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The participation rate 
is the percentage of a 

demographic group (employed, 
or unemployed and looking for 
work) within a specific labour 

force. In this report, “participation” 
and “representation” are used 

interchangeably.
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Diversity by the Numbers

While some of the oil and gas companies interviewed are actively working towards improving diversity 
within their workforce, the majority of oil and gas employers in Canada are focused on hiring the best 
candidates. A review of participation rates by under-represented groups from Statistics Canada’s data for census 
years 2006 and 2011 provides insights into diversity within the oil and gas workforce:

 • The representation of key diversity groups within the oil and gas labour force increased slightly from 2006 to   
    2011, except among youth (15–24 age group) where participation decreased by over four per cent. Industry-wide efforts to 
    hire and retain older and more experienced workers may have contributed to the overall decline of youth representation 
    in the oil and gas workforce. 

 • Women make up about 48 per cent of Canada’s total labour force but are very much under-represented in oil and gas 
    and other natural resource sectors. The nature of work in oil and gas, particularly for field-based occupations, is likely 
    a key deterrent for women considering a career in the industry.

 • The participation rate of persons with disabilities in oil and gas is slightly lower than their representation 
    within the Canadian labour force overall, which is about 13 per cent. This is potentially due to the nature
    of work and concerns over the ability to accommodate their disabilities.

EXECUTIVE SUMMARY

Skill shortages and rising labour costs have challenged Canada’s oil and gas industry for many 
years and are increasingly impeding the industry’s ability to grow and diversify. Oil and 
gas companies need to assess their workforce attraction, retention and development 
strategies for sustainable success. A key strategy to manage skill shortages and to ensure 
sustainability is to consider under-represented groups, such as women, youth, Aboriginal 
people, immigrants and persons with disabilities as a viable labour source.

This report examines the challenges and opportunities the industry faces around workforce 
diversity and offers insight into the drivers, trends and practices for diversity and inclusion 
activities. 

Business Drivers for Diversity and Inclusion

Companies employ diversity programs for different reasons and to varying degrees. Businesses 
usually embrace one of two broad strategies.
 
1.       Fairness and Access
           To address current workforce needs, a number of oil and gas companies interviewed stated that external business drivers,            
             such as alleviating labour and skill shortages, and obtaining the social license to operate are directing their diversity strategies.
 
2.       Learning and Innovation
           Other respondents, however, view diversity more broadly – as a key contributor to competitiveness and global success. Beyond 
          filling a workforce need, hiring a more diverse workforce can lead to the attraction and retention of the best employees, and 
          improve productivity, innovation, teamwork and decision-making. This broader view of diversity results in programs that are 
          more integrated into the business.

Key Trends

Diversity and inclusion practices appear to be shifting and becoming more progressive in some oil and gas companies. For example, 
a number of mid-sized companies are employing a top-down approach and reporting that company leaders and executives are now 
championing diversity efforts and programs. In addition, companies that are well-recognized as diversity leaders have engaged in 
diversity programs for many years and have made use of a range of targeted investments, internal programs and partnerships with 
external organizations. 

Other trends that have emerged from company interviews include:

	 4 Focus on hiring and advancing women into leadership and technical roles
	 4 Developing partnerships to build relationships and improve diversity
	 4 Employer-sponsored resource groups, or diversity and inclusion networks
	 4 Supporting science, technology, engineering and mathematics skills

For the purposes of this 
report, diversity is defined as 

groups of workers who can be either 
differentiated or who are under-

represented in the oil and gas workforce 
namely, women, youth, Aboriginal 

people, immigrants and persons with 
disabilities. Inclusion refers to proactive 

behaviors and practices that enable 
all employees to feel valued and to 

contribute value.
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Effective Strategies and Recommendations

When developing diversity and inclusion strategies, companies should first be guided by how they want their business to grow and then 
leverage strategies to aid that growth. The following are tactics that companies can use to attract and retain diverse workers:
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IMPROVE
ACCESS TO 
DIVERSE
CANDIDATES

Conduct an HR systems review, including recruitment, partnerships, collateral, role models, policies,
onboarding, training and workplace environment to assess suitability for target audiences

Target specific occupations in workforce plans for diversity hires

Identify ways to focus on the student population in diversity groups

Develop specific strategies for hard-to-recruit locations to attract diverse candidates

Identify positions where a rotational training program can be developed to create entry points

Develop partnerships with organizations, such as not-for-profits and education institutions, that provide 
services to diverse individuals and educate them about the industry and the company

STRATEGY RECOMMENDATIONS

IMPROVE THE 
WORKPLACE
CULTURE TO
SUPPORT
DIVERSITY

Assign a designated company contact for diversity related issues and support

Work with field and operations managers to develop and support diversity initiatives and ensure acceptance 
beyond head office

Gather and share success stories to promote diversity and inclusion into the workplace culture

Implement a self-identification survey at the point of hire and include a request to complete it in the offer 
letter

Emphasize in a letter from an executive champion the importance of diversity programs and measurement 
approaches

ENHANCE 
LEARNING AND 
INNOVATION BY 
LINKING DIVERSITY 
TO THE BUSINESS

Plan the diversity strategy so it can be maintained throughout industry cycles

Identify where you will be doing business in the long term and start to build relationships with key
stakeholders and community members early

Identify a company champion for diversity and inclusion, preferably the president, to set expectations of
leaders and to identify links to other business activities

Train leaders and employees on diversity and inclusion

Report on activities and progress in corporate social responsibility or sustainability reports

Integrate diversity and inclusion activities with other aspects of the business strategy, including 
welcoming workplace cultures, commitment to workforce safety, corporate social responsibility 
programs and social license to operate

Look for ways to work collaboratively with other companies on diversity and integration, especially in 
hard-to-recruit locations and areas of new development

 • Aboriginal people comprise approximately six per cent of the oil and gas workforce – almost double their participation 
    rate in Canada’s total labour force. High rates of Aboriginal participation in oil and gas is understandable, as industry 
    operations are often close to large Aboriginal communities.

 • Immigrant participation rates grew more over the census period than for any other group. However, when compared to 
    Canada’s total labour force, immigrant participation rates in oil and gas are noticeably lower. The location of oil and gas 
    operations in rural, often remote areas represents a key challenge to attracting immigrants to the oil and gas industry.

