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 Chart 6-1 
Projected Labour Force Change by Age and Sex, Canada, 2008-2018 (thousands) 

 
Source: Statistics Canada and R.A.L. Consulting Limited 

 
Using projections developed by Statistics Canada2, it is clear Canada’s Aboriginal peoples will be a 
crucial component of the nation’s youth in the future. We have calculated that ten years from now one 
in three Aboriginals will be in the 15 to 34 age group compared to one in four in the general 
population.  
 
Statistics Canada has also developed projections for the visible minority element of the population. The 
implications for the labour force are profound: 
 
Under the reference scenario, the renewal potential of the working-age visible  minority population, 
with an entries-to-exits ratio of 1.42 in 2017, would be far greater than that of the non-visible minority 
population, which would have an entries-to-exits ratio of less than 1 (0.75) in 2017. This means that in 
2017, for every 100 visible minority persons old enough to leave the labour force, there would 
be 142 old enough to join it, whereas in the rest of the population, there would be only 75 
potential entries for every 100 potential exits.3 
 
In the Insurance Institute’s 2008 report, we projected a potential decrease of 25 percent in the work 
force of the property and casualty industry as a result of retirement alone.4 
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2 Statistics Canada, Projections of the Aboriginal Populations of Canada, Provinces and Territories: Detailed Statistical Tables, 2001 to 2017. 
3 Statistics Canada, Population Projections of Visible Minority Groups: Canada, Provinces and Regions, 2001-2017, page 16. 
4 Insurance Institute of Canada, A Demographic Analysis of the Property and Casualty Insurance Industry in Canada, 2007-2017: Full Report (May, 
2008), pages 103-106. 
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 Bringing together labour force trends and potential industry need over the next ten years, it is clear that 
the targeting of the cohorts will be a necessity. Determining who to target and how will be a reflection 
of the human resource requirements identified by individual employers through their strategic planning 
processes. 
 
At present, the property and casualty insurance industry has a low profile in many of the initiatives 
targeted at the four cohorts. This is evident in the various “best employer” competitions as well as on a 
number of web sites that have been reviewed in this report. The findings of the survey of the industry’s 
human resource management professionals confirm the limited use of targeting and the preoccupation 
with youth as a target group. Phased retirement programs are an effective way to recruit and retain 
mature workers. The ranks of mature workers are expected to swell in the coming years. Yet, the current 
availability of phased retirement programs in the industry is low. 
 
RECOMMENDATION: Companies should review the findings of this report regarding the 
recruitment and retention of youth, Aboriginals, immigrants, and mature workers and 
develop, through their strategic planning processes, initiatives appropriate to their specific 
needs. A desirable outcome of such efforts would be the selection as a “best employer” for 
one or more of the cohorts within the next few years. 
 

Industry-level 
 
These two demographic research studies sponsored by the Insurance Institute have put a spotlight on 
the urgency of labour force trends and issues within Canada’s property and casualty insurance industry. 
They also point to the strategic need to have a regular cycle of research activity at both the industry and 
company levels. Replicating both the demographic and survey research work on a timely basis are 
required. Timely, industry-wide research can establish benchmarks and trends against which employer 
initiatives can be measured and evaluated. 
 
The research clearly demonstrates that, in order to meet the future human resource needs of the 
industry, a multi-pronged approach is necessary. Industry and career awareness and more competitive 
recruitment initiatives targeted at the youth cohort and the cohorts that overlap - Aboriginals and 
immigrants – are necessary not only at the company level but industry-wide as well. Such initiatives as 
the Institute’s Career Connections program (which has many of the features of the initiatives directed at 
youth and the other cohorts that we identified in Part 3), is a prime example of an industry-wide 
program that is furthering the goals related to youth recruitment.  
 
Other initiatives such as the Sector Councils, which can be effective partnerships in the human resource 
management area, could be explored. For example, the database developed by the Alberta Chamber of 
Resources on Aboriginal workforce development programs in the resource industries is an excellent 
model of industry-wide information sharing. Collecting this type of information is a necessary condition 
for effective strategic planning. Another example of effective industry-wide cooperation is the variety of 
initiatives targeted at internationally-trained workers by the Information and Communications 
Technology Council. 
 
In conclusion, this report should meet the purpose of the research: to assist industry stakeholders with 
the recruitment and retention of strategic labour market cohorts – youth, Aboriginals, immigrants, and 
mature workers. 
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LAST WORD FROM THE INSURANCE INSTITUTE 

 
The Insurance Institute of Canada is proud to present this second demographic research 
study of the property & casualty industry. We are confident that the first and now this 
second research study provide information that is valuable to our stakeholders and the 
industry. While we recognize the daunting task awaiting many of the human resource 
professionals in the industry, we are confident that the knowledge gained from this re-
port will provide employers with the impetus and information to develop and imple-
ment appropriate strategies to meet your future human resource requirements.   
 
At the time of publication (July, 2009), the economy is still entrenched in a downturn 
and has not yet rebounded. Many have been speculating that the retirement projections 
of the first study may now be wrong. But, as our research consultant Richard Loreto, has 
explained, “it is important to recognize that even if some mature workers delay retire-
ment and the timeframe shifts a little, the projected numbers or proportion of workers 
eligible to retire stays the same and therefore the pending mass exodus and leadership 
gap is still looming.” 
 
The research tells us that there are not enough entrants to replace those exiting. Tar-
geted recruitment of youth, including immigrants/new Canadians and aboriginals, is 
critical in an aging work force. The research also tells us that retention and succession 
planning – of younger employees/recent entrants and mature workers – is critical to the 
industry’s sustainability. 
 
This second report picks up on the first report’s recommendation that there is a need for 
industry-wide and company-specific systematic work force planning required as applied 
to the four cohorts – youth, immigrants, aboriginals and mature workers. We 
hope that this resource guide will help organizations create the strategies needed to 
meet their hiring needs, training and development assessments, and the potential lead-
ership gaps. 
 
From the Institute’s perspective, we are confident that the Career Connections program 
– the career awareness and insurance education program run by the Institute on behalf 
of the industry – will continue to grow and succeed in achieving its mission. We are 
pleased that the information contained herein can and is contributing strategically to 
the advancement of the Career Connections program.  
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