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Disclaimer 
All Rights Reserved 

Nova Scotia Business Incorporated (“NSBI”) owns this publication. No part 
of this publication may be reproduced, distributed, rented, sub-licensed, 
altered or stored in a retrieval system or transmitted in any form by any 
means, electronic, mechanical, photocopying, recording or otherwise, 
without the prior permission of the publisher, NSBI. 

The information and facts of this report are believed to be accurate at 
the time of publication, but because of the rapid changes in the market 
or other conditions, cannot be guaranteed. Please note that the findings, 
conclusions, and recommendations that NSBI delivers will be based on 
information gathered in good faith from both primary and secondary 
sources, whose accuracy we are not always in a position to guarantee. 
All information is provided “as is” without warranty of any kind, and 
NSBI makes no representations, and disclaims all express, implied, 
and statutory warranties of any kind to user and/or any third party, 
including but not limited to, the accuracy, timeliness, completeness, 
merchantability, fitness for any particular purpose and freedom from 
infringement. As such NSBI has no liability in tort, contact, or otherwise, 
to user or any third party, for actions taken based on any information that 
may subsequently prove to be incorrect.
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Report Context

This report has been prepared in response to a request by Pisces Research Project 
Management Inc. for information regarding the participation of underrepresented 
groups in the ocean sector’s labour force. The information and data were collected 
using secondary sources and NSBI cannot guarantee the accuracy of the information, 
nor does it represent the organization’s opinion on the matter. This report is meant to 
provide a starting point for further research and discussion on the topic and should not 
be referenced directly in reports or documents. Any information on the experiences of 
underrepresented groups included was taken from external sources/documents and is 
not necessarily the opinion of NSBI or its staff.   

It is important to note that this document discusses employment challenges for 
underrepresented groups however does not discuss broader systemic and institutional 
barriers which can play an equal or larger role in an individual’s ability to access 
employment. This could be an area for future research. 

The key industries of focus for the report are encompassed in what we refer to as our 
ocean cluster – namely seafood and seafood processing, ship and boat building, ocean 
sensor manufacturing, naval defence, and offshore oil and gas. The report provides a 
high-level analysis of the participation of underrepresented groups - Women, Aboriginal/
Indigenous Peoples, Persons with Disabilities, Immigrants and Visible Minorities – within 
those sectors. Labour force participation data on other underrepresented groups, 
including LBGTQIA2S+, is not readily available through Statistics Canada and would need 
to be collected using primary research which was out of scope for this research. 

It should be noted that the ocean sector spans many industries and includes occupations 
that can not be wholly represented within each industry or occupation (e.g. electrical 
engineers are employed in many industries). The data presented may not provide 
a comprehensive or holistic view of the ocean cluster. Analysis should be done with 
caution. Also, many of the labour force statistics were taken from the National Census, 
which was completed in 2015, and is the most recent data available. Although slightly 
dated, it does provide a benchmark to compare future research/data to. Where possible, 
notes have been included to explain the limitations on data and assumptions made.

The report focuses primarily on Nova Scotia, however where possible, broader 
geographic information has been included. For some datasets, only national statistics 
were available. Sources included databases subscribed to by NSBI as well as public 
databases, government and association websites, and others which have been referenced 
throughout the document. 
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Introduction

The ocean sector in Nova Scotia is broad covering several industries including:

• seafood harvesting, processing, and aquaculture;

• offshore energy production;

• marine transportation and shipbuilding; 

• naval and marine-centric defence; and,

• sensor manufacturing/marine research and observation technologies.

The ocean sector in the province is significant in terms of its economic impact and labour 
force. Across the industries listed above, the sector had approximately 5,700 firms in 2019 
and employed over 25,000 across Nova Scotia.1 Areas of strength for Nova Scotia include 
seafood and aquaculture technology, shipbuilding, sensors and imaging, renewable 
energy (tidal), anti-submarine warfare, oceanographic mapping and data analytics. 

Over the past five years, the province has seen significant public and private investment 
in the ocean sector. Funding for the Ocean Supercluster, Centre for Ocean Venture and 
Entrepreneurship (COVE), and the Ocean Frontier Institute (OFI) total over $500 million. 
The $69 billion naval defence contract with Irving Shipbuilding Inc. provides substantial 
direct and spin-off benefits for the province through supply chain development as well 
as research and development activities. Many of these organizations have a equality, 
diversity and inclusion mandate so the region is slated to see additional labour force 
development initiatives in traditional industries in the near term as well as new funding 
streams for businesses of diversity to access. One such example is the Ocean Start-
up Challenge, a project funded through Canada’s Ocean Supercluster’s Innovation 
Ecosystem initiative. The challenge awarded 14 prizes of $25,000 to start-up businesses in 
the region and globally, with a focus on diverse entrepreneurs and innovators from rural, 
Indigenous, and women-founded companies. Of the 31 shortlisted in the first round of the 
competition, approximately 15 had an Indigenous or female founder or co-founder which 
is a promising result.2 

The data pulled for this report used the methodology created by Gardiner Pinfold in their 
2014 report on the impact of the ocean sector to Nova Scotia’s GDP. It provides a list of 
the various NAICS involved as well as a percentage of how much of that industry could 
be attributed to the ocean sector.  Some of the broader categories include industrial 
activity outside of the ocean like, for example, NAICS 3345 (Navigational, measuring, 
medical and control instruments manufacturing). In Nova Scotia, most of this NAICS 
code (approximately 80%) can be attributed to ocean sensor manufacturing companies, 
however in other provinces, this would not necessarily be the case. Below is a summary 
of the percentages used to calculate labour force statistics throughout this document. 

• Fishing (1141) – 100%

1 EMSI Database, 2020. Industry Overview Search. Accessed 15/08/2020.

2 Ocean Startup Challenge, 2020. Shortlisted Companies Announced for Ocean Startup Challenge. 

https://www.oceanstartupchallenge.ca/announcements/
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• Seafood product preparation and packaging (3117) - 100%

• Oil and gas extraction (211) – 100%

• Oil and gas engineering construction (2379) – 100% 

• Deep sea, coastal and Great Lakes water transportation (4831) – 100%

• Support activities for water transportation [marine tourism] (4883) – 100%

• Scenic and sightseeing transportation, water (4872) – 100%

• Ship and boat building (3366) – 100%

• Navigational, measuring, medical and control instruments manufacturing (3345) – 80%

• Defence Services (9111) – 80%

Challenges to Workforce Participation for Underrepresented Groups
Dr. Sherry Scully, at the Institute for Ocean Research Enterprise (IORE), released a study  
in 2015 on the challenges, needs and opportunities for strategic workforce development in the 
marine industry. The full report can be found here. For the purposes of this report, Dr. Scully’s 
main points and recommendations have been summarized below. Information pertaining to 
specific underrepresented groups have been included in each sub-section. 

