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Executive Summary

The information collected through the workforce census is intended to help guide our efforts in making The
Children’s Aid Society of Ottawa successful in creating and sustaining a workforce that embraces diversity and
inclusion and supports all employees in achieving their full potential. It is part of our strategic initiative to foster a
work environment where staff can maximize their potential and feel supported in their commitment to provide
excellent client service. The ability to serve clients from various backgrounds and communities is enhanced by
continuing to attract, develop, and retain a diverse workforce at CASO. We continuously strive for a workforce
that reflects the clients and communities we serve and promotes an environment that values respect, dignity and
professional growth. Our ability to attract, develop, and retain a quality diverse workforce is the key to CASO’s
success.

The workforce census collects data about personal and job-related demographics that include organizational,
individual, educational, cultural, religious, language, dependent care, and non-work activity activities. The results
of the census provide a description of workforce attributes, baseline representation data, and comparisons to
external population data for the Ottawa municipality. As part of this census project we also had the opportunity
to compare the composition of our 2020 workforce demographics against census data collected in 2014.
Together, this information will be used to inform CASO about the changing needs of its employees and
communities, and the alignment between these needs. The information will be used to evaluate our progress,
underpin further planning, monitor trends, and inform priorities and programs, to improve the way that CASO
fosters its workforce and serves its communities.

CASO has made significant steps toward its diversity and inclusion vision, and will leverage the information from
the 2020 workforce census to more fully integrate diversity and inclusion into its objectives, goals and priorities,
and ultimately advance our ability to foster equity through informed and focused measures.

We also feel it is important to acknowledge that Canadians (and others across the globe) are experiencing
unprecedented changes and disruptions to both their personal and work lives, given the COVID-19 Pandemic of
2019-2020. This being the case, it is important to recognize that this some of the results that emerged in
particular areas of the Census (e.g., work-life balance, dependent care responsibilities) may have been impacted
by this lived experience of the respondents.

Below we present some of the key findings of CASO’s 2020 Workforce Census:

Workforce Census Participation

• The Be a Voice for Change 2020 Workforce Census was administered in electronic and hard-copy format over 
a four-week period beginning August 24, 2020.

• All CASO employees were invited and encouraged to participate in the workforce census.  A total of 367 
employees completed the census, resulting in a response rate of 82%.

• 1% of respondents indicated that they experienced barriers to completing the census.

The high response rate is quite an accomplishment given the voluntary nature of the census, and the
complications of remote work due to the Covid-19 pandemic. The extensive planning and hard work by CASO
members made the census accessible for nearly all respondents. Further highlighting the success of the initiative
is that the 2020 response rate was similar to the response rate achieved in 2014, when employees completed the
census at the physical office location.
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What Attracted Employees to Work at CASO

• The most common responses are:  63% total compensation package, 55% types of jobs available, 54% 
opportunity to learn new skills, 37% flexible schedule and hours, and 36% coworkers/team environment.  
With exception to flexible schedule and hours, the other four responses were also among the top five most 
common responses in 2014.

• The least common responses are:  12% organizational culture, 12% management and leadership, 14% 
volunteerism/giving back to the community, and 14% inclusiveness of workforce.  These were also the least 
common responses in 2014 (excluding organizational culture, which was new to the 2020 census).

• Responses endorsing promotion and lateral career development opportunities decreased from 34% in 2014 
to 23% in 2020, while flexible schedule and hours increased from 24% to 37%.

The factors that are commonly valued by employees for recruitment purposes continue to be consistent with
those identified in 2014, but with a shift toward more focus on flexibility and less on promotion and career
development. CASO can continue to develop the foundation and profile of priority areas, while researching and
adjusting to changes in preferences in the population from which it recruits talent.

Why Employees Stay at CASO

• The most common responses are:  77% total compensation package, 76% coworkers/team environment, 57% 
flexible schedule and hours, and 55% opportunity to learn new skills.

• The least common responses include:  16% volunteerism/giving back to the community and 16% reputation of 
CASO.

Total compensation, skill acquisition, and flexible schedule and hours are key factors to both attraction and
retention, but an important reason employees stay at CASO is the coworkers/team environment. Maintaining a
collegial environment, and peer social support, to foster employee engagement and well-being requires different
strategies. CASO should develop a process for monitoring this aspect of employees’ work experience, as well as
strategies for identifying and managing potential warning signs related to strained work relationships. That said,
at this time the results suggest that employees work relationships are an important contributor to retention at
CASO.

Retirement

• 28% of respondents plan to retire within the next 10 years.  This is an increase over the 19% reported in 2014.
• 47% of Management respondents plan to retire within the next 10 years.
• 13% of respondents will reach age 65 within the next 10 years.

The distribution of the workforce planning to retire has shifted toward the earlier windows. This places even
more emphasis on CASO’s need to replenish its highly educated and specialized workforce within a foreseeable
timeframe. CASO can conduct an evaluation of the effectiveness of recruiting, staffing and succession planning
strategies in recent years to gauge their efficacy in optimizing candidate pools, sourcing qualified persons, and
ensuring good fit between individuals and the organization, as well as identifying gaps and barriers. A review of
its succession plan can ensure that structures and processes are in place to identify critical knowledge, skills,
abilities and other qualities required to succeed in leadership positions, and develop internal talent or source
external talent against these requirements. Though workforce replacement is challenging, it also an opportunity
to further foster an inclusive workforce that reflects Ottawa’s diverse communities.
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Educational Pursuits and Career Advancement

• 18% of respondents plan to attend a post-secondary institution within the next year:  94% part-time and 6% 
full-time.

• 24% of respondents meet all requirements of career advancement and 18% will meet all requirements within 
the next 4 years.  19% of respondents are interested in lateral transfer opportunities.  The percentages in all 
three aforementioned categories decreased from 2014, where they were 26%, 22%, and 24%, respectively.

• 27% of respondents indicated they are not interested in career advancement within the next 4 years, 
compared to 20% in 2014, and 12% indicated they are not interested in career advancement compared to 8% 
in 2014.

The workforce continues to develop its knowledge and skills and be motivated to advance and seek new
opportunities. The continued high demand for advancement has the potential to assist in filling vacancies,
particularly those from the next wave of retirement. CASO should identify critical roles that will require
replacement in the coming years, then identify internal talent and the additional development they require to fill
these critical roles (i.e., succession planning).

If opportunities lag or are difficult to access, strategies may be required to ensure that employees do not become
dissatisfied and to mitigate the risk of losing required talent. Advancement and lateral goals can be supported by
CASO through well-developed employee development programs that provide guidance to meet necessary
requirements and policies that support training and education.

Work-Life Balance

• 99% of respondents spend time on activities related to their house and home; 40% spend 15 hours or more 
per week on these activities (compared to 27% in 2014).

• 63% of respondents regularly spend time looking after children; 40% spend 15 hours or more per week on 
these activities (compared to 36% in 2014).  43% of respondents regularly spend time looking after other 
types of dependents; 7% spend 15 hours or more per week on these activities (compared to 5% in 2014).

• 89% of respondents rely on social networks, 75% health-building activities, 73% recreational activities, and 
62% healthy eating habits as strategies to promote wellness.  The percentage indicating social networks 
increased significantly from the 59% reported in 2014.  Reliance on EAP/counseling services increased from 
15% in 2014 to 20% in 2020.

The responsibilities of the CASO workforce outside work are many and appear to be increasing in demand. The
implications for employee well-being places emphasis on an ongoing review of policies and programs that may
help the workforce manage the demands of their work and lives outside work. CASO should monitor whether
workplace resources and current practices are adequate for providing support and managing stress, or whether
there is a need to develop and implement additional ways to help employees promote their well-being.

Children and Other Dependents

• 63% of respondents have dependent care responsibilities (similar to 65% in 2014).
• Within the respondents with dependents, 68% care for more than one dependent (compared to 64% in 

2020).
• Within the respondents with dependents, the percentage who care for various types of dependents is:  86% 

children, 18% elders, 9% dependents with disabilities, 7% immediate family members, and 2% friends.  There 
were slight increases in the elders, dependents with disabilities, and friends categories, which were 15%, 8%, 
and 1%, respectively, in 2014.
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Children and Other Dependents (continued)

The concerns and responsibilities associated with dependent care affect a large portion of employees and speak
to the need to continue ensuring employees have the resources and support required to provide proper care for
their dependents (e.g., child care, health benefits, stress-management, flexibility in leave, etc.). The results
indicating an increase the percentage of respondents caring for non-child dependents support the need focus
attention on broader, more inclusive dependent care policies.