Many resources are available to support diversity efforts; however, time and effort are required to plan, measure and achieve results from 
diversity and inclusion programs. Companies that show leadership in diversity and inclusion practices integrate them into their business 
activities and ensure they are sustainable through changing economic cycles. Undoubtedly, these companies will gain advantages in 
accessing these labour pools to address their workforce challenges. Perhaps more importantly, they will create work environments that 
help them to succeed and support learning and innovation for all employees.
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The oil and gas industry is a leading source of employment and economic growth for Canada. “Over the next decade … forecasted 
investment and activity levels are projected to sustain an annual average of 894,100 to 1,036,100 direct, indirect and induced jobs 
coast-to-coast.”1 For many years, including periods of reduced activity, skill shortages have challenged the industry to meet its 
talent requirements. Oil and gas companies need to assess their workforce attraction, retention and development strategies to 
ensure current and future business success.

Increasing the participation of under-represented labour supply groups such as women, youth, Aboriginal people, immigrants and 
people with disabilities is a key strategy to address skill shortages. This report outlines the challenges and opportunities industry 
faces around workforce diversity and offers insight on the drivers, trends and practices for diversity and inclusion activities.

Scope and Methodology

The report presents a range of business drivers and trends for diversity and inclusion cited in both literature and first-hand 
interviews. Analysis of under-represented groups in the Canadian, natural resource, and oil and gas labour forces is also presented. 
The quantitative analysis is augmented by insights and perspectives from industry human resource leaders, and other stakeholders 
and experts. Finally, leading diversity and inclusion strategies and practices are offered, as well as recommended tactics.

For the purposes of this report, diversity is defined as groups of workers that can be differentiated or who may be under-represented 
in the oil and gas workforce, namely women, youth, Aboriginal people, immigrants and persons with disabilities. Inclusion refers to 
proactive behaviors and practices that enable all employees to feel valued and to contribute value.

The report contains:

	 4 An overview of the drivers for diversity and inclusion

	 4 Key trends that emerged from primary and secondary research

	 4 Demographic analysis on diversity groups in the oil and gas industry as well comparisons between the
      oil and gas labour force and other competing labour supply pools

	 4 Strategies and practices used to support diversity and inclusion, as well as tactical recommendations

INTRODUCTION

A variety of business drivers direct workforce diversity and inclusion strategies employed by Canada’s oil and gas industry.

Many companies see diversity in the workforce as an immediate way of addressing a current business challenge. Diversity and 
inclusion practices usually fall into two broad groups:

BUSINESS DRIVERS FOR DIVERSITY AND INCLUSION

FAIRNESS AND ACCESS

Promoting a fair and inclusive work culture

Accessing new and larger talent supply and markets,
or to meet regulatory or social requirements to operate

BUSINESS DRIVERS FOR DIVERSITY AND INCLUSION

LEARNING AND INNOVATION

Achieving success on a global scale

Improving productivity, innovation, teamwork
and decision-making

Figure 1

NOVEMBER • 2014
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“Diversity and 
inclusion efforts cannot 

be viewed as separate from 
our business practices, rather they 

must be embedded into all aspects of 
existing business processes.”

Valuing Diversity & Inclusion,
Imperial Oil and ExxonMobil 

Companies in Canada

KEY TRENDS
The complexity of today’s labour environment means inclusion and other practices to manage a diverse workforce are now a 
permanent requirement whether or not a company has a diversity strategy. Canadian workplaces, especially in urban centres, are 
more diverse than ever. In 2011, Canada admitted around 250,000 immigrants making Canada’s per-capita immigrant rate one of 
the highest in the world.5

In the oil and gas industry, diversity and inclusion practices appear to be shifting and becoming more advanced in some companies. 
While not an industry-wide trend, these types of practices have become more prevalent in the industry and are often championed by 
operational leaders as well as human resource leaders. In fact, a number of mid-sized companies are employing a top-down approach 
and reporting that company leaders and executives are now championing diversity efforts and programs. In addition, companies 
interviewed that are recognized as diversity leaders have engaged in diversity programs for many years and have made use of a range 
of targeted investments, internal programs and partnerships with external organizations. This section highlights other diversity and 
inclusion themes that emerged from the 18 interviews conducted.

Hiring and advancing women into leadership and technical roles

Most companies interviewed reported a primary focus on women, and then, if they had a secondary focus, on Aboriginal people. While 
the reasons for focusing on women first vary, companies reported increasing the participation of women was a manageable way to 
leverage an under-utilized talent pool, while making visible inroads into improving diversity and creating a welcoming workplace.

Women’s networks, mentorship and sponsorship programs, and specialized training initiatives to help women manage their careers 
have become fairly commonplace, especially in large oil and gas companies. However, reported results are mixed. While companies 
reported successes in raising the proportion of women to men, they are generally having a more difficult time making significant 
changes in women’s representation in senior leadership ranks and technical roles. Some report retention rates for women are not 
markedly different than for men, while others report that first-year retention rates are generally lower for women.

Fairness and Access

Companies and leaders who seek a diverse workforce as a means of being fair may not be looking to add direct value to their business, 
but instead are motivated to create a work environment that is free from discrimination and is inclusive for their employees. Several 
companies interviewed that share this view indicated their recruitment strategy was to hire the best candidates, not necessarily 
the most diverse, and to support the retention and development of all employees through an inclusive workplace culture. These 
companies tend to focus on programs that create a strong company brand, respectful workplace policies, and awareness and skills 
training to support this culture.

On the other hand, a somewhat larger group of company participants approach diversity as a way to access new pools of talent 
or markets, or to improve relationships as a means of achieving the social license to operate in areas of new development. For 
companies who seek a diverse workforce as a means of obtaining access, changes in the labour market, regulatory requirements and 
operating cycles may shift their commitment away from diversity goals to other, more immediate priorities.

Learning and Innovation

Successful companies think creatively and always look for ways to deliver innovative products or 
services, or improve what they currently offer. 

Globally, companies that employ leading diversity practices do so as a way of facilitating 
learning, innovation and problem-solving, and believe it leads to positive benefits and results.2 
Over 300 executives of large global enterprises, all of whom had direct responsibility for 
diversity and inclusion programs, were surveyed by Forbes Insights3 to understand the business 
drivers for these programs. They found that diversity in these companies was a key driver of 
innovation and a critical component of achieving success on a global scale. Senior executives 
surveyed commented that a diverse set of experiences, perspectives and backgrounds is crucial to 
innovation and the development of new ideas. Their companies’ diversity and inclusion efforts are one 
of many business practices, which differentiate them from their competitors. In the oil and gas industry, 
Canadian company Imperial Oil is one of a small sample of companies that integrate diversity programs within their business.4 They 
cite their diversity efforts as a way to represent and respond to a diverse stakeholder base, attract and retain the best employees, 
and improve productivity, innovation, teamwork and decision-making. Other large, energy producers, such as Shell and Husky 
Energy, are also integrating extensive diversity programs for similar reasons.

