n.i.e. 

 
West Asian origins 

Afghan 
Armenian 
Assyrian 
Azerbaijani 
Georgian 
Iranian 
Israeli 
Kurd 
Pashtun 
Tatar 
Turk 
West Asian, n.i.e. 

 

South Asian origins 
Bangladeshi 
Bengali 
East Indian 
Goan 
Gujarati 
Kashmiri 
Nepali 
Pakistani 
Punjabi 
Sinhalese 
Sri Lankan 
Tamil 
South Asian, n.i.e 

 
East and Southeast 
Asian origins 

Burmese 
Cambodian 
Chinese 
Filipino 
Hmong 
Indonesian 
Japanese 
Khmer 
Korean 
Laotian 
Malaysian 
Mongolian 
Singaporean 
Taiwanese 
Thai 
Tibetan 
Vietnamese 
East or Southeast 
Asian, n.i.e. 
Asian, n.o.s. 

 
Oceania origins 

Australian 
New Zealander 
Pacific Islands origins 
Fijian 
Hawaiian 
Maori 
Polynesian 
Samoan 
Pacific Islander, n.i.e. 

 
 
 
 
 
 
 
 
 
n.i.e. = not included 
elsewhere 

 
n.o.s. = not otherwise 
specified 

 

 
Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-562-XCB2006015. 
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The religion variable categories used by Statistics Canada for the 2001 Canada Census are presented below 
according to their respective parent religions. 
 
 
Catholic 

Roman Catholic 
Armenian Catholic 
Chaldean Catholic 
Greek or Byzantine Catholic, n.o.s. 
Maronite 
Melkite 
Syrian Catholic 
Ukrainian Catholic  
Eastern Catholic, n.i.e. 
Polish National Catholic Church  
Other Catholic  
 

Protestant 
Adventist, Seventh-day 
Anglican 
Apostolic Christian Church 
Apostolic, n.o.s. 
Associated Gospel  
Baptist  
Born-again Christian, n.o.s. 
Brethren in Christ  
Charismatic Renewal  
Christadelphian  
Christian and Missionary Alliance  
Christian or Plymouth Brethren  
Churches of Christ, Disciples 
Church of God, n.o.s. 
Church of the Nazarene 
Christian Congregation  
Doukhobors  
Evangelical Free Church  
Evangelical, n.o.s.  
Iglesia ni Cristo  
Jehovah’s Witnesses  
Lutheran  
Mission de l’Esprit Saint  
Moravian  
New Apostolic  
Pentecostal  
Presbyterian 
Protestant, n.o.s. 
Quakers  
Salvation Army  
Spiritualist  
Standard Church  
Swedenborgian (New Church)  
Unitarian  
United Church  
Vineyard Christian Fellowship  
Wesleyan  
Worldwide Church of God  
Interdenominational  
Non-denominational  

Protestant continued... 
Anabaptist 

Amish Mennonite 
Hutterite  
Mennonite 

Latter-day Saints (Mormons) 
Church of Jesus Christ of 
Latter-day Saints 
Reorganised Church of 
Latter-day Saints 

Methodist Bodies 
Evangelical Missionary Church  
Free Methodist  
Methodist, n.i.e. 

Reformed Bodies 
Christian Reformed Church 
Canadian and American Reformed 
Church 
Dutch Reformed Church  
Reformed, n.i.e.  

 
Orthodox (Christian) 

Antiochian Orthodox Christian  
Armenian Apostolic  
Armenian Orthodox  
Bulgarian Orthodox 
Coptic Orthodox 
Ethiopian Orthodox 
Greek Orthodox  
Macedonian Orthodox 
Romanian Orthodox  
Russian Orthodox  
Serbian Orthodox  
Ukrainian Orthodox 
Orthodox, n.o.s.  
Other Orthodox  
 

Christian, n.i.e. 
Other Christian  
Christian, n.o.s. 
 

Muslim 
Ahmadiyya  
Druze  
Ismaili 
Shi’a, n.i.e. 
Muslim, n.i.e.  
  

Jewish 
 

Buddhist  
 

Hindu  
 

Sikh  
  

Eastern Religions 
Baha’i  
Eckankar  
Jains  
Shinto  
Taoist  
Zoroastrian  
Eastern Religions, n.i.e.  
 

Aboriginal Spirituality  
 
Pagan  
 
Wicca  
 
Unity - New Thought - Pantheist  
 
Scientology  
 
Rastafarian  
 
New Age  
 
Gnostic  
 
Satanist  
 
Other Religions, n.i.e.  
      
No Religious Affiliation 

Agnostic  
Atheist  
Humanist 
No Religion  
Other, n.i.e. 

 
 
 
 
 
 
n.i.e. = not included elsewhere 

 
n.o.s. = not otherwise specified 

 
 
 
 
 

Adapted from: Statistics Canada, 2001 Census of Population, Statistics Canada catalogue no. 92-378-XIE. 



Appendix E:  Language Classifications 

 

OCDSB Workforce Census Report                                            © 2011 TWI Inc. All rights reserved.  129 

 
The language classifications used by Statistics Canada for the 2006 Canada Census are presented below 
according to their respective language families. 
 