Gender

• 14% of respondents are male and 86% are female.  In 2014, this was 16% and 84%, respectively.
• No respondents identify their gender as 2-spirit, gender fluid, intersex, non-binary, and trans (unchanged 

from 2014).

Although gender representation tends to be variable by industry and occupation, CASO can still ensure that 
access to employment at CASO is equitable for all genders.  Regular monitoring of gender trends in labour force 
availability, enrolment in relevant programs, etc., can provide a benchmark for gauging equity.  CASO can also 
work with similar organizations and educational institutions to promote participation in the field from all genders.  
Within the organization, it is valuable to assess whether gender representation is consistent in successively 
higher positions in the organization.

Regardless of the representation within the organization, continued development of CASO practices and culture 
that contribute to inclusion and awareness of gender identity will aid with better serving clients and community 
members.  CASO also has the opportunity to ensure that policies and resources are inclusive and anticipate the 
requirements of all genders.

Disabilities

• 9.7% of respondents consider themselves to be a person with a disability (similar to 9.3% in 2014).
• The most common types of disability reported were: 59% mental health, 47% pain, and 32% mobility. These 

percentages were higher than those reported in 2014.
• 59% of respondents with disabilities indicated more than one type of disability.  Most disability types had 

higher percentages over the previous census.

One in ten respondents considers themselves to be a person with a disability, 59% of which indicating they have
more than one type of disability. CASO should review accommodation policies and practices for demand, access
and potential barriers to access, including sensitivity and confidentiality, and what and how information about
procedures for requesting an accommodation is communicated to employees.

Sexual Orientation

• 10% of respondents identify with a 2-spirit, asexual, bisexual, gay, lesbian, pansexual, or queer sexual 
orientation (up from 5% in 2014).

This finding highlights the increasing diversity in sexual orientation within CASO, and puts emphasis on continuing 
to prioritize policies and practices related to sexual identity to ensure persons of all sexual orientations feel 
included and safe. In addition, ensuring that CASO employees have the training and resources in terms of 
awareness, sensitivity, and information about the unique needs all sexual orientations (whether in the workplace 
or when providing services to clients) needs to be a priority.
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Culture and Immigration

• The percentage of respondents by descent category is:  76% European, 12% Indigenous, 12% African/ 
Caribbean, 6% Asian, 3% Middle Eastern/North African, and 1% Latin American.

• 7.5% of respondents identify as Indigenous persons compared to 2.5% of persons in Ottawa.  In 2014, 4.8% of 
respondents identified as Indigenous persons.

• 16% of respondents consider themselves to be visible minority persons compared to 26% of persons in 
Ottawa.  In 2014, 12% of respondents considered themselves to be visible minority persons.

• 14% of respondents immigrated to Canada compared to 24% of persons in Ottawa.  In 2014, 13% of 
respondents immigrated to Canada.

With access to comparative data from 2014, CASO has the ability to review, evaluate, and, where necessary, 
recalibrate its goals, and action plans, as well as consider any new challenges related to culture and immigration. 
It is an opportune time to review and enhance strategies, while evaluating effectiveness of policies and
practices.

It is important to ensure that CASO’s workforce grows with the changing diversity in Ottawa.  However, there will 
be challenges to aligning representation due to variability in the labour force for the specific credentials and 
experience required to populate key roles within CASO.  CASO should focus on continuing to develop the breadth 
and depth of its recruitment and applicant pools and ensuring workplace practices are equitable.

Language

• 99.4% of respondents speak English well enough to have a conversation and 54% can speak French (similar to 
100% and 53%, respectively, in 2014).

• 15% of respondents can converse in a language other than English or French (similar to 14% in 2014).
• 5% of respondents can converse in other European languages (compared to 8% in 2014).
• 10% respondents can converse in a language outside of English, French and other European languages 

(compared to 7% in 2014).

There are opportunities for CASO to use its workforce’s language skills to form stronger connections with its
communities. However, even with comparable language diversity, the resources may be insufficient for language
needs encountered on the job and within client communities. CASO should collect and maintain information
about specific needs for language resources encountered by the workforce, and common language resources
used on the job.

Accommodation

• 10% of respondents indicated they are being accommodated in the workplace.  This is a decrease from the 
18% reported in 2014.

There was a marked decrease in the percentage of respondents indicating they are receiving accommodation.  
CASO should investigate the reason for the shift, whether from a corresponding decrease in needs or requests or 
whether from a decrease in available resources and procedures for accommodating employees.

The detailed findings provided within this report offer a rich source of information from which to identify areas of 
strength and opportunity, and direct CASO’s tactical and strategic priorities moving forward. This report also 
includes recommendations from TWI Inc. These recommendations are designed to provide CASO with tactics and 
strategies to  support its objective of becoming an employer that is inclusive and equitable for all.

The findings from the census tell a compelling story about CASO, its workforce, its communities, and their needs.  
This points to areas for action that can benefit all employees, clients and community members, and will 
ultimately make CASO stronger in its services.
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Strategic Recommendations

This census provides CASO with a unique ability to respond to the unique circumstances of the new work
environment caused by the Covid-19 epidemic. The following set of recommendations should be considered
as CASO looks to ensure an inclusive environment in the new “norm” of the workplace.

1. CASO must develop a comprehensive, multiyear diversity, inclusion and human equity strategy lead by 
the Senior Leadership.

2. CASO must communicate the findings of the workforce census with emphasis on differences since 2014 
to the entire workforce population and key stakeholders including the board and union.

3. CASO needs to gather further qualitative information to better understand significant gaps identified in 
the census especially those showing a trend since 2014.

4. CASO should update existing leadership competencies to support an effective leadership accountability 
framework for diversity, inclusion and human equity which can be integrated into the existing 
performance management process.

5. CASO should strategically look at the workforce census data to get a focused analysis on talent 
differentiation, career development, succession planning and key positions, as well as managing 
retirement and replacement strategies over the next decade.

6. CASO should consider “comprehensive skills mapping programs” focused on unique ability career 
development which can be used in combination with succession planning and retirement/replacement 
programs.

7. CASO should strategically look at a comprehensive corporate memory loss prevention program for key 
and critical positions including the use of active mentorship for high potential/high producing employees.

8. CASO should update and communicate the organizational case for change for diversity, inclusion and 
human equity using the data from the workforce census.

9. CASO should introduce a balanced scorecard framework for the above referenced multiyear strategy for 
diversity, inclusion and human equity. 

10. CASO should document and communicate this initiative throughout the industry to encourage other 
children’s aid organizations to collect up to date quantitative data.
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Recommendations and Suggested Follow-Up Actions

General 

 Identify new priorities for strengthening policies and practices that are fully inclusive, respect diversity, and 
consider the needs of unique groups.

 Further develop policies and practices to promote a workplace that is welcoming, safe and inclusive for persons 
with diverse demographic and social identities.

 Further develop policies and practices to provide services that are accessible and inclusive for persons with 
diverse demographic and social identities.

 Review policies and practices (e.g., recruitment and selection, promotion, training and development, 
performance appraisal, salary and benefits, etc.) to ensure they are equitable, barrier-free and applied 
consistently throughout the organization.

 Assess the effectiveness of updates to policies and practices that were implemented within the last few years to 
promote inclusiveness and diversity in CASO’s services and organization.

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

 Ensure workforce planning and succession planning strategies that consider diversity and inclusion objectives 
are prioritized 

 Expand programs that help strengthen the fit of employees within CASO (e.g., language training, skills training, 
enhanced orientation programs, mentoring, etc.).

 Review processes and resources to ensure that CASO employees are well trained and have access to 
information and resources to meet the needs of a diverse workforce and diverse client base.

 Continue building an organizational culture that celebrates inclusion and diversity.

Retention and Replacement

 Update succession planning strategy based on new census data for upcoming vacancies in key positions and 
areas in CASO.

 Expand programs and initiatives designed to offset the relative inexperience of newer workforce members and 
help develop skills and experience in an accelerated and guided manner.

 Examine ease and equitability of access to promotion of career development opportunities.

 Develop a system for evaluating whether there are non-merit-based differences in individuals who apply or are 
put forward for consideration compared to employees who do not apply or are not being considered.

 Develop a system for evaluating whether there are differences in individuals who apply or are put forward for 
training and development opportunities.

 Further examine, develop and document demonstrated performance indicators beyond educational credentials 
(e.g., experience, lateral skills) that can help to identify high potential talent while enhancing the breadth of 
potential candidates.

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

 Assess CASO’s capacity to enhance and expand on employment factors that matter to employees to support 
recruitment of new staff and engagement of existing staff.