Though many traditional sectors have made progress in attracting a diverse labour force, 
the ocean sector has lagged in these efforts. Ocean or marine-related jobs, especially those 
that require technical training, suffer from poor visibility as career options due to their niche 
training and hiring processes. In her report, Dr. Scully discusses some common challenges that 
underrepresented groups’ may face as they seek employment in the ocean sector:

• Low turnover across the industry for the past two decades, resulting in few new hires;

•  The presence of numerous SMEs with low staff counts coupled with highly specialized role 
requirements, or with reactive rather than strategic hiring practices;

•  Low relative visibility for ocean careers resulting in low awareness of the industry among 
diverse job seekers;

•  Practices and policies that may unintentionally undermine recruitment and retention of non-
traditional workers, such as senior-based retention (during lay-offs) and call-backs (during 
booms) that make it difficult to enter the industry or progress through trade certification or 
career development;

• Discrimination from employers and fellow employees;

•  Good intentions but low awareness of how to hire an underrepresented worker, or of the 
financial incentives and other supports available to employers;

•  Conventional recruiting strategies that have not included a diversity mandate, or that privilege 
social familiarity over performance potential; and,

•  Lack of awareness of the innovation-driven adaptations that have lessened the physical 
requirements of many roles, and that could make these roles more accessible to people with 
disabilities.3 

3  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 57. 

https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
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Women

Women continue to be underrepresented across many sectors in the ocean cluster, 
from skilled trades work to senior roles in ocean science and research. Ocean technology 
and manufacturing industries are still dominated by males, in professional roles ( 
i.e. engineering) and entrepreneurial roles, while women are over-represented in lower 
wage production and skill roles. According to the Canadian Apprenticeship Forum, 
women make up only 13.7% of apprentices in Canada.4  Of those participating in 
apprenticeship positions, many were concentrated in trades like hairstyling, food service, 
and landscape and horticulture. Only 8% of female apprentices were involved in relevant 
trades like electronics and instrumentation.5  

In her report, Dr. Scully suggests several challenges women may face as they enter 
employment in traditional ocean industries, including: 

•  a male-dominated culture that is common in industries like shipbuilding which often 
presents a significant social deterrent;

•  trade work being seen as very physically demanding and under harsh working 
environments, especially for marine-oriented trades;

•  career and academic counseling that continues to under-promote entrepreneurship 
and non-academic pathways;

• perceptions of workplace discrimination and harassment; and,

•  the absence of female role models in STEM, trades and other industrial marine careers.6  

Below are two tables which give an overview of female labour force participation across 
several ocean-related industries in Canada as well as Nova Scotia. The data represents 
the total employed labour force (all ages). This data is based on the 2016 Census, but 
it does provide a snapshot of how well certain industries were doing at the time. Some 
of the industries that are not directly ocean-related but that provide support to the 
ocean cluster fared well, namely scientific research and development services, other 
professional, scientific, and technical services, and seafood product and preparation. 
Ocean sectors that rely on tradespeople, however, are performing poorly, falling far 
below gender parity. Sectors like fishing, ship and boat building, defence services, sensor 
manufacturing (NAICS 3345) have very low participation rates. As well, Nova Scotia seems 
to have a lower overall female labour force participation rate across all ocean-related 
industries compared to the Canadian average.  

4  Canadian Apprenticeship Forum, 2018. Apprenticeship in Canada: Research Insights Based on Data, Trends and Observations. Pg. 9. 

5 Canadian Apprenticeship Forum, 2018. Apprenticeship in Canada: Research Insights Based on Data, Trends and Observations. Pg. 9.

6  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 58.

https://caf-fca.org/wp-content/uploads/2018/06/Apprenticeship-in-Canada_2018.pdf
https://caf-fca.org/wp-content/uploads/2018/06/Apprenticeship-in-Canada_2018.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
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Table 1
Canadian Employment by NAICS/industry - 2016 (employed only – all ages) 7 

Table 2
Nova Scotian Employment by NAICS/industry - 2016 (employed only – all ages) 8 

*80% of the total has been used as per the Gardiner Pinfold methodology described above.

*80% of the total has been used as per the Gardiner Pinfold methodology described above.

NAICS Female Total % Female

1125 – Aquaculture 1,060 4160 25.5

1141 – Fishing 3,665 23940 15.3

2379 - Other heavy and civil engineering construction 1,545 11,375 13.6

3117 – Seafood and preparation and packaging 10,355 23,580 43.9

3345 – Navigational, measuring…* 5,700 18,204 31.3

3366 – Ship and boat building 1,085 9,040 12.0

4831 – Deep-sea, coastal… 3,210 11,890 27.0

4872 – Scenic and sightseeing transportation, water 855 1,815 47.1

4883 – Support activities for water transportation 2,505 16,340 15.3

5417 – Scientific research and development services 22,470 51,365 43.7

5419 – Other professional, scientific and technical services 56,720 88,260 64.3

9111 – Defence Services* 19,216 82,024 23.4

Total 128,386 341,993 37.5

NAICS Female Total % Female

1125 – Aquaculture 80 310 25.8

1141 – Fishing 830 7,635 10.9

2379 - Other heavy and civil engineering construction 135 295 45.8

3117 – Seafood and preparation and packaging 65 295 22.0

3345 – Navigational, measuring…* 1,585 4,430 35.8

3366 – Ship and boat building 144 408 35.3

4831 – Deep-sea, coastal… 220 1,910 11.5

4872 – Scenic and sightseeing transportation, water 210 730 28.8

4883 – Support activities for water transportation 20 45 44.4

5417 – Scientific research and development services 155 1,180 13.1

5419 – Other professional, scientific and technical services 490 810 60.5

9111 – Defence Services* 1,370 1,955 70.1

Total 7,232 30,027 24.1

7 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016290

8 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016290
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Fishing & Seafood Processing
Women play an important but often undervalued role in the seafood and aquaculture 
industries globally and in Canada. Traditionally, the sector has maintained a narrow 
definition of fishing, including only those who go out to sea to catch fish from a vessel, 
using specialized gear, for commercial purposes. This focus on direct, formal, and paid 
fishing activities – all of which are overwhelmingly dominated by men – overlooks 
the value that women bring to the industry. According to the Food and Agricultural 
Organization (FAO) of the United Nations, of the 59.6 million people engaged in the 
primary sector of capture fisheries and aquaculture globally in 2016, 14% of those 
workers were women.9 In 61 countries that report sex-disaggregated data to FAO, and 
where women are recognized as fishers, the ratio is 1 fisherwoman to every 7.3 fishermen 
on average.10  If you broaden the sector to post-harvest activities like processing and 
selling, women represent up to 47% of the industry and can even represent up to 90% 
depending on the country and region.11  