Companies employ diversity programs for different reasons and to varying degrees. Most of the companies interviewed, however, 
are actively developing work environments that are inclusive – where the involvement, respect and connection of individuals is 
encouraged to create business value. One interviewee cited, “We are intent on creating an environment where employees can be all 
they can be and succeed because of, and not in spite of, their differences.”
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“SmartConnections is a 
collaborative approach to sharing 

specialized-information designed to 
enable Immigrant Trained Professionals 

(ITP’s) to focus on career pathway 
development plans, applicable accreditation 

matters, skill transfer options, and 
networking opportunities to engage with 

stakeholders and employers.”

                      Bruce Randall,     
Executive Director, CRIEC

OIL AND GAS COMPANIES INVEST IN STEM INITIATIVES

Enbridge — Engineering Futures Partners with Braided Journeys
Enbridge’s Diversity team partnered with the Association of Professional Engineers and Geoscientists of Alberta (APEGA) and the Edmonton 
Catholic School Board (ESCB) to create an original program called “Engineering Futures.” The program provided female Aboriginal high 
school students an opportunity to learn about engineering careers through interactive activities. Female engineer mentors were matched with 
female Aboriginal student protégés from the ECSB’s Braided Journeys Program to explore the world of engineering careers and activities, 
applying engineering skills to the business environment.10

Imperial Oil — Enhancing Opportunities in Post-Secondary Students and Graduates with Disabilities in
Science and Technology Related Fields
Imperial Oil Foundation and The National Educational Association of Disabled Students (NEADS) partnered in a two year initiative (ending 
in 2010) called “Enhancing Opportunities for Post-Secondary Students and Graduates with Disabilities in Science and Technology Related 
Fields.” Imperial Oil emphasizes investment in education of math and sciences, environment, and civic and community programs where they 
have employees or business operations.11

Shell Canada and Actua
Shell Canada has established a long-term partnership with Actua, a network of universities and colleges across Canada that annually delivers 
hands-on STEM programming to engage hard-to-reach youth. Actua builds confidence among girls to pursue STEM careers, engages northern 
youth in local programming and addresses a critical need to engage Aboriginal Canadians in STEM careers.12

Other observations include women moving from technical to more generalist roles and having fewer promotions when compared to 
men with the same performance ratings. One company representative stated “women may define success differently – the heroic 
stories belong to men.”

Developing partnerships to build relationships and improve diversity

Partnering with organizations that work with under-represented groups has become commonplace. Employment diversity may be 
one reason, but other reasons may include corporate social responsibility goals, access to new markets and obtaining social license 
in new areas of operation.

Partnerships with Aboriginal groups represent the most prominent and long-standing approach to diversity and inclusion practices 
in the oil and gas industry. Syncrude’s first Aboriginal partnership program has been operating for over 30 years. In addition, Savanna 
Energy has received numerous awards for its long-standing Aboriginal partnerships built through joint venture agreements, efforts 
to hire First Nations people and its Green Hand Training program.6 These relationships aim to build mutual trust first – joint initiatives 
and other results come later, often taking years before significant progress is made. Other companies interviewed also partnered 
with organizations representing immigrants, persons with disabilities and youth.

Another common approach is to offer educational bursary programs for youth who may be part of a recognized diversity group. One 
example is the Enbridge School Plus program, which encourages First Nations youth to stay in school by funding extra-curricular 
and enrichment programs.7 

Employer-sponsored resource groups, or diversity and inclusion 
networks

The importance of mentors and role models has long been recognized as beneficial to 
reducing barriers to entry and improving retention for under-represented groups. Today, 
companies are further institutionalizing these approaches as standing programs. Many 
of the companies interviewed offered one or more inclusion networks, including those 
for women, visible minorities, new Canadians, Aboriginal people and LGBT (lesbian, gay, 
bisexual and transgender) groups. An example is Husky Energy’s Aboriginal Employee 
Resource network, which supports the attraction and retention of Aboriginal employees 
and creates opportunities for peer coaching and mentoring.8 For immigrants, in addition to 
company-sponsored programs, programs are  offered at the community level, such as Calgary 
Region Immigrant Employment Council’s (CRIEC) SmartConnections program.9 

Supporting science, technology, engineering and mathematics (STEM) skills

Many oil and gas companies have made the link between in-demand skills, and business/technology innovation and economic 
growth. Several companies interviewed have partnerships and investments in STEM programs. These partnerships aim to further 
educational attainment in STEM subjects but also provide added benefits of establishing a positive perception of the industry and 
their company with members of under-represented groups.

n   DIVERSITY IN CANADA’S OIL AND GAS WORKFORCE NOVEMBER • 2014
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14.5%

DIVERSITY BY THE NUMBERS

While some oil and gas companies interviewed are actively working towards improving diversity within their workforce, the 
majority are focused on hiring the best candidates.

The 2011 National Household Survey (NHS) from Statistics Canada has facilitated the creation of a diversity profile for the oil and gas 
industry. When compared to the 2006 data, shifts and trends in workforce diversity can be highlighted, within sub-sectors and across 
similar industries. (Please refer to the Appendix B for more detailed demographic data.

Under-Represented Groups

Youth

The representation of key diversity groups in Canada’s oil and gas industry saw small increases from 2006 to 2011, with the exception 
of youth – those in the 15–24 age group – where participation decreased by over four per cent. In 2006, youth participation in the oil 
and gas industry was over 15 per cent, but by 2011, this number had fallen to approximately 11 per cent.

Over the same period, youth unemployment rates increased. In 2012, the youth unemployment rate was 2.4 times that of workers 
aged 25 to 54, the largest difference recorded since 1977.13 While youth will continue to be an important source of new workers for 
the oil and gas industry, the need to replace retiring workers with those who are more skilled and experienced likely contributes 
to the decreasing participation of youth in the industry. However, compared to other natural resources sectors, oil and gas has a 
greater representation of youth in the workforce.