 Update research that assesses CASO’s competitiveness in terms of compensation, skills acquisition, experience, 
and other factors required to attract and retain the skilled and experienced talent required at CASO.
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Recommendations and Suggested Follow-Up Actions

Retention and Replacement (continued)

 Identify unique factors and intangibles that make CASO a desirable employer.

 Conduct confidential exit interviews with all exiting staff that examine honestly and opening reasons for leaving 
the organization, areas for improvement, areas of success, and fairness and inclusivity, as part of a continuous 
process of improvement to attract and retain talent.

Education

 Determine whether CASO educational policies and programs sufficiently align with the plans of the CASO 
workforce.

 Review accommodation policies for employees pursuing education while employed at CASO.

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

 Update the curriculum to prepare CASO employees for the ongoing growth and changing diversity in Ottawa 
and the impact on service provision.

 Investigate the educational pursuits of CASO’s workforce to assess the potential new skills that employee are 
acquiring in relation to CASO’s strategies and requirements.

Persons with Disabilities

 Conduct disability focus groups to better understand the implications of the large proportion of persons with 
disabilities and prevalence of disability type, and to identify ways in which CASO can further foster a fully 
inclusive and equitable workplace for persons with disabilities.

 Assess whether CASO has instituted effective measures for accommodation to attract and support future talent 
with disabilities.

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

 Review programs, services and policies for accommodating employees with disabilities in light of the new 
information about types of disability within the workforce.

Culture and Immigration

 Review representation of cultural/religious groups across organizational demographic categories and other key 
indicators.

 Analyze representation of workforce from diverse groups in relation to leadership positions within the 
workforce, and the diversity of the pools that feed into leadership positions.

 Update data on educational institution and labour force availability by cultural and racial identity to accurately 
gauge the levels of availability in applicant pools and inform efforts to foster a cultural and racial composition 
broadly reflective of the communities CASO serves.

 Identify gaps in CASO’s applicant pools, such as particular skill sets or the availability of talent from diverse 
groups.

 Review policies and practices to ensure that they are fully inclusive and respect diversity, while taking into 
account the changing needs of diverse cultural groups.

 Review processes for employees to submit information about areas requiring accommodation and describe 
barriers to inclusion.
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Recommendations and Suggested Follow-Up Actions

Culture and Immigration (continued)

 Identify areas where CASO can provide training to assist diverse employees who may have key qualifications but 
would benefit from additional development.

 Develop outreach strategies through collaborations with diverse cultural and religious/spiritual communities to 
increase awareness and build relationships in diverse communities.

 Review policies and practices to identify new priorities related to accommodation and awareness of religious 
diversity.

 Develop policies for requesting and assessing requests for religious or spiritual accommodation.

Language 

 Update the database of CASO employees who can potentially serve as an informal internal resource to provide 
language assistance.

 Research trends in the external population and client population for information about changing needs for 
language resources that can inform language training, multilingual information and documentation, and 
translation services.

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

 Continue to educate the workforce with respect to how people understand each other across different 
languages and accents and how to facilitate this understanding.

Dependent Care

 Ensure that programs, services and policies related to dependent care move beyond a traditional focus on child 
dependents and account for the increase in prevalence of other dependent care responsibilities encountered 
by the workforce.

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

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

Work-Life Balance

 Assess the positive impact of remote work arrangements and challenges encountered by employees.

 Review the new census results to understand changes to employee responsibilities outside work.

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

 Encourage managers to learn about the type of work each team member likes/dislikes, feels 
effective/ineffective executing, finds manageable/unmanageable, finds meaningful/not meaningful, etc. to 
understand potential stressors that might be managed.

 Continue to assess where additional resources would be most effective and investigate ways to streamline 
workplace processes.

ix



CASO 2020 Workforce Census Report

Table of Contents

Section Page

Introduction 1

Methodology 5

Interpreting the Results 7

CASO Workforce Census Respondents 9

Question-by-Question Results 12

Part I:  Organizational Demographics 12

What is your department? 12

What is your role or job category? 13

What is your employment status? 15

How long have you been employed at CASO? 16

Summary:  Organizational Demographics 18

Part II:  Individual Demographics 19

To which age group do you belong? 19

When do you plan to retire? 21

Which gender do you identify with? 22

Do you consider yourself a person with a disability? 24

What is the nature of your disability? 25

Are you currently being accommodated in the workplace? 27

What is your sexual orientation? 28

Summary:  Individual Demographics 29

Part III:  Education 30

What is the highest degree, certificate or diploma that you have completed? 30

What was the major field of study of the highest diploma, certificate or degree 
that you have completed? 32

What is the highest Social Work degree you have completed? 34

Are you planning to attend school, college or university within the next year? 35

What is your anticipated course load? 36

Are you currently working towards, or considering working towards, meeting the 
position requirements for career advancement? 37

Summary:  Education 38

x



CASO 2020 Workforce Census Report

Table of Contents continued…

Section Page

Part IV:  Culture and Religion 39

Do you consider yourself to be an Indigenous person? 39

Please select the band, community or group(s) with which you identify. 40

Please indicate with which group(s) below you identify. 42

Do you consider yourself to be a visible minority? 43

Are you now, or ever been, a landed immigrant? 44

Please indicate your religious or spiritual affiliation. 45

Summary: Culture and Religion 47

Part V:  Languages 48

What language(s) can you speak well enough to have a conversation? 48

Summary: Languages 50

Part VI:  Children and Other Dependents 51

Who do you provide dependent care for? 51

Do you provide this care for more than one individual? 53

In the past 12 months, how often did someone else provide dependent care 
while  you were working? 54

Summary: Children and Other Dependents 56

Part VII:  Staff Activities 57

How many hours per week do you spend on the following activities? 57

Please in indicate which of the following you currently volunteer time for. 59

Summary: Staff Activities 61

Part VIII:  Working at CASO 62

What attracted you to work at CASO? 62

Why have you stayed at CASO? 64

What self-care strategies do you utilize to promote your wellness? 67

Did you experience any barriers to completing this census? 68

Summary:  Working at CASO 69

xi



CASO 2020 Workforce Census Report

Table of Contents continued…

Section Page

2014 versus 2020 Comparison 70

Part I:  Organizational Demographics 70

What is your role or job category? 70

What is your employment status? 71

How long have you been employed at CASO? 72

Summary:  Organizational Demographics 73

Part II:  Individual Demographics 74

To which age group do you belong? 74

When do you plan to retire? 76

Which gender do you identify with? 77

Do you consider yourself a person with a disability? 78

What is the nature of your disability? 79

Are you currently being accommodated in the workplace? 81

What is your sexual orientation? 82

Summary:  Individual Demographics 83

Part III:  Education 84

What is the highest degree, certificate or diploma that you have completed? 84

What was the major field of study of the highest diploma, certificate or degree 
that you have completed? 86

What is the highest Social Work degree you have completed? 88

Are you currently working towards, or considering working towards, meeting the 
position requirements for career advancement? 89

Summary:  Education 90

Part IV:  Culture and Religion 91

Do you consider yourself to be an Indigenous person? 91

Do you consider yourself to be a visible minority? 92

Are you now, or ever been, a landed immigrant? 93

Please indicate your religious or spiritual affiliation. 94

Summary: Culture and Religion 96

xii



CASO 2020 Workforce Census Report

Table of Contents continued…

Section Page

Part V:  Languages 97

What language(s) can you speak well enough to have a conversation? 97

Summary: Languages 99

Part VI:  Children and Other Dependents 100

Who do you provide dependent care for? 100

Do you provide this care for more than one individual? 102

In the past 12 months, how often did someone else provide dependent care 
while  you were working? 103

Summary: Children and Other Dependents 107

Part VII:  Staff Activities 108

How many hours per week do you spend on the following activities? 108

Please in indicate which of the following you currently volunteer time for. 111

Summary: Staff Activities 114

Part VIII:  Working at CASO 115

What attracted you to work at CASO? 115

What self-care strategies do you utilize to promote your wellness? 117

Did you experience any barriers to completing this census? 118

Summary:  Working at CASO 119

Additional Analyses 120

Equity Group Representation by Job Category 121

Equity Group Representation by Length of Service 122

Length of Service by Visible Minority Status 122

CASO Employer Attributes by Equity Group 123

CASO Employer Attributes by Job Category 124

Planned Retirement Timeframe by Job Category 125

xiii



CASO 2020 Workforce Census Report

Table of Contents continued…

Section Page

CASO Demographics At-a-Glance 126

Organizational Demographics 126

Individual Demographics 127

Education 129

Culture and Religion 131

Languages 133

Children and Other Dependents 134

Staff Activities 135

Working at CASO 136

Points of interest 138

Retirement and Workforce Replacement 138

Ethnic and Cultural, Racial and Religious Diversity 139

Persons with Disabilities 140

Diversity at CASO 141

Work-Life Balance 142

Demand for Movement and Advancement 143

Appendices 144

CASO 2020 Workforce Census Survey 144

External Data Sources 160

About TWI Inc. 161

xiv



CASO 2020 Workforce Census Report 1

Introduction

Overview

The information collected through the 2020 census is intended to help guide our efforts in making The Children’s
Aid Society of Ottawa successful in creating and sustaining a workforce that embraces diversity and inclusion and
supports all employees in achieving their full potential. It is part of our strategic initiative to foster a work
environment where staff can maximize their potential and where we can support our collective commitment to
provide excellent client service. The ability to serve clients from various backgrounds and communities is enhanced
by continuing to attract, develop, and retain a diverse workforce at CASO. We continuously strive for a workforce
that reflects the clients and communities we serve and promote an environment that values respect, dignity and
professional growth. Our ability to attract, develop, and retain a diverse workforce is the key to CASO’s success.