Globally, women contribute to all segments of the seafood industry, but to varying 
degrees. They represent a higher proportion of workers in subsistence aquaculture, in 
artisanal and industrial processing, in fresh fish trading and retailing, in environmental 
organizations, and in administrative and secretarial positions.12  However, there are 
very few women leading industrial fishing operations or in leadership roles heading 
large fishing companies or sitting on their Boards of Directors. Men still hold 99% of CEO 
positions and make up approximately 90% of board members and heads of professional 
organizations.13  Women receive less institutional support compared to men which makes 
them less resilient to adverse external events, like a decline in revenue or demand.14  

In Canada, women play an important role in inshore family enterprises, often subsidizing 
fishing activities through their earnings or through unpaid labour. Unpaid work by 
women to support family fishing enterprises adds significant value to the industry but is 
largely invisible.15  This invisible work by women in the industry tends to fall in five main 
categories:

•  overall management of the business: relieving spouses of the day-to-day running of the 
business (e.g. staff/crew management);

•  communication: providing the essential communication link while the spouse is 
at sea (although this is changing with the advent of new satellite communication 
technologies);

•  bookkeeping: keeping track of expenditures and revenues and other fiscal 
responsibilities;

• marketing: proactive market development, keeping track of current prices; and,

•  practical back-up: acting as a second-in-command to ensure essential routine functions 
like picking up equipment and managing crew are completed.16

9 FAO, 2018. The State of World Fisheries and Aquaculture: Meeting the Sustainable Development Goals.  

10 FAO, 2018. The State of World Fisheries and Aquaculture: Meeting the Sustainable Development Goals.  

11 FAO - Globefish Research Programme, 2015. The Role of Women in the Seafood Industry.  

12 FAO - Globefish Research Programme, 2015. The Role of Women in the Seafood Industry.  

13 Undercurrent News. A letter from Women in Seafood. March, 2019. Author: Marie Christine Monfort

14 FAO - Globefish Research Programme, 2015. The Role of Women in the Seafood Industry.  

15 FAO - Globefish Research Programme, 2015. The Role of Women in the Seafood Industry.  

16 FAO - Globefish Research Programme, 2015. The Role of Women in the Seafood Industry.  

http://www.fao.org/3/i9540en/i9540en.pdf
http://www.fao.org/3/i9540en/i9540en.pdf
http://www.fao.org/3/bc014e/bc014e.pdf
http://www.fao.org/3/bc014e/bc014e.pdf
https://www.undercurrentnews.com/2019/03/08/letter-women-in-seafood-group-say-time-for-change-is-now/
http://www.fao.org/3/bc014e/bc014e.pdf
http://www.fao.org/3/bc014e/bc014e.pdf
http://www.fao.org/3/bc014e/bc014e.pdf
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Barriers for Women in the Seafood Industry
According to the FAO, barriers to women’s participation and leadership in the seafood industry 
may include:

•  lack of recognition of women’s work and contribution in the fisheries, particularly on the part 
of male fishers, and the notion that women do not fish;

•  lack of information on women’s participation and contributions to the sector due to the 
absence of gender disaggregation in employment statistics;

• lack of integration of women’s knowledge and experience in fisheries’ management;

• lack of formal or informal training and education in certain occupations; and,

•  personal barriers such as familial and child-rearing obligations, lack of confidence or other 
household obligations.17 

FAO also identified several strategies to address some of these barriers globally which are 
relevant to our region including:

•  strengthening of technical, organizational and business management capabilities  
of women;

• f ostering of networking, investment in infrastructure and access to financial services for 
women; and,

•  rewarding international channels and institutional outlets that have gender-based supports 
and initiatives.18 

The seafood industry, like so many other industries, is being transformed through new disruptive 
technologies like the Internet of Things (IoT), artificial intelligence, advanced robotics, and 
advancements in sensors and fishing devices. These disruptive technologies will create new types 
of jobs and make the sector more sustainable and equitable, which could provide opportunities for 
women and other underrepresented groups in the long-term.19

 

Women’s Labour Force Participation Rates in the Seafood Industry
Globally, and in Canada, women make up approximately 15% of the workforce in traditional 
fishing occupations (fisherpersons, deckhands, etc.). If you broaden the jobs to post-
harvest activities (referred to as Seafood Processing in the stats below), women represent 
approximately 50% of the workforce. In terms of senior executive positions within the industry, 
there are still very few women participating in leadership roles of large fishing companies, 
industrial fishing operations or participating on Boards of Directors. Men still hold 99% of CEO 
positions and approximately 90% of board positions and heads of professional organizations.20  

Below are labour force participation statistics for Canada and Nova Scotia based on Census 
data. The tables and charts provide a breakdown in male and female participation within the 
industries as a whole as well as within related occupations. The statistics confirm the global trend 
that women still make up a low percentage of the traditional fishing occupations like fishermen/
women, fishing vessel deckhands, and fishing masters and officers. For post-harvest activities in 
the seafood processing sector, they are proportionately represented at roughly 50%. 

17 FAO, 2018. The State of World Fisheries and Aquaculture: Meeting the Sustainable Development Goals.  

18 FAO, 2018. The State of World Fisheries and Aquaculture: Meeting the Sustainable Development Goals.  

19 FAO - Globefish Research Programme, 2015. The Role of Women in the Seafood Industry.  

20 FAO - Globefish Research Programme, 2015. The Role of Women in the Seafood Industry. 

http://www.fao.org/3/i9540en/i9540en.pdf
http://www.fao.org/3/i9540en/i9540en.pdf
http://www.fao.org/3/bc014e/bc014e.pdf
http://www.fao.org/3/bc014e/bc014e.pdf
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21 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016290.