Additionally, earlier research conducted by the Petroleum HR Council in 2007 indicated that youth perceptions of the industry were 
generally more negative than positive.14 Comments from focus groups referred to the industry as “unsafe, dirty and focused on 
monetary gain at the expense of environmental and humanitarian ethics.” More recently, Newfoundland and Labrador’s Petroleum 
Industry Human Resources Committee (PIHRC) found that youth perceive the majority of oil and gas jobs as “dangerous, located in 
inaccessible and unaccommodating environments, and offer predominately highly skilled and technical positions requiring math/
science educational backgrounds.”15

YOUTH

30.0%

0.0%

Participation of youth in the oil and gas industry 
(2006 vs 2011)

10.9%
15.3%

30.0%

0.0%

Participation of youth across select industries in the natural resource sector 2011

10.9%
6.5%

YOUTH

8.5% 8.2%

PERCENTAGE:  14.5%

YOUTH
IN ALL INDUSTRIES

2,613,550

n Oil and gas
n Mining

n Electricity 
n Forestry and logging 

n All Industries

CANADA’S TOTAL: 17,990,000  100%

AN AGING WORKFORCE
The profile of the oil and gas workforce is getting older, as 
almost 38 per cent of the industry was age 45 or older in 2011 
compared to nearly 34 per cent in 2006. 

The oil and gas services sub-sector has the youngest workforce 
with over 66 per cent age 44 or younger. Service companies offer 
more on-the-job training and entry-level jobs that require fewer 
skills and experience than companies in other sub-sectors. The 
pipelines sector has the oldest workforce, only slightly over 
exploration and production, with 43 per cent age 45 or older.

Labour Force Participation in Oil and Gas Industry, by Age Group

AGE GROUP 2006 2011

OIL AND GAS LABOUR FORCE 180,320 193,545

15–24 15.3 10.9

25–34 26.4 27.6

35–44 24.5 23.9

45–54 23.5 24.5

55–64   8.8 11.2

65+   1.5   1.7

n 2006        n 2011

Figure 2 Source: Statistics Canada’s 2006 census and 2011 National Household Survey
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20.4%
12.5%

“Savanna 
Energy Services hires 

both men and women to work 
the rigs. Our rig employees work 

hard, focus on safety, and work as a team. 
Delia (Dee) Dixon is a Leasehand (entry-

level position on a drilling rig) on Savanna 
638, a telescopic double drilling rig operating in 

Canada. In this video, Dee talks about the physical 
challenges of working on a rig and the stereotypes 
associated with women in the oil field.”

Savanna Energy Services Corp,
“Working on a Drilling Rig,” June 2014

https://www.youtube.com/
watch?v=5FkJ_CBOLlY

9

47.8%

Women

Women make up about 48 per cent of Canada’s total labour force, but are commonly 
under-represented in natural resource sectors, including oil and gas, where they 
account for approximately 21 per cent of the workforce. Compared to other natural 
resource sectors, however, the oil and gas industry has the second highest 
participation of women in the workforce. Barriers that may prevent women 
from entering oil and gas, as well as other natural resource sectors, have been 
identified by both the Petroleum HR Council16 and Catalyst17 in previous reports:

	 4 Safety and security concerns, particularly in remote areas

	 4 Potential conflict between job and family responsibilities	 	 	

	 4 Unwelcoming culture

	 4 Lack of mentor or support network

	 4 Negative perceptions of their ability

	 4 Lack of flexible work arrangements

The oil and gas services sub-sector is characterized by extensive travel to field positions, long work days and challenging working 
conditions. This likely explains why the participation of women is the lowest across all the industry sub-sectors.

WOMEN

50.0%

0.0%

Participation of women in the oil and gas industry 
(2006 vs 2011)

21.3%

50.0%

0.0%

Participation of women across select industries in the natural resource sector 2011

21.3%
26.5%

WOMEN

14.0%
PERCENTAGE:  47.8%

WOMEN
IN ALL INDUSTRIES

8,601,515
CANADA’S TOTAL: 17,990,000  100%

Persons with Disabilities

The participation rates of persons with disabilities in oil and gas for 2011 (approximately 11 
per cent, see Figure 4), is lower than their representation within Canada’s total labour 
force (about 13 per cent).

PIHRC commissioned a study published in 201418 to research the awareness and 
perceptions of the oil and gas industry and its career options among young persons 
with disabilities. Research participants in organizations supporting those with 
disabilities felt that some students do not pursue certain careers because of their 
disabilities, and in particular, are concerned over a lack of accommodation.

Companies in Canada’s federally regulated pipeline industry and some other 
employers ask new hires and employees to identify themselves if they are a part of a 
designated group under Canada’s Employment Equity Act. Interviewees who use this 
practice monitor the numbers of persons with disabilities they employ and offer programs 
to support access challenges and integration in the workplace.

The population 
considered by Statistics 

Canada to be disabled includes 
“all adults aged 15 and over who had 

an activity limitation or a participation 
restriction associated with a physical or 
mental condition or health problem.19”

Persons who identify themselves as 
disabled in company surveys and to 
Statistics Canada include workers 

who have become disabled on 
the job.

n 2006        n 2011 n Oil and gas
n Mining

n Electricity 
n Forestry and logging 

n All Industries

Figure 3 Source: Statistics Canada’s 2006 census and 2011 National Household Survey
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3.4%

13.1%

PERSONS WITH
DISABILITIES

30.0%

0.0%

Participation of persons with disabilities in the oil 
and gas industry (2006 vs 2011)

10.7%

30.0%

0.0%

Participation of persons with disabilities across select industries in the natural 
resources sector 2011

10.1%

PERSONS WITH DISABILITIES

12.3% 14.2%

PERCENTAGE:  13.1%

P E R S O N S  W I T H
DISABILITIES
IN ALL INDUSTRIES

2,360,245
CANADA’S TOTAL: 17,990,085  100%

Aboriginal People

Aboriginal people comprise approximately six per cent of Canada’s oil and gas workforce, which is almost double their participation 
rate in Canada’s total labour force at approximately three per cent. High rates of Aboriginal participation in oil and gas is 
understandable, as industry operations are often close to relatively large Aboriginal populations. Many E&P companies, including 
oil sands employers, also have Aboriginal relations programs resulting in higher representation levels of Aboriginal people.