Additionally, as we continue our Anti-Oppressive Practice journey, this workforce census can also be understood as
an effective means through which we can answer the question: “Who are we?” In answering this question, we are
then more able to reflect on and analyze our shared and divergent experiences which more often than not are
rooted in our complex social identities.

Background

The 2020 workforce census is a follow up to the initial census completed in 2014 and will be used to evaluate our
progress as well areas where we may need to start doing things differently. The Census Steering Committee was
the lead committee for developing this census tool, rolling out the communication strategy and guiding the overall
process. This committee was comprised of CASO staff members who volunteered to play a key role. Task Forces
comprised of members from CASO's existing forums/groups, including the Umoja Group, the Queer Forum, and the
Indigenous Staff Group, were also consulted in developing the census questions.

All recommendations and strategies surrounding the workforce census were approved by members of the Senior
Leadership team prior to implementation. Throughout the communication campaign, all teams were provided with
an information session hosted by members of the census steering committee. This provided an opportunity for all
employees to ask questions, make suggestions, and discuss the benefits and outcomes of the census. The
information gathered during these sessions was invaluable in terms of guiding the development of the tool, the
communication strategy, and the delivery of the census.

Be a Voice for Change 2020:  CASO Workforce Census
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Introduction

About the Workforce Census

The workforce census is an organization-wide survey that collects quantitative information about demographic
characteristics of our workforce. The census taps into organizational, individual, educational, ethnic/cultural,
religious/spiritual, language, dependent care, and non-work activity variables. CASO's internal data can be
compared to external data from Statistics Canada for the city of Ottawa population. The hope is to eventually be in
a position to compare our internal representation to the identity-based data of the clients we serve.

The workforce census is intended to help CASO more effectively address the needs of its workforce and
communities by informing programs, policies and practices for comprehensive planning. Our goal is to build a
stronger workforce that is a key component of a skilled, innovative and welcoming organization.

The workforce census serves a clear and practical purpose to allow CASO to develop its initiatives that address such
areas as:

 Workforce demographics that reflect the diversity of the community and enhance CASO's capacity to address 
the needs of the diverse community it serves

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

 Enhancing the utilization of valuable skills that reflect the experience and educational attainments of the 
workforce

 Leveraging the language and cultural knowledge of the workforce
 Identifying resources and training required to address potential demographic and skills gaps
 Reducing disparities in equitable representation across workforce levels and opportunities with respect to 

gender, Indigenous identity, race, disability, age, sexual orientation, and education

The Be a Force for Change 2020 workforce census fosters CASO’s commitment to equity, diversity and inclusion. By
gathering information about the unique characteristics of its workforce, CASO will develop a better understanding
of its workforce.

A comparison of our current workforce to the general population will provide a better understanding of the
inclusivity of the environment at CASO.

Diversity and Inclusion

By conducting a workforce census, CASO is advancing its ability to foster equity through informed and focused measures. By
being equitable, CASO will strengthen its capacity to serve the residents of Ottawa. By collecting information about its
workforce characteristics, CASO will enhance its ability to address the issues that impact and matter to its employees and
communities.

Why it matters:

 We have a responsibility to consider all current and future employees.
 We recognize that people have unique cultures and identities.
 We benefit from the skills and knowledge diverse persons bring to our organization.
 We recognize that persons from diverse groups may face different daily realities in the workplace and have unique needs.
 We see more and more workplaces are dealing with the increased visibility of persons from diverse groups.
 We want to remove barriers to inclusion such as discrimination and lack of accommodation.
 We want to provide a safe and welcoming workplace for all persons.
 We take pride in our heritage.
 We want to ensure that diversity exists at all levels of our organization.
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Introduction

Administering the Census

When developing the census, it was important for everyone at CASO to be part of the process. This led to the origin
of the workforce census name, Be a Voice for Change 2020, which embodies our workforce’s commitment to
building an environment that is, and feels, inclusive for all people, and to enrich the lives of their colleagues and
communities.

In order for CASO to better serve the needs of its workforce and its communities, it was important that an accurate
indication of who comprises the workforce was captured, along with information about the characteristics they
bring to the workplace. It was also important to capture this information in order to obtain a comparison to our
2014 census data.

Every effort was made through consultation and communication to ensure that CASO employees were well-
informed about the workforce census and that the survey was accessible. All employees were encouraged to
participate.

CASO's Workforce Census was launched on August 24, 2020. The initial data collection period was August 24 to
September 17. Prior to the launch, a virtual campaign was used to communicate the census to our workforce.

The methodology used to deploy the online census ensured confidentiality and anonymity and that only CASO staff
could complete it. This was achieved by CASO emailing invitations containing a unique ID code to each potential
respondent. These codes ensured that only invitees could take the census and that a respondent could leave and
come back where they left off. While the ID codes were provided by the census administrator, Canmark
Technologies Ltd., Canmark was never provided with the email addresses. Conversely, TWI Inc. and CASO were
never provided with any data containing the ID codes by Canmark. In this way, the anonymity of the responses was
preserved. Following completion of the fielding and data analysis, the ID codes will be removed from the dataset
maintained by Canmark, ensuring that the data can never be linked back to an individual respondent.

Data was collected online using a secure server and subsequently analyzed by Canmark and TWI using the same
overall strategy as was done in 2014. The fact that most of the survey was kept consistent with the 2014 version has
also allowed for comparison of 2020 and 2014 response patterns.
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Introduction

Timeline of the Census

December 2019
 To assist in administering the 2020 workforce census, CASO retains TWI. This is the same firm who 

conducted our 2014 census and as such they would be able to run comparators to our 2014 data which they 
house through Canmark Technologies Ltd.

May 2020
 Official launch of 2020 workforce census project, virtual town halls with Peter Wilson, founder of TWI.
 Recruitment of steering committee members and champions

Summer 2020

 Design of the workforce census instrument, development of the communications strategy 
 Consultation with the Indigenous Staff Group, UMOJA and the Queer Forum
 Communications strategy including the creation of the 2020 workforce census SharePoint page, team to 

team information sessions, videos, FAQs and newsletters with updates and information links
 Feedback from staff consultation sessions incorporated into census instrument design
 Workforce census instrument is finalized

August 2020

 Upon request, questionnaire forms are printed and prepared for distribution
 Online questionnaire in English and French live
 CASO’s Be a Voice for Change 2020 workforce census launches on August 24
 Communications and incentives to maximize return and response rates

September 2020
 Regular monitoring of census response rates
 CASO’s workforce census closes on September 17

October 2020  Workforce census dataset is prepared, cleansed and reviewed by Canmark Technologies Ltd., a third-party 
data firm

November 2020

 Workforce census data is analyzed
 Interpretation and reporting of the results in the workforce census report
 TWI submit the overall report to CASO for review
 CASO’s Be a Voice for Change 2020 workforce census report is reviewed by the HR Advisors (Project Leads), 

Senior Leadership Team and Workforce Census Steering Committee
 TWI submits the final report to CASO
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Methodology

Data Cleansing

To ensure the consistency and accuracy of CASO’s workforce census data, the final realized sample is the product
of a data screening process to ensure that potentially false or unusable data are not included in the analyses.
Unusual responses or patterns of responses were flagged and then reviewed in relation to other responses
provided by the respondent and in relation to overall responses.

The research team took considerable time and effort to remove invalid data and verify the data for consistency
through cross-referencing opportunities that were built in the census.