22 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016281.
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Figure 1
Canadian Labour Force Participation by NAIC - 2016 21  

Figure 2
Total Canadian Employment by National Occupation Code, 2016 22   
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Figure 3
Nova Scotian Labour Force Participation by NAIC, 2016 23 

0 1000 2000 3000 4000 5000 6000 7000 8000 9000 10000

Female Male

Aquaculture

Seafood Processing

Fishing

Table 3
Percentage of Total Canadian Employment by National Occupation Code, 2016 24   

Table 4
Female Labour Force Participation (%) by NAIC – 2016 25   

Occupation Women Men

Managers in Aquaculture (0823) 17% 83%

Aquaculture & Marine Harvest Labourers (8613) 24% 76%

Fishing Masters & Officers (8261) 5% 95%

Fishing Vessel Deckhands (8441) 17% 83%

Fish & Seafood Plant Workers (9463) 51% 49%

Labourers in Fish & Seafood Processing (9618) 49% 51%

Total 28% 72%

Canada Nova Scotia

Fishing 17% 12%

Seafood Processing 44% 36%

Aquaculture 26% 28%

23 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016290.

24 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016281.

25 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016290.
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Linkedin Talent Insights
Talent Insights by LinkedIn is a platform which provides real-time data on its members 
including talent supply and demand, reports on top skills for industries, and major 
employers in a particular region or sector. There are limitations to the data since it is 
based on those that have up-to-date LinkedIn profiles, however it provides real-time 
insights into the labour force within the region unlike Census data. 

A Talent Report was created for the Atlantic Provinces based on the following criteria:

•  Industries: Shipbuilding, Maritime, Mechanical or Industrial Engineering, and Electrical 
and Electronic Manufacturing (other ocean-related industries were not available). 

•  Skills: Marine Engineering, Maritime Operations, Maritime, Shipbuilding, Navigation, 
Marine Operations, Mechanical Engineering, Electrical Engineering, Embedded Systems, 
Robotics, Oceanography, Digital Ocean, Systems Engineering, Maritime Security, and 
Engineering.

The platform was able to identify 3,817 professionals within Atlantic Canada that fit one 
or more of the above criteria.  The largest concentrations of individuals were found in 
Halifax, St. John’s, Moncton, Fredericton and Cape Breton. Overall, the gender breakdown 
was 86% male and 14% female. Below is a table which outlines the gender breakdown for 
each major centre within the region. 

The report also provided a breakdown in female/male participation by industry and 
top skills. Tables outlining the data are below. Consistent with past findings, women 
were underrepresented across all industries and skills. One interesting finding is that 
shipbuilding, as both a skill and an industry, had the highest participation rate for 
females compared to the other industries. This may be a result of the formal labour force 
development programs introduced by Irving Shipbuilding like Pathways to Shipbuilding, 
which provides dedicated training and employment opportunities for women, Indigenous 
Canadians and African Nova Scotians. 

Table 5
Breakdown of Male/Female LinkedIn Profiles by Major Centre in  
Relevant Industries in Atlantic Canada 26     

Location Female Male 

Halifax Regional Municipality, NS 17% 83%

Cape Breton, NS 17% 83%

St. John’s, NFLD 16% 84%

Moncton, NB 7% 93%

Saint John, NB 14% 86%

Charlottetown, PEI 19% 81%

26 LinkedIn, 2020. Talent Insights Report. Accessed in August, 2020. 



Diversity & Inclusion in the Ocean Sector Labour Force

14

Table 6
Breakdown of Male/Female LinkedIn Profiles by Relevant Industries  
in Atlantic Canada 27      

Table 7
Breakdown of Male/Female LinkedIn Profiles by Relevant Skills  
in Atlantic Canada 28      

Industry Female Male

Maritime 13% 87%

Mechanical or Industrial Engineering 13% 87%

Shipbuilding 19% 81%

Electrical & Electronic Manufacturing 9% 91%

Skill Female Male

Engineering 13% 87%

Maritime 11% 89%

AutoCAD 15% 85%

Shipbuilding 19% 81%

Mechanical Engineering 10% 90%

Marine Engineering 9% 91%

Maritime Operations 7% 93%

Electrical Engineering 9% 91%

27 LinkedIn, 2020. Talent Insights Report. Accessed in August, 2020.

28 LinkedIn, 2020. Talent Insights Report. Accessed in August, 2020.



Diversity & Inclusion in the Ocean Sector Labour Force

15

29 Statistics Canada, 2017. Aboriginal People and the Labour Market. 

30 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 14-10-0359-01 

31  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 61.

32 Statistics Canada, 2017. Aboriginal People and the Labour Market.

33 Statistics Canada, 2017. Aboriginal People and the Labour Market.

34  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 61.

Aboriginal &  
Indigenous Peoples

According to Statistics Canada, the Aboriginal and Indigenous population in Canada 
has historically had lower labour force participation and employment rates, and a 
higher unemployment rate, than the non-Aboriginal population.29  While just over half 
of Aboriginal/Indigenous People had a postsecondary certificate/diploma or university 
degree in 2015, about 7 in 10 non-Aboriginal people did. For those individuals who 
received postsecondary education, employment rates were approximately 69.2% in 2015. 
This has increased to 71.2% in 2019 and is now in line with the employment rate for non-
Aboriginal individuals that receive the same level of education.30  

A 2015 report by the Institute for Ocean Research Enterprise, posits that lower levels of 
postsecondary education in the Indigenous and Aboriginal population has hindered their 
participation in ocean industries as many companies require advanced technical and 
STEM-related skills.31  Many ocean industries require skilled tradespeople, technicians, 
engineers and scientists to ensure they can meet the demand for future technologies like 
machine learning, artificial intelligence and Internet of Things (IoT). 