Despite the relatively high representation of Aboriginal people in oil and gas, they are still considered to be an underutilized labour 
pool. The Petroleum HR Council20 has identified potential barriers limiting entry into the oil and gas workforce. These include:

	 4 Unwelcoming workplaces and lack of opportunities to express their heritage in the workplace

	 4 Lack of workplace-based, entry-level technical training and difficulty acquiring work experience

	 4 Lack of knowledge of company, industry, work culture and expectations

	 4 Lack of mentor or support network

	 4 Lack of networking opportunities for Aboriginal workers

Companies reporting strong Aboriginal participation indicate this is generally the result of robust partnerships between employers 
and Aboriginal communities often extending over many years. For example, Syncrude Canada exemplifies the positive results that 
can be achieved through strong partnerships with Aboriginal people. With employment programs that have been established for 
over 30 years,21 they are possibly the largest private sector employer of Aboriginal people in Canada with nine per cent of their 
workforce. Other companies improve their retention results by hiring Aboriginal workers in groups to establish a support network 
for workers.22

ABORIGINAL
PEOPLE

30.0%

0.0%

Participation of Aboriginal people in oil and gas 
industry (2006 vs 2011)

5.8%5.7%

30.0%

0.0%

Participation of Aboriginal people across select industries in the natural resource sector 2011

3.7%

ABORIGINAL PEOPLE

8.2% 8.5%

PERCENTAGE:  3.4%

ABORIGINAL
P E O P L E
IN ALL INDUSTRIES

618,085
CANADA’S TOTAL: 17,990,085  100%

n 2006        n 2011
n Oil and gas
n Mining

n Electricity 
n Forestry and logging 

n All Industries

Figure 4 Source: Statistics Canada’s 2006 census and 2011 National Household Survey

n 2006        n 2011
n Oil and gas
n Mining

n Electricity 
n Forestry and logging 

n All Industries

Figure 5 Source: Statistics Canada’s 2006 census and 2011 National Household Survey
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22.1%

Immigrants

Many companies in oil and gas recognize skilled immigrants as an important source of skilled labour, especially when faced with 
retiring workers and shortages in occupations where industry knowledge, experience and skills are critical. Immigrant participation 
rates grew more significantly from 2006 to 2011 than for any other diversity group. However, while immigrant participation in oil 
and gas is growing, rates continue to be lower when compared to Canada’s total labour force. In 2011, immigrants represented 
approximately 12 per cent of the oil and gas industry, while participation in the total labour force was about 22 per cent. (It is important 
to note that this research considers only permanently landed immigrants already in Canada and does not include temporary foreign 
workers.)

Interviews with organizations that provide employment and settlement services to immigrants, such as Calgary Catholic Immigration 
Society (CCIS), indicate that companies of all sizes are partnering with them to hire skilled immigrants. CCIS reports they are now 
serving 50 per cent more skilled immigrants compared to five years ago and double the number of skilled trade workers.

Although significant progress has been made in attracting immigrants to the oil and gas industry, certain barriers may continue to 
limit immigrants’ access to the oil and gas labour force, including:23

	 4 Lack of recognition of foreign education, work experience and professional credentials

	 4 Limited understanding of Canadian work culture

	 4 Difficulties adapting to challenges of remote locations

	 4 English language proficiency and knowledge of industry-specific terminology

	 4 Lack of Canadian work experience

In addition to this list, the location of oil and gas operations in rural, often remote areas represents a key challenge to attracting 
immigrants to the industry.

IMMIGRANTS

30.0%

0.0%

Participation of immigrants in the oil and 
gas industry  (2006 vs 2011)

12.1%10.3%

30.0%

0.0%

Participation of immigrants across select industries in the natural resources sector 2011

12.1% 14.8%

IMMIGRANTS

7.1% 5.3%
PERCENTAGE:  22.1%

IMMIGRANTS
IN ALL INDUSTRIES

3,978,425

CANADA’S TOTAL: 17,990,085  100%

Core Oil and Gas Occupations

Analysis of the data provides insight into the degree to which the oil and gas industry has attracted a diverse workforce for the 
industry’s 38 core occupations (which represent approximately 60 per cent of the oil and gas workforce) when compared to Canada’s 
total labour force. It also helps to understand the size of the supply pool for these occupations that have been identified as key or 
unique to the industry, have significant employment within the industry, and/or are difficult to recruit for.24

Figure 7 illustrates that the core occupations for oil and gas are also important in many other industries. Workers in these core 
occupations represent the qualified supply pool. The chart highlights that the representation of immigrants, women and persons 
with disabilities in core occupations in the oil and gas industry is lower than their representation within the same occupations in 
other industries – signifying the potential to attract more of these qualified workers to the oil and gas industry. Conversely, industry’s 
share of Aboriginal people and youth in these core oil and gas occupations is greater than their share within the same occupations 
in Canada’s total labour force – in this case, retention and development strategies should be a priority.

n 2006        n 2011 n Oil and gas
n Mining

n Electricity 
n Forestry and logging 

n All Industries

Figure 6 Source: Statistics Canada’s 2006 census and 2011 National Household Survey
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MEASUREMENT AND DATA COLLECTION – MAKING THE CASE
Despite the many examples of diversity and inclusion programs present in the oil and gas industry, very few of the companies who participated 
in interviews use measurement and data collection to set benchmarks for diversity programs and to monitor their impacts.

Federally regulated companies, such as those in the pipeline sector or federal contractors, measure their diversity against designated groups 
stipulated by Canada’s Employment Equity Act. These companies use self-identification surveys at the time of hire and usually survey all 
employees bi-annually to update diversity data. Several companies reported high participation rates in surveys as long as the connection 
to broader policies and attributes of employment was made clear. Difficulties reported with survey participation rates was most often with 
persons with disabilities who may not see themselves as disabled or have concerns that the information will have implications for their work 
status. Other companies indicated that survey response rates with workers in the field was lower and needed to be bolstered through extra 
communication and awareness activities. Only a few companies reported using diversity measurement as a tool to set benchmarks and 
objectives and to analyze gaps to plan where to allocate resources.

More often, companies don’t see the value in measurement or find it too difficult to implement.

Why Consider Collecting Diversity Data?

KPMG Canada cites some excellent reasons for companies of all sizes to collect diversity data.25

	 4 To monitor and measure the impact and success of diversity initiatives and 
       programs, and to identify gaps

	 4 To improve the accountability of company leaders to address and act on the
        outcomes of surveys

	 4 To comply with the Federal Contractor Program, the Employment Equity Act or the
      desire to engage with the federal government

	 4 To better reflect the changing needs of employees and create a workplace
      that is truly diverse

Statistics Canada provides the best source of diversity data at the industry, sector and occupation level. The data offers 
directional information to guide and improve strategies. Each company has the opportunity to compare themselves to these 
broader benchmarks and to use this data source to focus diversity-related goal setting and resource planning.

“Both measurement 
and inclusion require 

equal attention.”