The following are example of the types of questionable responses that warrant manual investigation:

 Questionable open-ended responses (e.g., bogus responses)
 Indiscriminate selection of multiple options within a single question (e.g., selecting most response categories 

in a question)
 Indiscriminate selection of options across questions (e.g., selecting contradictory categories across questions)
 Outlier responses (e.g., high incidence of extreme response categories or other unusual or rare responses)

Potential outcomes of the data investigated are as follows:

 If an unusual response is found to be an isolated incident, then the entire questionnaire is maintained.
 If a response is clearly bogus, then the data is excluded for that question, but remainder of data is 

maintained.
 If several responses are flagged, each case is weighed individually to determine whether the pattern of 

responses is unusual but feasible; in these cases the data is maintained.
 If, however, there are indications of deliberately misleading data across multiple indicators, then the entire 

questionnaire might be omitted.

In an effort to preserve the purity of the data, indeterminate responses were left intact. The possibility of errors in
the post-screening data is the cost of providing respondents with the opportunity to participate anonymously and
voluntarily. With a large enough sample, errors have little effect on the aggregated results and do not impact the
data in meaningful ways, as the exceptions do not change the overall pattern or trend that the data reveal.

Fluctuations in the Reported Results

Despite the above efforts, it is not possible to discard all data inaccuracies with 100% certainty. This is true for both CASO and
Statistics Canada baseline statistics, and hence results should be interpreted with about 1% fluctuation in reported percentages.

What does a 1% fluctuation mean exactly? Let's take a hypothetical gender breakdown of 400 respondents, where 49% of
participants are Category A and 51% are Category B. To change the results by 1% will require respondents in one category to
either deliberately or mistakenly indicate the other category. Thus, for a noticeable change in the reported percentages, it
requires a number of people to respond inaccurately in the same manner.

Inaccuracies from both sides will balance each other out to a degree, neutralizing the impact on the reported statistic. However,
in practice, inaccuracies are seldom perfectly random and hence perfectly balanced. Theoretically, the effect of noticeable
inaccurate responding becomes even smaller as the number of response categories within a question increases.

Accommodating for a 1% fluctuation in responses in a sample of 400 respondents effectively means that for a question with only
two response categories about 4 people belonging to one group must have provided the opposite response for good cause to
make a 1% difference to the allowable fluctuation. This alone gives strong reason to state that not only the overall trends and
patterns in the data, but also the percentages, are expected to be a very accurate reflection of the respondents.
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Methodology

Non-Response Bias

As with any organizational survey, there is a need to consider the population of persons within CASO who did not
respond and what this may mean for the results in terms of whether the information from respondents is
representative of the overall organization population. When survey respondents differ from non-respondents in
ways that might affect the survey results, this is known as non-response bias.

CASO’s relatively high response rate of 82% mitigates the possibility of non-response bias.

A general side-by-side review of CASO organizational data and workforce census respondents by department, job
category, employment status and length of service indicates that for most categories the differences were not
considerable. Within workforce census respondents, there is a lower representation of Clinical Support Workers
(Job Category), Temporary and Casual staff (Employment Status) and persons with 10 years’ service or less (Length
of Service). Readers should keep this in mind when reviewing the results.

A comparison of early respondents to late respondents, a potential gauge of non-response bias as late respondents
tend to have similarities to non-respondents, was not conducted. The high response rate and the relatively small
size of the CASO workforce contributed to this decision .

Based on the review of the respondent characteristics, it is reasonable to suppose that there are corresponding
similarities between the patterns of data from respondents and non-respondents. The respondents comprise a
sizeable segment of the organization and will provide valuable information about the current state of CASO. When
it comes to any organizational survey, results based on a portion of the total organization should be interpreted
with care.

The information will point to areas for action that can benefit the entire workforce and will ultimately make CASO
stronger in its services.

External Data Sources

General statistics describing the Canadian population are available through Statistics Canada for many questions
that were asked in the workforce census. These data are used as a baseline against which the internal CASO
workforce results were compared against the external population. The external comparison population is the
Ottawa Census Subdivision, the geographic category used by Statistics Canada to denote the population within the
Ottawa municipality. If external comparison data is obtained from another source (e.g., at the provincial level), this
will be indicated.

The primary Statistics Canada data sources are as follows:

 2016 Canada Census
 2017 Canadian Survey on Disability
 2014 Canadian Community Health Survey

These are the most recent Statistics Canada data available at the time of CASO's workforce census. It is important
to bear in mind that the population of the Ottawa municipality in 2020 will have shifted in some areas of
demographic composition compared to 2016.
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Interpreting the Results

Describing the Results

Each topic in the workforce census is presented as a stand-alone question, with the purpose of comparing CASO’s
patterns and trends with that of the communities where it operates.

Results are presented in terms of how responses are distributed across categories by number (frequency) and the
corresponding percentages that these numbers represent out of the total responses to the question. The external
data presents the percentages for the comparison population along corresponding categories. This allows readers
to observe the distribution of CASO respondents beside the distribution of the general population.

diverse needs within its staff.

Assigning Meaning to the Results

The workforce census data were analyzed using reputable, industry-wide social science software. For this
investigation descriptive statistical procedures were used (e.g., frequency and percentage).

The workforce census does not present findings according to statistical significance. There are various factors that
make significance testing in the workforce census impractical. One limitation of statistical significance is that with
large samples, very small differences become significant. The workforce census generally deals with large
organizational datasets and city-size external populations. The nature and format of the external population data
creates restrictions as well.

In the case of the CASO workforce census, there is a sample of about 400 respondents and an external comparison
population of more than 850,000 persons. When comparing groups of these sizes, it is possible for differences
ranging from 5% (for representations around 50%) to 1% (for representations around 1%) to be statistically
significant when using chi-square tests (with a minimum cell size of 5 and probability of p<.05). This type of
reasoning has been used as a guideline when reviewing results against the general population, and has been
applied to findings that have been highlighted in the report.

It is important to evaluate results from a practical perspective as well. For example, it may not be practical to
invest intensive resources to address a small relative gap (e.g., closing a gap between 49% and 51%), when there
are larger gaps (e.g., 40% vs. 50%) or relative gaps (e.g., 1% vs. 3%) that may warrant more attention or have
greater impact on the organization.

The external results provide valuable guidelines or benchmarks, but readers should be cautioned against focusing
unequivocally on recreating the exact representation levels in external population. The internal composition of
CASO cannot be expected to perfectly mirror external population as there are many other factors that affect
CASO’s workforce composition (e.g., types of jobs, experience required, composition of persons within the
available workforce and specific occupational groups, etc.). While there is a lot of value in comparing the
composition within CASO respondents relative to the external population, the internal data on its own provides
valuable information about diversity within CASO’s employees, and it will also be important to manage the internal
diversity and ensure that CASO keeps up with the ever more diverse needs within its staff.
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Interpreting the Results

How to Read the Tables

 The table format presented above is used to present data for most questions in the workforce census.  If 
external population data is not available for a question, the final column is omitted from the table.

 Organizational demographics questions describe the workforce by internal CASO categories, so an internal 
population column with workforce percentages is used in place of an Ottawa population column.

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

 For questions where respondents are only permitted to select one response option, the Percent column sums 
to 100%.

 For questions where respondents are permitted to select more than one response option, the Frequency 
column sums to a value higher than the Total Responses and the Percent column sums to more than 100%.

 The Percent column is based solely on the percentage of responses to the question and omits missing 
responses from the calculation.  This enables a direct comparison to the data from Statistics Canada which does 
not have missing values.

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

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

LANDED IMMIGRANT Frequency Percent Ottawa
No 337 86.6% 76.6%
Yes 52 13.4% 23.4%

Total Responses 389 of 404 96.3%
Missing Responses 15 of 404 3.7%

Response categories for the question Number of respondents who 
responded to the question, and the 
percentage of the overall census 
sample that it represents

Number and percentage of 
respondents who did not respond to 
the question

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

The bottom of the table summarizes 
the number and percentage of 
respondents who answered or 
declined to answer the question 

Question for which the results are 
presented in the table

Number of respondents selecting 
each response category

Percentage of respondents selecting 
each response category

Based only on total responses, not 
total sample

Percentage of persons from the 
Ottawa population in each response 
category
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Realized Sample

The response rate for CASO’s Workforce Census is 82%. There were 367 questionnaires submitted by respondents.
No questionnaires were excluded from the analyses. The results are based on a realized sample of 367
respondents.

The following table presents a summary of questionnaires that were excluded from the analyses:

89% percent of census questionnaires were more than 90% filled out, and another 10% of questionnaires
contained responses for most questions (i.e., more than 65% filled out).