In 2015, Aboriginal and Indigenous People were underrepresented in most “knowledge 
occupations”—that is, professional, managerial and technical occupations, which tend 
to require post-secondary education and generally pay better. Specifically, Aboriginal/
Indigenous People were less likely than non-Aboriginal people to work in management 
occupations (7.1% vs. 9.5%); business, finance and administration occupations (14.4% vs. 
17.0%); natural and applied sciences and related occupations (5.5% vs. 9.3%); and health 
occupations (6.8% vs. 8.0%); and occupations in art, culture, recreation and sport (1.9% 
vs. 2.7%).32 

Conversely, Aboriginal/Indigenous People were more likely than non-Aboriginal people 
to work in trades, transport and equipment operators and related occupations (20.1% 
vs. 14.8%); natural resources, agriculture and related production occupations (4.0% vs. 
1.7%); and sales and service occupations (20.9% vs. 19.7%).33  According to a report by the 
Conference Board of Canada, Aboriginal/Indigenous People are already proportionally 
over-represented in the skilled trades, with 14.4% holding trades certificates versus 12% 
of general population. For the most part, these workers have pursued careers in the 
construction, forestry and oil & gas industries, but proportionately fewer have ventured 
into the marine industry or its supply chain in trade, technical, or professional roles.34  

https://www150.statcan.gc.ca/n1/daily-quotidien/170316/dq170316d-eng.htm
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://www150.statcan.gc.ca/n1/daily-quotidien/170316/dq170316d-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/170316/dq170316d-eng.htm
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
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In her report, Dr. Scully discusses several factors that may explain low Aboriginal/
Indigenous participation in ocean industries including:

•  Collectivity: Career development is often cultivated within the context of community 
involvement and finding a place and a way to contribute to the collective well-being 
through within-community employment. Large industrial projects are often located in 
city centres or far from their traditional community; 

•  Project Mindset: The preference for seasonal work is still the norm, according to some 
community leaders who have highlighted ‘building a career mindset’ as a priority. 
Where mobility is on the rise, many Aboriginal/Indigenous youths are finding surrogate 
communities in ‘friendship centres’ established by industries or post-secondary 
institutions. These centres provide the cultural connection, formal supports and 
services, and the informal social support to help young people transition away from 
home and build new connections. These friendship centres are much more well-
established on Canada’s west coast, presenting an opportunity for Atlantic Aboriginal 
communities to partner with Government, PSIs and industry to establish centres of 
support; 

•  Awareness and exposure challenges: Many Aboriginal/Indigenous communities exist 
in small, rural locations, far from marine-oriented industries or from universities or 
colleges that offer marine-oriented training and education; and, 

•  The “myth” of employment opportunities: for many Aboriginal/Indigenous People, 
good jobs for big companies are unicorns – myths that are discussed, but seldom 
happen. There is a prevalent belief that these jobs are unattainable, even with the 
right training and credentials, and so lack of faith in the promise of these jobs has 
discouraged many workers from even trying.35 

Aboriginal/Indigenous employees working full-time earned an average of $26.00 per hour 
in 2015, while their non-Aboriginal counterparts earned an average of $27.41 per hour. 
According to Statistics Canada, lower levels of educational attainment may explain lower 
wages, however the analysis does not account for systemic and societal barriers that 
Aboriginal and Indigenous individuals face that may account for their post-secondary 
education status. Statistics Canada found that Aboriginal/Indigenous People with a 
postsecondary certificate/diploma or university degree earned at least as much as their 
non-Aboriginal counterparts.36 

Below is table that provides the total number of employment income recipients in Nova 
Scotia for 2015 based on Aboriginal identity across various ocean-related industries 
and occupations. The data represents all Aboriginal identities, with the highest level 
of education acquired, and for all ages. Female participation was also included as a 
percentage of the total Aboriginal/Indigenous labour force. 

35  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 62.

36 Statistics Canada, 2017. Aboriginal People and the Labour Market.

https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://www150.statcan.gc.ca/n1/daily-quotidien/170316/dq170316d-eng.htm
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Table 8
Aboriginal/Indigenous Employment Income Recipients in Nova Scotia by NAICS 2015  
(all identities, highest level of education, and all ages) 37      

NAICS Description

Total 
Number of 
Employment 
Income 
Recipients

Female 
Number of 
Employment 
Income 
Recipients

Median 
employment 
income ($)

Average 
employment 
income ($)

% Female

Total 196,625 96,780 16,488 27,894 49.2%

1125 Aquaculture 175 75 16,789 22,498 42.9%

1141 Fishing 8,080 1,000 31,120 44,509 12.4%

3117

Seafood 
product 
preparation and 
packaging

4,185 1,605 14,318 22,371 38.4%

3345

Navigational, 
measuring, 
medical 
and control 
instruments 
manufacturing*

108 68 23,698 37,722 63%

3366 Ship and boat 
building 870 120 36,702 43,908 13.8%

4831

Deep-sea, 
coastal 
and great 
lakes water 
transportation

550 120 56,037 65,415 21.8%

4872

Scenic and 
sightseeing 
transportation, 
water

100 40 6,457 9,526 40%

4883

Support 
activities 
for water 
transportation

695 65 29,215 42,554 9.4%

541

Professional, 
scientific and 
technical 
services

9,155 4,415 19,495 32,661 48.2%

9111 Defence 
services* 2,920 712 53,139 50,739 24.4%

*80% of the total has been used as per the Gardiner Pinfold methodology described above. 

37 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016359.
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Table 9
Aboriginal Employment Income Recipients in Nova Scotia by NOCS 2015 (all Aboriginal 
identities, highest level of education, and all ages) 38  

NOC Description

Total 
Number of 
Employment 
Income 
Recipients

Female 
Number of 
Employment 
Income 
Recipients

Median 
employment 
income in 2015 
($)

Average 
employment 
income in 2015 
($)

% Female

Total (across all 
NOCS) 196,620 96,775 16,488 27,894 49.2%

211 Engineering 
managers 105 15 55,330 64,930 14.3%

811

Managers 
in natural 
resources 
production and 
fishing

120 10 89,192 130,406 8.3%

823 Managers in 
aquaculture 20 10 0 0 50%

2113
Geoscientists 
and 
oceanographers

80 15 28,078 37,700 18.75%

2132 Mechanical 
engineers 225 25 41,558 59,108 11.1%

2133
Electrical and 
electronics 
engineers

170 20 35,936 59,138 11.8%

2141
Industrial and 
manufacturing 
engineers

95 25 61,927 61,385 26.3%

2147

Computer 
engineers 
(except 
software 
engineers)

95 10 39,675 39,987 10.5%

2222
Agricultural and 
fish products 
inspectors

55 30 21,885 40,532 54.5%

2241

Electrical and 
electronics 
engineering 
technologists 
and technicians

510 45 33,953 47,114 8.8%

2274
Engineer 
officers, water 
transport

215 10 77,090 84,704 4.7%

38 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016356.