Dr. Lori Campbell, Manager,
Diversity, Enbridge

Figure 7 Source: Statistics Canada’s 2006 census and 2011 National Household Survey
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EFFECTIVE STRATEGIES AND RECOMMENDATIONS

An organization’s business goals are key to determining its approach to diversity and inclusion. Business priorities influence 
workplace culture and the diversity programs needed. They provide direction to support planning and resource requirements. A 
range of reasons exists for pursuing diversity, including fairness, access, and enhancing learning and innovation.

This section offers recommendations for diversity and inclusion strategies and tactics. Best practices, currently in use by oil and 
gas companies or cited in literature, have been provided as examples. When developing a diversity strategy, companies should first 
be guided by where they want their business to grow and then leverage diversity and inclusion strategies to aid their growth. An 
assessment of current positioning on the “inclusion continuum” can also help to guide priorities. Approaches companies can use to 
attract, engage and retain diverse workers are highlighted and grouped by the primary business driver for pursuing diversity goals.

THE INCLUSION CONTINUUM
The Inclusion Continuum, as presented by the Aboriginal Human 
Resource Council, highlights the range of business drivers and 
approaches to inclusion. The seven-stage continuum shows the 
“stages through which cultural inclusion progresses from indifference 
to inclusion.”4 Companies can use the tool to help identify where they 
are on the continuum and develop their strategies to progress along 
the continuum. As with diversity strategies, the more integrated 
inclusion practices are into the workplace culture and core business of 
a company, the more advanced that company will be on the continuum.

Improve Access to Diverse Candidates

Best-in-class companies make it easy to do business with them. The same can be said for companies that aim to be best-in-class 
diversity employers – their human resources processes should be easy and simple to navigate.

Improving access to new supply pools increasingly requires companies to be more visibly recognized for their efforts and successes 
in diversity and inclusion practices. Companies can achieve this in a number of ways. Many employers include updates on diversity and 
inclusion in their corporate sustainability or social responsibility reports, and regularly sponsor or participate in relevant conferences. 
Canada’s Best Diversity Employers competition has been running for eight years. It recognizes employers across Canada that have 
exceptional workplace diversity and inclusiveness programs. Oil and gas companies such as Enbridge, Shell Canada and Newalta 
Corporation are in the top 100 list of employers from over 3,500 who participated.26

The following are other recommendations to help employers improve access to diverse supply pools and create on ramps for diverse 
new hires:

	 4Conduct an HR systems review, including recruitment, partnerships, collateral, role 
     models, policies, onboarding, training and workplace environment to assess 
     suitability for target audiences

	 4Target specific occupations in workforce plans for diversity hires

	 4Identify ways to focus on the student population in diversity groups

	 4Develop specific strategies for hard-to-recruit locations to attract diverse candidates

	 4Identify positions where a rotational training program can be developed to
     create entry points

	 4Develop partnerships with organizations, such as not-for-profits and education 
     institutions, that provide services to diverse individuals and educate them about the 
     industry and the company

“We look longer 
and harder to find

new hires from diversity groups. 
We hire recruiters who themselves 

represent diversity groups and review 
our human resource processes to 

eliminate barriers — we push ‘talent 
hires’ rather than head count.”

Tim Grant, Vice President, HR 
Operations, Shell Canada

Figure 8  Source: Aboriginal Human Resource Council

n   DIVERSITY IN CANADA’S OIL AND GAS WORKFORCE NOVEMBER • 2014



14

Improve the Workplace Culture to Support Diversity

While many companies focus on diversity strategies to better attract and access talent, many also 
invest in retention programs including creating a welcoming, supportive work environment. These 
efforts can mitigate the costs of re-hiring and training for the same position and provide an 
environment that supports growth and fairness, reducing productivity and talent losses. According 
to Engineers Canada, the rate of attrition for women in the engineering profession is greater than 
for men.27 In an interview with Dr. Margaret-Ann Armour, founding president of the Board of the 
Canadian Centre for Women in Science, Engineering, Trades and Technology (the WinSETT Centre) 
and Carolyn Emerson, also of WinSETT, the following reasons were suggested: advancement and 
recognition, respectful and inclusive workplaces, moving into entrepreneurial roles, flexibility in 
career paths, and schedules and work practices.

Interviews with oil and gas company representatives resulted in a myriad of tactics to improve work cultures 
and retention that are especially suited to diverse workers in the oil and gas industry. The most important ingredients were leadership 
buy-in and operations support:

	 4Assign a designated company contact for diversity related issues and support

	 4Work with field and operations managers to develop and support diversity initiatives and ensure
     acceptance beyond head office

	 4Gather and share success stories to promote diversity and inclusion into the workplace culture

	 4Implement a self-identification survey at the point of hire and include a request to complete in the offer letter

	 4Emphasize the importance of diversity programs and measurement approaches in a letter from an executive champion

“At Savanna, we’ve 
created a culture

that is top down and bottom 
up – meet in the middle.”

Laura Koronko, Diversity 
Coordinator, Savanna 

Energy Services

EXAMPLES OF DIVERSITY AND INCLUSION PROGRAMS

A Newalta Way of Thinking – Programs to Develop People and the Work Environment

Newalta enhanced their Operations Management Development program in 2013 to ensure they effectively integrated front line leaders into 
their safety, leadership and operational culture. They delivered this training to 90 people. In 2014, they plan to continue to build on their 
diversity initiatives by conducting accessibility awareness training, increasing involvement with organizations that support visible minorities 
and military veterans, and expanding their Women@Newalta program. They also plan to invest in the development of First Nations students 
through their Newalta Aboriginal Scholarships program.28

Oil and Gas Industry Benefits from Funding to WinSETT Centre

The WINSETT Centre received funding through the Government of Canada’s recent Status of Women Canada call for proposals entitled 
“Opening Doors: Economic Opportunities for Women.” The funding will help retain and advance female scientists and engineers currently 
working in the oil and gas sector across Alberta. In collaboration with industry partners, an Alberta industry action plan will be developed to 
create more inclusive and supportive employment environments. The organization plans to share findings and resources developed in this 
project through its national network across Canada.29

 

Enhance Learning and Innovation by Linking Diversity to the Business

Senior leaders in global companies have found diversity and inclusion programs benefit 
their companies because they introduce a diverse set of experiences, perspectives 
and backgrounds. An environment that is open and supportive of diversity is crucial 
to innovation and the development of new ideas. 