 
English  
 
French  
 
Aboriginal Languages 

Algonquin  
Atikamekw  
Blackfoot  
Cree  
Malecite  
Mi'kmaq  
Montagnais-Naskapi  
Ojibway  
Oji-Cree  
Algonquian languages, n.i.e.  
Carrier  
Chilcotin  
Chipewyan  
Dene  
Dogrib  
Kutchin-Gwich'in (Loucheux)  
North Slave (Hare)  
South Slave  
Athapaskan languages, n.i.e.  
Haida  
Mohawk  
Iroquoian languages, n.i.e.  
Kutenai  
Shuswap  
Thompson (Ntlakapamux)  
Salish languages, n.i.e.  
Siouan languages (Dakota/Sioux)  
Tlingit  
Gitksan  
Nisga'a  
Tsimshian  
Nootka  
Wakashan languages, n.i.e.  
Inuinnaqtun  
Inuktitut, n.i.e.  
Aboriginal languages, n.i.e.  

 
European Languages 

Italian  
Portuguese  
Romanian  
Spanish  
Romance languages, n.i.e.  
Dutch  
Flemish  
Frisian  
German  
Yiddish  
Danish  
Icelandic  
Norwegian  
Swedish  
Germanic languages, n.i.e.  
Gaelic languages  
Welsh  
Celtic languages, n.i.e.  

European Languages 
Belarusian (Byelorussian)  
Bosnian  
Bulgarian  
Croatian  
Czech  
Macedonian  
Polish  
Russian  
Serbian  
Serbo-Croatian  
Slovak  
Slovenian  
Ukrainian  
Slavic languages, n.i.e.  
Latvian  
Lithuanian  
Estonian  
Finnish  
Hungarian  
Greek  

 
African Languages 

Akan (Twi)  
Lingala  
Rundi (Kirundi)  
Rwanda (Kinyarwanda)  
Shona  
Swahili  
Bantu languages, n.i.e.  
Edo  
Igbo  
Wolof  
Niger-Congo languages, n.i.e.  
African languages, n.i.e.  

 
Afro-Asiatic Languages 

Armenian  
Azerbaijani  
Turkish  
Turkic languages, n.i.e.  
Berber languages (Kabyle)  
Oromo  
Somali  
Amharic  
Arabic  
Hebrew  
Maltese  
Tigrigna  
Semitic languages, n.i.e.  
Afro-Asiatic languages, n.i.e.  

 

Indo-Iranian Languages 
Bengali  
Gujarati  
Hindi  
Konkani  
Marathi  
Panjabi (Punjabi)  
Sindhi  
Sinhala (Sinhalese)  
Urdu  
Kurdish  
Pashto  
Persian (Farsi)  
Indo-Iranian languages, n.i.e.  

 
Dravidian Languages 

Kannada  
Malayalam  
Tamil  
Telugu  
Dravidian languages, n.i.e.  

 
Asiatic Languages 

Japanese  
Korean  
Cantonese  
Chaochow (Teochow)  
Fukien  
Hakka  
Mandarin  
Shanghainese  
Taiwanese  
Chinese, n.o.s.  
Tibetan languages  
Sino-Tibetan languages, n.i.e.  
Lao  
Thai  
Khmer (Cambodian)  
Vietnamese  

 
Malayo-Polynesian Languages 

Bisayan languages  
Ilocano  
Malay  
Pampango  
Tagalog (Pilipino, Filipino)  
Malayo-Polynesian languages, n.i.e.  

 
Creoles  
 
Sign Languages 

American Sign Language  
Quebec Sign Language  
Sign languages, n.i.e.  

 
Other Languages 
 
 
 
 
n.i.e. = not included elsewhere 

Adapted from: Statistics Canada, 2006 Census of Population, Statistics Canada catalogue no. 97-555-XCB2006010. 
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TWI Inc. Company Profile 
 
Incorporated in 1996, TWI Inc. is a global full-service consulting firm in the area of diversity, inclusion and 

Human Equity. TWI has developed a worldwide reputation based on our strategic and universal approach to 
diversity and inclusion. The company was founded on the work of Trevor Wilson, who has been active in the 
diversity, inclusion and equity field for three decades.  TWI’s approach to creating fair and equitable work 
environments is based on Trevor Wilson’s highly acclaimed book, Diversity at Work: The Business Case for 
Equity (2006).    
 
As human resource and diversity management consultants, our mission is to create Human Equity

®
 strategies 

that optimize the diverse talents and experiences of our clients’ total workforce. We take the discussion of 
diversity out of the realm of legislation and social justice into the realm of organizational effectiveness and 
business outcomes.  
 
Six principles guide our operations: 
 

 It is about business not just the right thing to do 
 Equity is not equality 
 Equity is for all 
 No group has a monopoly on bias or discrimination 
 Representation is only one way to measure success 
 Actions speak louder than words  

 
 
Our Clients  
 
Our current active client list includes approximately 30 organizations in Canada, the United States, Europe and 
Africa.  We have experience in the technology sector (Apple, TELUS, Chubb, Microsoft, IBM, Seagate, 
Raytheon, Lexmark), in retail (The Home Depot Canada, Winners), in consumer products (Coca-Cola, Nike, 
South African Breweries), in the labour sector (OPSEU), in oil and gas (Nexen, Syncrude, Shell, Chevron), in 
the public sector (Ontario Public Services, Ottawa Police Services, Region of Halton, Environmental Protection 
Agency), in the professional and financial services sector (TD Bank, Scotiabank, BNP Paribas, Ernst & Young, 
Deloitte & Touche, Fraser Milner Casgrain LLP), in education (University of Saskatchewan), and in NGO’s 
(Oxfam International, The World Bank).  
 
 
Contact Information 
 
TWI Inc.  Phone:   416-368-1968 
2 Laird Drive, Box 34,  Email:    info@twiinc.com 
Toronto, ON M4G 3Z3 Web:      www.twiinc.com 
Canada 
 
 
 


	05 Memo to Trustees Workforce Census
	2011-OCDSB Workforce Census Report_FINAL