Diversity & Inclusion in the Ocean Sector Labour Force

19

Table 9 cont.
Aboriginal Employment Income Recipients in Nova Scotia by NOCS 2015 (all Aboriginal 
identities, highest level of education, and all ages) 38 

NOC Description

Total 
Number of 
Employment 
Income 
Recipients

Female 
Number of 
Employment 
Income 
Recipients

Median 
employment 
income in 2015 
($)

Average 
employment 
income in 2015 
($)

% Female

7532

Water transport 
deck and 
engine room 
crew

230 10 48,157 49,586 4.3%

8261 Fishing masters 
and officers 865 45 50,810 70,817 5.2%

8262 Fishermen/
women 5,075 540 37,381 46,655 10.6%

8441 Fishing vessel 
deckhands 1,775 245 16,942 32,065 13.8%

8613

Aquaculture 
and marine 
harvest 
labourers

280 40 10,553 14,021 14.3%

9222
Supervisors, 
electronics 
manufacturing

10 0 0 0 0

9463
Fish and 
seafood plant 
workers

1,060 465 11,799 15,531 43.9%

9523

Electronics 
assemblers, 
fabricators, 
inspectors and 
testers

115 85 18,503 20,329 73.9%

9531
Boat 
assemblers and 
inspectors

140 35 22,495 32,913 25%

9618

Labourers 
in fish and 
seafood 
processing

1,810 690 12,500 15,193 38.1%
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39 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016359.

Below are two graphs that provide Canadian employment data by NAICS between 
2015-2019. The data set does not include the level of detail needed to disaggregate 
ocean-related industries or occupations so relevant codes were chosen. Provincial 
and regional data was also not available. Caution should be taken when drawing 
analysis from the data as the quality is limited. The first graph shows total Aboriginal/
Indigenous employment, including both male and female. The second shows female-only 
employment data. 

In 2019, female Aboriginal/Indigenous workers made up 49.5% of total Aboriginal/
Inidgenous employment in Canada. That number has remained relatively consistent 
over the past five years ranging between 48.9%-50.2%. Female participation in the 
professional, scientific and technical services sector has grown since 2015 at a rate of 
29.67%. Likewise, male Aboriginal/Indigenous particiation in the same industry grew at 
a 31.25% between 2015-2019. A majority of individuals were employed in occupations 
related to “trades, transport, and equipment operators and related occupations”. Other 
occupations have remained consistent in terms of their numbers during the time period, 
and total employment has increased since 2015. 

Figure 4
Total Aboriginal Employment by NAICS between 2015-2019 39 
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Figure 5
Female Aboriginal Employment by NAICS between 2015-2019 40   

Figure 6
Total Aboriginal Employment by NOCS between 2015-2019 41 
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40 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016359.

41 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016356.



Diversity & Inclusion in the Ocean Sector Labour Force

22

Figure 7
Female Aboriginal Employment by NOCS between 2015-2019 42  
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42 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016356.
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Immigrants, Visible 
Minorities & Persons  
with Disabilities

Across ocean industries, immigrants tend to be underrepresented, except in R&D and ocean 
science roles where individuals are often recruited internationally for their deep expertise.43  In 
skilled trades and technology roles, immigrants and visible minorities comprise only 8.7% and 
8.2% respectively of the total apprenticeships in Canada.44  According to Dr. Scully in her report, 
this could be due to the selection criteria for new immigrants that tends to privilege academic 
and professional qualifications. It may also be due to the preference of some companies for 
marine-specialization or experience, and awareness of Canadian regulations and codes which 
often restricts those who arrive with trade qualifications but do not have knowledge of the 
Canadian context.45 

Another idea that Dr. Scully explores about why immigrants make up a small portion of the 
labour force in ocean industries, is that many are forced to take whatever employment they 
can when they arrive, foregoing specialized training and educational pursuits in order to bring 
in an income for their families. For those who do pursue training and are seeking employment, 
another hurdle is trying to find an employer with a diverse work environment. This can be an 
even bigger challenge in SMEs where less sophisticated recruitment policies and strategies are 
in place and where owners may feel more comfortable with a “familiar” hire. Additionally, in 
the shipbuilding and defence sectors, immigrants are sometimes excluded from hiring due to 
Controlled Goods regulations and background checks.46   

Visible Minorities and Persons with Disabilities face similar entry and retention barriers in 
the marine industry. According to Dr. Scully, SMEs sometimes hire people they know or who 
are familiar to their industry and line of work. As a result, these two groups are sometimes 
marginalized during the hiring process. There are also gaps in career awareness and a lack of 
formalized programs to attract them to ocean-related industries.47

Very little information is available on labour force participation rates of Immigrants, Visible 
Minorities and Persons with Disabilities. NSBI was not able to find any data on ocean-related 
industries or regional trends. As a result, general labour market participation rates for Canada 
from Census data has been included below. 

43  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 59.

44 Canadian Apprenticeship Forum, 2018. Apprenticeship in Canada: Research Insights Based on Data, Trends and Observations. Pg. 9.

45  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 59.

46  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 60.

47  Institute for Ocean Research Enterprise, 2015. Marine People Partnership: The Challenges, Needs and Opportunities for Strategic Workforce 
Development in the Greater Marine Industry. Pg. 60.

https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://caf-fca.org/wp-content/uploads/2018/06/Apprenticeship-in-Canada_2018.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
https://shipsforcanada.ca/images/uploads/Final-Report-October-2015.pdf
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Immigrant Labour Force Participation
According to Statistics Canada, a majority of national employment gains (66%) between 2016 
and 2017 were accounted for by immigrants of core working-age (25 to 54 years) and Canadian-
born workers aged 55 and older. The unemployment rate for core-aged immigrants edged 
down to 6.4% in 2017, the lowest rate since the start of the Labour Force Study immigrant 
series in 2006. At the same time, their employment rate rose to 78.9%, the highest rate 
recorded during the 12-year period. In comparison, the employment rate for Canadian-born 
was 84.0% in 2017, up 0.8 percentage points from the previous year, and their unemployment 
rate was 5.0%, down 0.5 points.48 

The employment-rate gap between immigrants and Canadian-born narrowed for three 
consecutive years, after increasing in 2014. The gap in 2017 was the lowest since 2006. At the 
same time, the unemployment-rate gap was stable in 2017, but narrower than it was in 2014. 
The largest share of the immigrant employment increase from 2016 to 2017 was accounted 
for by those who had been in the country for more than 10 years (established immigrants). 
However, over one-third (35%) of this increase was attributable to very recent immigrants (in 
Canada for 5 years or less).49 