In TWI’s experience relative to other organizations, CASO is the first organization with no questionnaires excluded
from analysis and there was a low incidence of data that had to be omitted. This indicates that for the most part
CASO’s respondents participated genuinely and in good faith.

Census Medium

The workforce census was administered online although paper surveys were available upon request – 2 completed
paper surveys were returned and entered online.

REASON OMITTED Number of Cases Percentage

Questionnaire Forms with Some Organizational Demographics, But No 
Other Questionnaire Responses 0 0%

Questionnaire Forms with Options Checked Haphazardly Within Items and 
Inconsistent Responses Across Items 0 0%

Questionnaire Forms with a Disproportionate Number of Options are 
Checked Across Multiple Items 0 0%

TOTAL QUESTIONNAIRES OMITTED 0 OF 367 0%

CASO Workforce Census Respondents

Census Language

The Workforce Census was administered in the English and French languages.

Of the 367 questionnaires in the realized sample, 313 are the English version and 54 are the French version. The
representation of respondents by survey language is 85% English and 15% French.
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JOB CATEGORY Census Count CASO Count Response Rate
Support 95 100 95.0%
Clinical Support Worker 31 75 41.3%
Resource Worker 47 51 92.2%
Child Protection Worker 131 157 83.4%
Management 58 65 89.2%
Not Specified 5 -- --

DEPARTMENT Census Count CASO Count Response Rate
Direct Client Services 253 322 78.6%
Corporate Support 110 126 87.3%
Not Specified 4 -- --

EMPLOYMENT STATUS Census Count CASO Count Response Rate
Permanent 318 360 88.3%
Temporary 30 43 69.8%
Casual 15 45 33.3%
Not Specified 4 -- --

LENGTH OF SERVICE Census Count CASO Count Response Rate
Less than 1 year 14 24 58.3%
1 to 5 years 90 132 68.2%
6 to 10 years 60 77 77.9%
11 to 15 years 64 72 88.9%
16 to 20 years 77 89 86.5%
21 to 25 years 40 38 105.3%
26 to 30 years 15 12 125.0%
More than 30 years 5 4 125.0%
Not Specified 2 -- --

OVERALL Census Count CASO Count Response Rate
TOTAL 367 448 81.9%

Response Rates

All CASO employees were invited to participate in the workforce census. Valid questionnaires were completed by
367 respondents, which is a response rate of 82%. This was quite an accomplishment given the voluntary nature
of the census.

Response rates by organizational demographics are presented below. Some respondents did not indicate a
category, reducing the frequencies across known categories. Some categories have a higher respondent frequency
than the actual head count, resulting in response rates greater than 100%. These are not inaccuracies in the data,
but rather potential identification errors by respondents.

CASO Workforce Census Respondents
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Beyond the Workforce Census

As CASO moves forward with its strategies and action plans, it may identify specific questions about its workforce
that can be revealed through analysis of the workforce census data beyond what is presented in this report. It is
possible to envision further analysis wherein the data is explored more fully.

The findings from the workforce census tell a compelling story about CASO, its people, and their needs. The results
offer insights and direction that stretch far beyond the Be a Voice for Change 2020 initiative and provide a rich
source of information that can inform a multitude of initiatives and programs within CASO.

Any discussion of the findings presented in this report is by no means conclusive. All staff will have knowledge and
insights about CASO that will provide additional context, meaning or depth to the results. Readers are encouraged
to explore the information with their own unique perspectives and interpretations.

Going Forward

Inquiries about CASO’s Workforce Census

Should you have any questions about CASO’s Be a Voice for Change 2020 workforce census, please direct your 
inquiries to:

André Crétinoir and Ayane Ali
Human Resources Business Partners

andre.cretinoir@casott.on.ca / ayane.ali@casott.on.ca
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Organizational Demographics 

Department: What is your department? 
 

Highlights 

• Respondent representation by department is:  70% Direct Client Services and 30% Corporate Support. 
• This is similar to the CASO workforce distribution of 72% and 28%, respectively. 

 
At-a-Glance 

 

 

Summary Table 

DEPARTMENT Census Count Census Percent CASO Count CASO Percent
Direct Client Services 253 69.7% 322 71.9%
Corporate Support 110 30.3% 126 28.1%

 

Total Responses 363 of 367 98.9%
Missing Responses 4 of 367 1.1%

 
* Response categories were changed in 2020 to more accurately reflect CASO’s structure. There is no comparison data 
from 2014. 
  

Why ask this question? 
• To know how respondents are distributed by department 

 

How can we benefit? 
• We can assess whether respondent composition reflects the actual 

distribution of the workforce and whether all departments are 
adequately represented
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Organizational Demographics 

Job Category: What is your job category? 
 

Highlights 

• Respondents by job category in order of representation are:  36% Child Protection Worker, 26% Support, 13% 
Resource Worker, 16% Management, and 9% Clinical Support Worker. 

• The 9% representation of Clinical Support Workers was lower than the 17% workforce representation; for Support 
workers, these numbers were 26% and 22%.  All other categories were close to actual CASO percentages (i.e., within 
2%). 

 
At-a-Glance 

26%

9%

13%

36%

16%

22%

17%

11%

35%

15%

0% 10% 20% 30% 40% 50%

Support

Clinical Support Worker

Resource Worker

Child Protection Worker

Management

CASO Census CASO Actual

 

 

   
 

  

Common Categories 

• Child Protection Worker (36%) 
• Support (26%) 
• Management (16%) 

Higher Percentage

• Support (26% vs. 22%) 
• Resource Worker (13% vs. 11%) 
• Management (16% vs. 15%) 

Lower Percentage

• Clinical Support Worker (9% vs. 17%) 
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Summary Table 

JOB CATEGORY Census Count Census Percent CASO Count CASO Percent
Support 95 26.2% 100 22.3%
Clinical Support Worker 31 8.6% 75 16.7%
Resource Worker 47 13.0% 51 11.4%
Child Protection Worker 131 36.2% 157 35.0%
Management 58 16.0% 65 14.5%

 

Total Responses 362 of 367 98.6%
Missing Responses 5 of 367 1.4%

 
  

Why ask this question? 
• To know how respondents are distributed by job category 

 

How can we benefit? 
• We can assess whether respondent composition reflects the actual 

distribution of the workforce and whether all job categories are 
adequately represented
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Organizational Demographics 

Employment Status: What is your employment status? 
 

Highlights 

• Respondent representation by employment status is:  88% Permanent, 8% Temporary and 4% Casual. 
• Only 4% of respondents indicated Casual status compared to 10% of CASO’s workforce. 

 
At-a-Glance 

 

 

Summary Table 

EMPLOYMENT STATUS Census Count Census Percent CASO Count CASO Percent
Permanent 318 87.6% 360 80.4%
Temporary 30 8.3% 43 9.6%
Casual 15 4.1% 45 10.0%

 

Total Responses 363 of 367 98.9%
Missing Responses 4 of 367 1.1%

 
  

Why ask this question? 
• To know how respondents are distributed by employment status 

 

How can we benefit? 
• We can assess whether respondent composition reflects the actual 

distribution of the workforce and whether all employment statuses 
are adequately represented 

• Information about issues encountered by different employment 
statuses improves our ability to address matters related to work-
life balance, work levels, work demand, etc. 
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Organizational Demographics 

Length of Service: How long have you been employed at CASO? 
 

Highlights 

• Respondent representation is similar to workforce representation for most categories (i.e., within 2%), except 1 to 5 
years (25% vs. 29%) and 21 to 25 years (11% vs 8%). 