Recommended tactics include:

	 4Plan the diversity strategy so it can be maintained throughout 
      industry cycles
	 4Identify where you will be doing business in the long term and start to 
     build relationships with key stakeholders and community
     members early
	 4Identify a company champion for diversity and inclusion, preferably the 
     president, to set expectations of leaders and to identify links to other
     business activities
	 4Train leaders and employees on diversity and inclusion

Building on the industry’s 
strong commitment to safety, the 

Trican Time Out program30 is one example 
of how oil and gas employers are taking steps 

to create work cultures that support safety, 
innovation and learning. The program is a unique 
way to build a culture where company-wide input 
is valued so employees can safely perform their 

daily duties. In a case study from Amy C. Edmonson 
and Kathryn S. Roloff, the authors explain that 

psychological safety can “leverage team diversity 
and the benefits associated with diverse sets of 
skills, experience, knowledge and backgrounds 

in ways that would not be possible if team 
members were unwilling to take the 
risks associated with speaking up.”
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TRAINING LEADERS AND EMPLOYEES ON DIVERSITY AND INCLUSION
Leaders in global companies tend to have broad experiences with individuals from diverse backgrounds because of their assignments in 
different parts of the world. In Canadian or North American firms, however, leaders may not have the opportunity to work as closely with 
diverse workers because these workers are less likely to be amongst their peers and colleagues. Consequently, these leaders, who may not 
have the breadth of experience and skills they need to manage diverse workers, could benefit from specialized training.

A case for soft skills training for diverse employees has been made relating to both immigrants and women. Lionel Laroche and Caroline Yang 
provide a useful definition of soft skills in their book Danger and Opportunity: Bridging Cultural Diversity for Competitive Advantage. Soft skills 
are the ability to do the following:

	 4	Manage oneself including time, emotions and energy
	 4  Manage interactions with peers, customers, managers and direct reports
	 4	Navigate the system or accomplish tasks within or outside their organization31

The authors suggest that most immigrants are accustomed to hierarchical cultures and may not have the skills to work in a Canadian matrix-
type organization, which can be ambiguous and relies heavily on creating and maintaining relationships. Soft skills are more culturally 
determined in terms of what is required to be successful in a particular career. Conversely the criteria to evaluate technical skills are more 
universal. Although not the case in all countries, in Canada, performance evaluation tends to be equally weighted on the importance of soft 
skills and technical skills. 

CONCLUSION

The Petroleum HR Council has long recognized the need for the oil and gas industry to diversify its workforce to meet the challenges 
of its growing and shifting labour and skill requirements. Today the industry continues to face difficulties attracting many supply 
pools, despite efforts to provide better information and conduct outreach activities. Although a number of oil and gas companies have 
diversity and inclusion programs, many do not.

From the Statistics Canada data, progress has been made in some areas and less so in others. This report offers insights into the 
business case for diversity and suggests practical strategies that companies can adopt. Many resources are available to support 
diversity efforts; however, time and effort are required to plan, measure and achieve results from diversity and inclusion programs.

Companies that show leadership in diversity and inclusion practices integrate them into their business practices and ensure they are 
sustainable through changing economic cycles. Undoubtedly these companies will gain advantages in accessing these labour pools 
to address their workforce needs. Perhaps more importantly, they will create work environments that help them to succeed and 
support learning and innovation for all.

	 Recommended tactics (Contd.)
	 4Report on activities and progress in corporate social responsibility or sustainability reports
	 4Integrate diversity and inclusion activities with other aspects of the business strategy, including welcoming workplace 
     cultures, commitment to workforce safety, corporate social responsibility programs and social license to
     operate endeavors
	 4Look for ways to work collaboratively with other companies on diversity and integration, especially in hard-to-recruit 
     locations and areas of new development
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APPENDIX A: RESEARCH SCOPE AND METHODOLOGY

Methodology

The methodology used for this study includes:

Data collection and analysis

Statistics Canada’s 2011 National Household Survey (NHS) data facilitated analysis specifically on women, youth, Aboriginal people, 
immigrants and persons with disabilities. Demographic comparisons between the oil and gas labour force, Canada’s total labour 
force as well as the labour force of other natural resource sectors are also included. Some comparisons to the 2006 census data 
are also made.

Interviews

Interviews highlighted diversity trends in the oil and gas workforce and how company activities have impacted diversity and future 
programs. Eighteen interviews were conducted in total: thirteen with industry representatives, and five with diversity stakeholders 
and experts.

Background Research

Literature on diversity and inclusion either supported findings from industry, expert and stakeholder interviews, or provided new and 
interesting perspectives. 

IN THE LABOUR FORCE All NHS data in this report was collected from respondents who were deemed to be in the labour force, 
i.e., persons who, during the week of Sunday, May 1 to Saturday, May 7, 2011, were either employed or 
unemployed.

EMPLOYED Refers to those who

(a) did any work at all at a job or business, that is, paid work in the context of an employer-employee 
relationship, or self-employment. It also includes persons who did unpaid family work, which is defined as 
unpaid work contributing directly to the operation of a farm, business or professional practice owned and 
operated by a related member of the same household;

(b) had a job but were not at work due to factors such as their own illness or disability, personal or family 
responsibilities, vacation or a labour dispute. This category excludes persons not at work because they were 
on layoff or between casual jobs, and those who did not then have a job (even if they had a job to start at a 
future date

UNEMPLOYED Refers to persons who, during the week of Sunday, May 1 to Saturday, May 7, 2011, were without paid work 
or without self-employment work and were available for work and either:

(a) had actively looked for paid work in the past four weeks; or
(b) were on temporary lay-off and expected to return to their job; or
(c) had definite arrangements to start a new job in four weeks or less.

CANADA’S TOTAL LABOUR FORCE Refers to workers across all industries over 15 years of age who live in private households.

PARTICIPATION AND 
REPRESENTATION

The participation rate is the percentage of a demographic group (employed, or unemployed and looking for 
work) within a specific labour force.
 
For example, the participation rate of women in oil and gas in 2011 is 21.3%, which is calculated by expressing 
the number of women who are employed or looking for work in the oil and gas labour force (41,145) divided 
by the number of people employed or looking for work in the total oil and gas labour force (193,545) as a 
percentage.
 
In this report, “participation” and “representation” are used interchangeably.

YOUTH Refers to respondents that fall in the 15–24 age group. The age is taken at the last birthday before the 
reference date, that is, before May 10, 2011.

PERSONS WITH DISABILITIES Refers to persons who have reported a difficulty with or a reduction of daily activities who have responded 
“yes, sometimes”, or “yes, often” to at least one of the questions on activities of daily living.
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Starting in 2011, information previously collected by the mandatory long-form census questionnaire is collected as part of the voluntary 
National Household Survey (NHS). The NHS provides information about the demographic, social and economic characteristics of 
people living in Canada.