According to Statistics Canada, most of the growth in immigrant employment was in 
professional, scientific, and technical services; finance, insurance, real estate and leasing 
services; manufacturing as well as health care and social assistance. For university-educated 
immigrants, employment increased between 2016 and 2017, mainly in full-time work and 
among those who were established (in the country for more than 10 years). For the university-
educated, Canadian-born, employment also increased, pushing up their employment rate to 
91.4%, the highest level since 2006. Employment gains for university-educated immigrants 
helped lift their employment rate to a record high of 82.1% in 2017. Consequently, the gap 
between them and their Canadian-born counterparts narrowed to its smallest size since 2006.50

Time since landing is a major determinant of immigrants’ labour-market performance. In 
particular, very recent immigrants (who have been in the country for five years or less) face 
a number of hurdles in the labour market, such as a lack of language proficiency, lack of 
recognition of foreign credentials, inadequate familiarity with the Canadian labour market,  
as well as other challenges.51 

Persons with Disabilities Labour Force Participation
According to Statistics Canada, research has consistently indicated that Persons with 
Disabilities are less likely to be employed than those without disabilities. Disability can be 
defined as issues with senses, pain, flexibility, mobility, learning, memory, mental health, etc. 
In 2017, there were approximately 644,640 Persons with Disabilities in Canada who were not 
working but had the potential to work. Among those aged 25 to 64 years, three in five (59%) 
Persons with Disabilities were employed compared to four in five (80%) of those without 
disabilities. Moreover, the rate of employment for individuals with more severe disabilities 
was even lower, with employment rates decreasing as the severity of disability increased—
ranging from 76% among those with mild disabilities to 31% among those with very severe 
disabilities.52 

48 Statistics Canada, 2018. The Canadian Immigrant Labour Market: Recent Trends from 2006 to 2017. 

49 Statistics Canada, 2018. The Canadian Immigrant Labour Market: Recent Trends from 2006 to 2017. 

50 Statistics Canada, 2018. The Canadian Immigrant Labour Market: Recent Trends from 2006 to 2017. 

51 Statistics Canada, 2018. The Canadian Immigrant Labour Market: Recent Trends from 2006 to 2017. 

52 Statistics Canada, 2018. A Demographic, Employment and Income Profile of Canadians with Disabilities Aged 15 Years and Over, 2017. 

https://www150.statcan.gc.ca/n1/pub/71-606-x/71-606-x2018001-eng.htm
https://www150.statcan.gc.ca/n1/pub/71-606-x/71-606-x2018001-eng.htm
https://www150.statcan.gc.ca/n1/pub/71-606-x/71-606-x2018001-eng.htm
https://www150.statcan.gc.ca/n1/pub/71-606-x/71-606-x2018001-eng.htm
https://www150.statcan.gc.ca/n1/pub/89-654-x/89-654-x2018002-eng.htm
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When examining employment rates by gender, men with either milder disabilities or no 
disabilities had higher rates of employment than women within almost every age group. 
This gender gap was most pronounced for those aged 55 to 64 years.53 

Educational attainment is also a factor in understanding differences in employment rates. 
Previous research has indicated that those with higher levels of education are more likely 
to be employed (Organization for Economic Co-operation and Development, 2017; Till 
et al., 2015). According to the Labour Force Study, in 2017, regardless of level of severity, 
employment rates for Persons with Disabilities were higher for those with post-secondary 
credentials than for those with high school graduation or less, showing a similar pattern 
as those without disabilities.54 

Among those who were employed, more severe disabilities were associated with a 
greater likelihood of working part-time (defined as less than 30 hours per week). For 
example, among those aged 25 to 64 years, men with more severe disabilities were three 
times more likely to have been working part-time (25%) than men without disabilities 
(8%); women with more severe disabilities were one and a half times more likely (29%) 
than women without disabilities (19%) to have been part-time workers.55 

An interesting finding by Statistics Canada is that women with disabilities have lower 
levels of income than men. Working age women without disabilities and those with 
milder disabilities had a median income that was about three-quarters that of their male 
counterparts. Among those with more severe disabilities, the gender gap in income was 
smaller, with women’s income being about 90% of men’s ($17,520 versus $20,230).56

  

Visible Minorities Labour Force Participation
In July 2020, Statistics Canada added a question to the Labour Force Survey that asks 
respondents whether they identify as a Visible Minority population.  The population 
group categories of response are the same as those found in the 2016 Census: White, 
South Asian (e.g., East Indian, Pakistani, Sri Lankan), Chinese, Black, Filipino, Arab, Latin 
American, Southeast Asian (e.g., Vietnamese, Cambodian, Laotian, Thai), West Asian 
(e.g., Iranian, Afghan), Korean, and other. Labour force characteristics for Aboriginal/
Indigenous populations are reported separately from other Visible Minority groups. 

According to the August 2020 Labour Force Survey, respondents who identify with 
a Visible Minority population have higher unemployment rates (15.2 per cent) than 
those who do not identify as Aboriginal or a Visible Minority (9.4 per cent). The gap in 
unemployment rates is notably larger in Quebec and Ontario. The gap is narrower in 
Atlantic Canada and reversed in Saskatchewan (though this data is of limited quality). 
Below is a chart which provides an overview of the unemployment rate of Visible 
Minorities by province, as compared to non-Visible Minority groups.57 It is important to 
note that this data was collected during COVID-19 restrictions and so may or may not be 
representative of normal economic conditions. Pre-COVID data is not available because 
Statistics Canada only began collecting information on Visible Minorities in July 2020 (as 
mentioned above). 

53 Statistics Canada, 2018. A Demographic, Employment and Income Profile of Canadians with Disabilities Aged 15 Years and Over, 2017.

54 Statistics Canada, 2018. A Demographic, Employment and Income Profile of Canadians with Disabilities Aged 15 Years and Over, 2017.

55 Statistics Canada, 2018. A Demographic, Employment and Income Profile of Canadians with Disabilities Aged 15 Years and Over, 2017.

56 Statistics Canada, 2018. A Demographic, Employment and Income Profile of Canadians with Disabilities Aged 15 Years and Over, 2017.