 
At-a-Glance 

4%

25%

16%

18%

21%

11%

4%

1%

5%

29%

17%

16%

20%

8%

3%

1%

0% 10% 20% 30% 40% 50%

Less than 1 year

1 to 5 years

6 to 10 years

11 to 15 years

16 to 20 years

21 to 25 years

26 to 30 years

More than 30 years

CASO Census CASO Actual

 

 

   
 

  

Common Categories 

• 1 to 5 years (25%) 
• 16 to 20 years (21%) 
• 11 to 15 years (18%) 

Higher Percentage

• 21 to 25 years (11% vs. 8%) 
• 11 to 15 years (18% vs. 16%) 
• 26 to 30 years (4% vs. 3%) 

Lower Percentage

• 1 to 5 years (25% vs. 29%) 
• Less than 1 year (4% vs. 5%) 
• 6 to 10 years (16% vs. 17%) 
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Summary Table 

LENGTH OF SERVICE Census Count Census Percent CASO Count CASO Percent
Less than 1 year 14 3.8% 24 5.4%
1 to 5 years 90 24.7% 132 29.5%
6 to 10 years 60 16.4% 77 17.2%
11 to 15 years 64 17.5% 72 16.1%
16 to 20 years 77 21.1% 89 19.9%
21 to 25 years 40 11.0% 38 8.5%
26 to 30 years 15 4.1% 12 2.7%
More than 30 years 5 1.4% 4 0.9%

 

Total Responses 365 of 367 99.5%
Missing Responses 2 of 367 0.5%

 
  

Why ask this question? 
• To know how our respondents are distributed by length of service 

 

How can we benefit? 
• We can assess whether respondent composition reflects the actual 

distribution of the workforce and whether all length of service 
categories are adequately represented 

• Information about length of service provides a profile of 
experience, corporate memory and retention, and can aid in 
staffing planning 
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Organizational Demographics 
 

  
Summary 
 
 Respondent representation by department is:  70% Direct Client Services and 30% Corporate Support.  This is 

similar to the CASO workforce distribution of 72% and 28%, respectively.  A slightly higher frequency of 
respondents were from Corporate Support than the representation within the organization. 

 Respondents by job category in order of representation are:  36% Child Protection Worker, 26% Support, 13% 
Resource Worker, 16% Management, and 9% Clinical Support Worker.  The 9% representation of Clinical Support 
Workers was lower than the 17% workforce representation, while the 26% representation in Support was slightly 
higher than the 22% workforce representation.  All other categories were close to actual CASO percentages (i.e., 
within 2%). 

 Respondent representation by employment status is:  88% Permanent, 8% Temporary and 4% Casual.  Permanent 
respondents comprised 88% of the sample, compared to 80% of the actual workforce.  Meanwhile, only 4% of 
respondents are Casual status compared to 10% of CASO’s workforce. 

 Within the 20% of temporary and casual employees in the actual workforce, there may be talent that is looking for 
a permanent placement.  There are opportunities to ensure that access to opportunities related to internal 
recruitment/staffing and employee development are inclusive. 

 Respondents representation by length of service is:  4% <1 year, 25% 1 to 5 years, 16% 6 to 10 years, 18% 11 to 15 
years, 21% 16 to 20 years, 11% 21 to 25 years, and 5% >25 years.  Respondent representation is similar to 
workforce representation for most categories (i.e., within 1%).  The largest gaps were for 1 to 5 years’ service 
(25% vs. 29%) and 21 to 25 years’ service (11% vs. 8%). 

 Persons with less than 6 years of service represented 29% of respondents compared to 35% of persons in the 
actual workforce.  This may point to lower census engagement or other barriers to survey participation within 
employees with less service time. 

 There is slight disagreement between organizational records and how some respondents classify themselves.  The 
respondent counts exceeded organization counts for the 21 to 25 years category (40 vs. 38), 26 to 30 years 
category (15 vs. 12), and >30 years category (5 vs. 4). 
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Individual Demographics 

Age: To which age group do you belong? 
 

Highlights 

• 2% of respondents are under age 25. 
• 83% of respondents are concentrated between age 25 and 54.  The representation in these ranges exceeds external 

levels. 
• 15% of respondents are over age 55. 

 
At-a-Glance 
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Common Categories 

• 40 to 44 years (16%) 
• 50 to 54 years (16%) 
• 35 to 39 years (15%) 

Higher Percentage

• 40 to 44 years (16% vs. 8%) 
• 35 to 39 years (15% vs. 8%) 
• 45 to 49 years (15% vs. 8%) 

Lower Percentage

• 70 years or older (0% vs. 12%) 
• 15 to 19 years (0% vs. 7%) 
• 20 to 24 years (2% vs. 9%) 
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Summary Table 

AGE Frequency Percent Ottawa
15 to 19 years 0 0.0% 7.3%
20 to 24 years 7 1.9% 8.8%
25 to 29 years 27 7.5% 8.2%
30 to 34 years 50 13.9% 7.9%
35 to 39 years 55 15.2% 7.7%
40 to 44 years 57 15.8% 8.1%
45 to 49 years 55 15.2% 8.5%
50 to 54 years 57 15.8% 9.4%
55 to 59 years 32 8.9% 8.6%
60 to 64 years 16 4.4% 7.1%
65 to 69 years 5 1.4% 6.2%
70 years or older 0 0.0% 12.3%

 

Total Responses 361 of 367 98.4% 
Missing Responses 6 of 367 1.6% 
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AGE Frequency Percent Ottawa
15 to 24 years 7 1.9% 16.2%
25 to 34 years 77 21.3% 16.1%
35 to 44 years 112 31.0% 15.7%
45 to 54 years 112 31.0% 17.9%
55 to 64 years 48 13.3% 15.6%
65 years or older 5 1.4% 18.5%

 

Total Responses 361 of 367 98.4% 
Missing Responses 6 of 367 1.6% 

Why ask this question? 
• To know how our workforce is distributed across the age spectrum 
• Persons of diverse ages sometimes face different daily realities in 

the workplace and have unique needs 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects the 

external population 
• By identifying current and future age trends, we can anticipate 

workforce needs, inform policy decisions, and plan for future 
hiring, succession planning, retirement needs, distribution of 
experience, etc. 
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Individual Demographics 

Retirement: When do you plan to retire? 
 

Highlights 

• 28% of respondents plan to retire within the next 10 years. 
• Only 15% of respondents will reach age 65 within the next 10 years according to the age data. 

 
At-a-Glance 
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Summary Table 

TIME SPAN UNTIL PLAN TO RETIRE Frequency Percent 
In the upcoming year 1 0.3% 
1 to 5 years 45 12.5% 
6 to 10 years 55 15.2% 
11 to 15 years 71 19.7% 
16 to 20 years 44 12.2% 
21 to 25 years 36 10.0% 
26 to 30 years 28 7.8% 
31 to 35 years 17 4.7% 
36 to 40 years 5 1.4% 
Don't know 59 16.3% 

 

Total Responses 361 of 367 98.4% 
Missing Responses 6 of 367 1.6% 

 

Why ask this question? 
• To know how our workforce is distributed by planned retirement 

timeframe 
 

How can we benefit? 
• By identifying upcoming retirement numbers and areas, we can 

anticipate workforce needs and plan for future hiring, succession 
planning, retirement needs, placement of talent, etc.
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Individual Demographics 

Gender: What gender do you identify with? 
 

Highlights 

• 14% of respondents are male and 86% female. 
• There are no respondents who indicated their gender is Trans, 2-Spirit, Gender Fluid, Non-Binary or Intersex. 

 
At-a-Glance 
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Common Categories 

• Female (86%) 
• Male (14%) 

Higher Percentage

• Female (86% vs. 51%) 

Lower Percentage

• Male (14% vs. 49%) 
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Summary Table 

GENDER Frequency Percent Ottawa
Male 52 14.4% 48.6%
Female 308 85.6% 51.4%
Trans 0 0.0% --
2-Spirit 0 0.0% --
Gender Fluid 0 0.0% --
Non-Binary 0 0.0% --
Intersex 0 0.0% --

 

Total Responses 360 of 367 98.1% 
Missing Responses 7 of 367 1.9% 

 
* Response categories were expanded in 2020. 
  

Why ask this question? 
• To know the gender composition of our workforce 
• Persons of diverse genders sometimes face different daily realities 

in the workplace and may have unique needs 
• Workplaces are experiencing increased visibility of persons with 

diverse gender identities 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects 

the external population 
• We can be proactive in monitoring gender trends by occupational 

areas and levels, and use this to inform our development and 
recruitment strategies 

• We can ensure a safe and welcoming workplace that is aware of 
the support needed for staff and clients of all genders 



 

CASO 2020 Workforce Census Report  24 

Individual Demographics 

Disability: Do you consider yourself to be a person with a disability? 
 

Highlights 

• 10% of respondents consider themselves to be a person with a disability (i.e., 1 in 10 respondents). 
• 24% of the general Ottawa population age 15 and over are persons with a disability, but the actual representation in 

the labour force will be substantially lower. 

 
At-a-Glance 

 

 

Summary Table 

PERSONS WITH DISABILITIES Frequency Percent Ottawa
Yes 35 9.7% 24.1%
No 326 90.3% 75.9%

 

Total Responses 361 of 367 98.4% 
Missing Responses 6 of 367 1.6% 

 
* The external data is from the population age 15 and over in the Ottawa/Gatineau Census Metropolitan Area. 