17

Diversity

Refers to groups of workers who can be either differentiated or are under-represented in the oil and gas workforce namely, women, 
youth, Aboriginal people, immigrants and persons with disabilities. 

Inclusion

Refers to proactive behaviors and practices that enable all employees to feel valued and to contribute value.

Industry/Sector

For the purposes of this report, the terms industry and sector are used interchangeably to describe a group of companies that 
operate in the same segment of the economy or share a similar business type. 

Oil and gas industry/sector/labour force

Refers to groups of businesses in three North American Industry Classification System (NAICS) industry segments or sub-sectors 
– NAICS 211 Oil and Gas Extraction, NAICS 213 Support Activities for Mining and Oil and Gas Extraction and NAICS 486 Pipeline 
Transportation.

Natural resource sector and competing/similar sectors to oil and gas

The natural resource sector is a group of industries that includes Oil and Gas, Mining (NAICS 212), Electricity (NAICS 2211), and 
Forestry and Logging (NAICS 113). These industries are often compared to each other as they usually hire for similar occupations 
and skill sets.

Core occupations

For the purposes of this report, core occupations are deemed those that are key to industry operations and/or are employed in large 
numbers. There are 38 occupations considered to be core which have been mapped to the National Occupational Classification 
(NOC), 2011 version:

NOC OCCUPATION TITLE NOC OCCUPATION TITLE

0811 Managers in natural resources production 2263 Inspectors in public and environmental health and occupational 
health and safety

1225 Purchasing agents and officers 4161 Natural and applied science policy researchers, consultants and 
program officers

1225 Purchasing agents and officers 4161 Natural and applied science policy researchers, consultants and 
program officers

2113 Geoscientists and oceanographers 7237 Welders and related machine operators

2131 Civil engineers 7242 Industrial electricians

2132 Mechanical engineers 7252 Steamfitters, pipefitters and sprinkler system installers

2133 Electrical and electronics engineers 7293 Insulators

2134 Chemical engineers 7311 Construction millwrights and industrial mechanics

2141 Industrial and manufacturing engineers 7312 Heavy-duty equipment mechanics

2143 Mining engineers 7371 Crane operators
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ABORIGINAL IDENTITY Includes persons who reported being an Aboriginal person, that is, First Nations (North American Indian), 
Métis or Inuk (Inuit) and/or those who reported Registered or Treaty Indian status that is registered under 
the Indian Act of Canada, and/or those who reported membership in a First Nation or Indian band. Aboriginal 
peoples of Canada are defined in the Constitution Act, 1982, section 35 (2) as including the Indian, Inuit and 
Métis peoples of Canada.

IMMIGRANTS Refers to a person who is or has ever been a landed immigrant/permanent resident. This person has been 
granted the right to live in Canada permanently by immigration authorities. Some immigrants have resided 
in Canada for a number of years, while others have arrived recently. Some immigrants are Canadian citizens, 
while others are not. Most immigrants are born outside Canada, but a small number are born in Canada. In 
the 2011 National Household Survey, Immigrants includes immigrants who landed in Canada prior to May 
10, 2011.
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NOC OCCUPATION TITLE NOC OCCUPATION TITLE

2145 Petroleum engineers 7511 Transport truck drivers

2211 Chemical technologists and technicians 7521 Heavy equipment operators (except crane)

2212 Geological and mineral technologists and technicians 8222 Contractors and supervisors, oil and gas drilling and services

2232 Mechanical engineering technologists and technicians 8232 Oil and gas well drillers, servicers, testers and related workers

2233 Industrial engineering and manufacturing technologists and 
technicians

8412 Oil and gas well drilling and related workers and services operators

2241 Electrical and electronics engineering technologists and 
technicians

8615 Oil and gas drilling, servicing and related labourers

2243 Industrial instrument technicians and mechanics 9212 Supervisors, petroleum, gas and chemical processing and utilities

2253 Drafting technologists and technicians 9232 Petroleum, gas and chemical process operators

2261 Non-destructive testers and inspection technicians 9241 Power engineers and power systems operators



APPENDIX B: DETAILED DEMOGRAPHIC DATA

Labour Force Numbers in Canada and within the Natural Resource Sector in 2011

Demographic group All industries
in Canada

Oil and gas
(NAICS 211, 

213 468)

Mining
(NAICS 212)

Electric power generation, 
transmission and distribution 

(NAICS 2211)

Forestry and logging
(NAICS 113)

Total industry labour force 17,990,085 193,545  74,560 114,620 39,730

Youth   2,613,550  21,125   6,370     7,430   3,240

Women   8,601,515  41,145 10,435   30,335   4,970

Persons with disabilities   2,360,245  20,790   9,140   11,610   5,660

Aboriginal people      618,085 11,235   6,145     4,230   3,365

Immigrants   3,978,425 23,325   5,325   16,955   2,090

All data is taken from Statistics Canada’s 2006 census and 2011 National Household Survey.

Labour Force Numbers in the Oil and Gas Industry, 2006 vs. 2011

Demographic Group 2006 2011

Total oil and gas labour force 180,320 193,545

Youth   27,540   21,125

Women   36,775   41,145

Persons with disabilities   18,810   20,790

Aboriginal people   10,295   11,235

Immigrants   18,650   23,325 

Labour Force Numbers in All vs. Core Occupations in 2011

Demographic group Canadian labour force
(all occupations, all industries)

Core occupations across 
all industries

Core occupations in oil and gas industry 
(NAICS 211, 213, 486)

TOTAL 17,990,085  1,329,310   115,985

Youth   2,613,550       96,935     12,890

Women   8,601,515     150,700     11,320

Persons with disabilities   2,360,245     169,475     12,250

Aboriginal people      618,085       49,115       7,005

Immigrants   3,978,425     276,430     12,235
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Labour Force Numbers by Age Groups in the Oil and Gas Sub-Sectors in 2011

Age range in years Oil and gas extraction (NAICS 211) Oil and gas services for mining and oil and gas 
extraction (NAICS 213)

Pipeline transportation 

TOTAL 82,360 104,130 7,060

15-19     895   2,670      75

20-24 5,980 11,075     430

25-29 10,185 15,955     875

30-34 10,705 14,920     775

35-39 10,540 12,885     900

40-44   9,560 11,450     895

45-49 11,510 12,020   1,010

50-54 11,580 10,635     890

55-59   6,935   7,030     770

60-64   3,225   3,565     210

65-69     865   1,220       35

70-74     165     460        0

75+     215     245        0
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