57 Nova Scotia Finance and Treasury Board, 2020. Labour Force Survey: Visible Minorities, August 2020. 

https://www150.statcan.gc.ca/n1/pub/89-654-x/89-654-x2018002-eng.htm
https://www150.statcan.gc.ca/n1/pub/89-654-x/89-654-x2018002-eng.htm
https://www150.statcan.gc.ca/n1/pub/89-654-x/89-654-x2018002-eng.htm
https://www150.statcan.gc.ca/n1/pub/89-654-x/89-654-x2018002-eng.htm
https://novascotia.ca/finance/statistics/news.asp?id=16119
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Unemployment rates were higher across all Visible Minority categories compared to those 
who did not identify as Aboriginal/Indigenous or in a Visible Minority population.  There were 
higher unemployment rates for women in South Asian, Black and Arab populations (some of 
these results have limited data quality and should be used with caution). With gaps in both 
participation and unemployment rates, women in many Visible Minority populations have 
notably lower employment rates than men in the same category. The gap between male 
and female employment rates is narrower among Filipino and Southeast Asian populations. 
Women who are not in Aboriginal/Indigenous or Visible Minority populations also have lower 
employment rates than males. Unemployment rates are higher for all age cohorts of Visible 
Minority populations, but the gap is particularly large for youth.59

Figure 8
Provincial Unemployment Rates for Visible Minority Populations, 2020 58   

Figure 9
Canadian Unemployment Rate by Visible Minority Population, 2020 60  
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58 Nova Scotia Finance and Treasury Board, 2020. Labour Force Survey: Visible Minorities, August 2020.

59 Nova Scotia Finance and Treasury Board, 2020. Labour Force Survey: Visible Minorities, August 2020.

60 Nova Scotia Finance and Treasury Board, 2020. Labour Force Survey: Visible Minorities, August 2020.

https://novascotia.ca/finance/statistics/news.asp?id=16119
https://novascotia.ca/finance/statistics/news.asp?id=16119
Labour Force Survey: Visible Minorities, August 2020.
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61 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016286.

Table 9 below provides data from Statistics Canada on key labour force measures for 
Visible Minority populations in Nova Scotia in 2016. It also disaggregates information on 
female Visible Minorities. As with the information above, data quality is limited, and so 
analysis is difficult and should be done with caution.  Figure 10 provides a comparison 
between Nova Scotia and Canada regarding key labour force measures. In all cases, Nova 
Scotia seems to be lagging behind the Canadian average in terms of its Visible Minority 
employment. Nova Scotia’s employment rate for Visible Minorities was approximately 
55.2%, whereas Canada’s rate was 60.2%. Nova Scotia’s unemployment rate was 
approximately 10% in 2016, whereas Canada’s was 7.7%

Table 9
Key Labour Force Measures for Visible Minority Populations in Nova Scotia, 2016 61   

Visible Minority Participation Rate Participate Rate – 
Female

Unemployment 
Rate

Unemployment 
Rate - Female

Total Visible Minority 61.3 57.6 10 8.4

South Asian 70.4 60.8 9.6 12.6

Chinese 53 54.5 11.1 11.3

Black 63.5 61.6 16.2 14.3

Filipino 81.2 76.5 6.1 6.6

Latin American 69.2 62.4 8.8 11.8

Arab 49.7 41.9 12.4 12

Southeast Asian 73.8 71.8 7.2 8.1

West Asian 61.4 51.2 14.2 19.4

Korean 58.9 60.1 3.4 3.5

Japanese 60.8 59 10.2 16.7

Visible minority, n.i.e. 63.5 55.8 11.5 17.2

Multiple Visible 
Minorities 65.6 58.7 10.7 11.1
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Figure 10
Comparison of Key Labour Force Measures for Visible Minority Populations: 
Canada vs. Nova Scotia (2016) 62  
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62 Statistics Canada, 2017. Census of Population - Statistics Canada Catalogue no. 98-400-X2016286.
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Summary

The long-term success of the region’s ocean sector depends on attracting and retaining 
a diverse workforce. While some traditional sectors have made progress in building a 
more diverse and inclusive workforce (e.g. offshore oil and gas and shipbuilding), niche 
industries have lagged in these efforts. Ocean or marine-related jobs, especially those 
that require technical skills, suffer from poor visibility as career options due to their 
specialized training and reduced hiring capacity. 

A diverse labour force is important for many reasons, not least to achieve equality 
and justice for marginalized groups, but also to meet future labour force demands. 
Companies involved in the ocean cluster will need to address the systemic and industrial 
barriers that underrepresented groups face as they enter the job market. Dr. Scully 
highlights many in her 2015 report, including:

• Low awareness and visibility of ocean careers;

•  An abundance of SMEs in the region which tend to have low staff turnover, highly 
specialized roles and requirements, and short-term, reactive hiring processes (as 
opposed to long-term labour market development programs);

• Potential for discrimination from employers and fellow employees; and,

• A lack of role models and mentors to encourage younger generations to participate.

Anecdotal evidence suggests that companies and organizations in the region are 
beginning to focus on diversity and inclusion as a key aspect of their mandate. One 
such example is Irving Shipbuilding, which has made it a priority to engage with 
underrepresented groups in all aspects of their supply chain. Their Pathways to 
Shipbuilding is an example of a labour force development program which seeks to build 
lasting relationships with these communities to ensure long-term success. Additionally, 
Clearwater Seafoods was recently purchased by a partnership of Premium Brands and 
a coalition of Mi’kmaw First Nations, led by the Membertou Band of Nova Scotia and the 
Miawpukek in Newfoundland and Labrador. The deal was hailed as the single largest 
investment in the seafood industry by any Indigenous group in Canada and presents a 
significant business and labour force development opportunity for the parties involved.63

While this is certainly true for some of the larger, established, more lucrative industries, 
SMEs are still struggling to implement diversity and inclusion programs and build 
strategic relationships with diverse communities. More primary research should be done 
to help identify key issues facing SMEs as well as provide strategies and resources to help 
them engage with these communities long-term.

In order to create a baseline for future measurement, more data is needed to get an 
accurate picture of labour force participation rates of underrepresented groups. As 
described above, current datasets are limited and do not accurately reflect recent labour 
force development activities in the ocean cluster. They tend to be at a national scale and 

63 CBC, 2021. Clearwater Shareholders Approve Sale to Mi’kmaw Bands, BC Firm.

https://www.cbc.ca/news/canada/nova-scotia/clearwater-shareholders-approve-sale-to-mi-kmaw-bands-b-c-firm-1.5865287
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the data quality is inadequate and so cannot be extrapolated to the wider population. 
Questions related to diversity and inclusion are being incorporated in Canada’s upcoming 
2021 Census which will prove useful for future reports. 

As mentioned previously, the purpose of this document was to provide an overview of 
what labour force data currently exists on underrepresented groups. It is not exhaustive 
and did not explore broader themes of systemic racism and gender inequalities that have 
caused disparities in labour force participation. Additional primary research in this area 
is needed to ensure the data is considering the lived experiences of individuals in these 
communities. 