Why ask this question? 
• To know the representation of persons with disabilities within the 

workforce and extent of various types of disability 
• Persons with disabilities may face unique challenges in the 

workplace 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects the 

external population 
• A better understanding of the scope of disability within our 

workforce can help improve accommodation and inclusion 
strategies and policy decisions 
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Individual Demographics 

Disability Type: What is the nature of your disability? 
 

Highlights 

• Within respondents with disabilities, 44% indicated they have a disability that is visible and 97% indicated they have 
a disability that is not visible. 

• 59% of respondents with disabilities indicated more than one type of disability. 
• The most common disability types indicated by respondents are mental health, pain and mobility. 

 
At-a-Glance 
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Common Categories 

• Mental Health (59%) 
• Pain (47%) 
• Mobility (32%) 

Higher Percentage

• Mental Health (59% vs. 33%) 
• Developmental (15% vs. 5%) 
• Hearing (24% vs. 22%) 

Lower Percentage

• Flexibility (24% vs. 48%) 
• Pain (47% vs. 68%) 
• Mobility (32% vs. 46%) 
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Summary Table 

NATURE OF DISABILITY Frequency Percent Ontario
Seeing 7 20.6% 26.0%
Hearing 8 23.5% 21.5%
Mobility 11 32.4% 45.5%
Flexibility 8 23.5% 47.5%
Dexterity <5 <14.7% 22.3%
Pain 16 47.1% 67.8%
Learning 6 17.6% 17.3%
Developmental <5 <14.7% 5.2%
Mental Health 20 58.8% 33.1%
Memory <5 <14.7% 18.4%
Alcohol or drug dependency <5 <14.7% --
Other addictions <5 <14.7% --

 

Total Responses 34 of 35 9.3% 
Missing Responses 1 of 35 2.9% 

 
* External data for type of disability is only analyzed by StatCan at the provincial level (i.e., Ontario) due to small numbers. 
* Other addictions is a new response category added in 2020. 
  

Why ask this question? 
• To know the representation of persons with disabilities within the 

workforce and extent of various types of disability 
• Persons with disabilities may face unique challenges in the 

workplace 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects the 

external population 
• A better understanding of the scope of disability within our 

workforce can help improve accommodation and inclusion 
strategies and policy decisions 
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Individual Demographics 

Accommodation: Are you currently being accommodated in the workplace? 
 

Highlights 

• 10% of respondents are currently being accommodated in the workplace and 90% are not. 

 
At-a-Glance 

 

 

Summary Table 

ACCOMODATION Frequency Percent 
Yes 35 9.8% 
No 322 90.2% 

 

Total Responses 357 of 367 97.3% 
Missing Responses 10 of 367 2.7% 

 
  

Why ask this question? 
• To know the representation of persons within the workforce 

receiving accommodation 
 

How can we benefit? 
• We can assess the current level of accommodation being met 

within the organization 
• A better understanding of the scope of accommodation can help us 

improve accommodation and inclusion strategies and policy 
decisions 
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Individual Demographics 

Sexual Orientation: What is your sexual orientation? 
 

Highlights 

• 10% of respondents identify with a 2SLGBTQIA+ sexual orientation. 
• 90% of respondents identify with a heterosexual sexual orientation. 
• The external figure for the Canadian population likely underestimates the representation of 2SLGBTQIA+ persons. 

 
At-a-Glance 

 

 

Summary Table 

SEXUAL ORIENTATION Frequency Percent Canada
2-Spirit, Asexual, Bisexual, Gay, Lesbian, Pansexual & 
Queer 

34 9.6% 3.0% 

Heterosexual 322 90.4% 97.0%
 

Total Responses 356 of 367 97.0% 
Missing Responses 11 of 367 3.0% 

 
* Response categories were expanded in 2020. 
* Sexual orientations represented within the 2020 workforce census results, in descending order of frequency, are: 
Heterosexual, Bisexual, Lesbian, Asexual, Gay, and 2-Spirit. 
* External data for Canada is only available for Bisexual, Gay, and Lesbian. 

 
  

Why ask this question? 
• To know the representation of the workforce by sexual orientation 
• Persons of diverse sexual orientations sometimes face different 

challenges in the workplace 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects 

the external population 
• Understanding the scope of diversity in the sexual orientation of 

our workforce and communities will help us create a work 
environment that is safe and welcoming for all, which is of 
particular importance to individuals with diverse sexual 
orientations 
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Individual Demographics 
 

Summary 
 
 Respondent representation by age is:  2% age 15 to 24, 21% age 25 to 34, 31% age 35 to 44, 31% age 45 to 54, 

and 15% age 55 or older.  The percentage of respondents between ages 25 to 54 is higher than external levels, 
while the percentage in the remaining categories is lower than external levels.  This is perhaps not surprising as 
experience combined with typical working age would centre distribution among these ranges. 

 28% of respondents plan to retire within the next 10 years.  This has major implications for staffing and succession 
planning to transition and replace the talent represented more than a quarter of the workforce.  However, this 
also creates opportunities in relation to enhancing strategies and policies and practices to foster an equitable and 
inclusive workforce that reflects Ottawa’s diverse communities. 

 Though 28% of respondents plan to retire within the next 10 years, only 13% of respondents will reach age 65 
within the next 10 years. 48% of respondents plan to retire within the next 15 years, while only 29% will reach age 
65 during that period.  This suggests that many respondents plan to retire in advance of age 65. 

 16% of respondents indicated that they did not know when they plan to retire. 

 No respondents indicated their gender is 2-spirit, gender fluid, intersex, non-binary, or trans.  Even so, this may 
change in the future.  CASO can continue to refine its policies and practices related to gender identity to ensure a 
welcome and safe environment for individuals of all gender identities, whether they are future employees, clients 
or community members. 

 14% of respondents are male and 86% female.  This differs substantially from the external population where 
representation is close to 50% for each group, but gender representation tends to be variable by industry and 
occupation.  Nonetheless, CASO can ensure that access to employment at CASO is equitable for all genders.  
Within the organization, it is valuable to assess whether gender representation is consistent in successively higher 
positions in the organization. 

 Regular monitoring of gender trends in labour force availability, enrolment in relevant programs, etc. can provide 
a benchmark for gauging equity.  CASO can also work with similar organizations and educational institutions to 
promote participation in the field from all genders. 

 10% of respondents consider themselves to be a person with a disability compared to 24% of persons age 15 and 
over in the Ottawa metropolitan area.  (As a rough benchmark specific to the labour force, in 2012, persons with 
disabilities represented 6.3% of Ontario’s workforce at a time when representation was about 14% in the general 
working age population.)  If one in ten respondents has a disability, there may be employees with disabilities of 
whom CASO is not aware.  These results can be compared to Human Resources records to identify the extent of 
unreported disability that may require support or accommodation.  Policies and practices may warrant review to 
ensure sufficiency of and access to programs, accommodation, and an inclusive environment for all employees 
with disabilities.  It could be worthwhile to review the progress of initiatives and programs since the last workforce 
census. 

 Within respondents with disabilities, 44% indicated have a disability that is visible and 97% have a disability that is 
not visible.  59% of respondents with disabilities indicated more than one type of disability.  The most common 
disability types indicated by respondents are mental health, pain, and mobility.  Workplace policies can be 
reviewed to ensure that form and levels of support are aligned with the types of disability experienced within the 
workforce. 

 10% of respondents are currently being accommodated in the workplace and 90% are not. 

 10% of respondents identify with a diverse sexual orientation (i.e., 2-spirit, asexual, bisexual, gay, lesbian, 
pansexual, or queer) and 90% as heterosexual.  This finding puts emphasis on reviewing policies and practices 
related to sexual identity to ensure employees of all sexual orientations feel included and safe. 
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Education 

Highest Credential: What is the highest degree, certificate or diploma that you 
have completed? 
 

Highlights 

• 96% of respondents have college or university level credentials compared to 60% of persons in Ottawa. 
• 15% of respondents have a college or CEGEP certificate or diploma, 54% have a Bachelor’s degree, and 21% have a 

Master’s degree or earned doctorate. 

 
At-a-Glance 
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Common Categories 

• University, Bachelor’s degree (54%) 
• Master’s degree or earned doctorate 

(21%) 
• College, CEGEP or other non-university 

certificate or diploma (15%) 

Higher Percentage

• University, Bachelor’s degree (54% vs. 
23%) 

• Master’s degree or earned doctorate 
(21% vs. 12%) 

• Certificate or diploma above Bachelor 
level (5% vs. 2%) 

Lower Percentage

• Secondary school diploma or 
equivalent (4% vs. 24%) 

• College, CEGEP or other non-university 
certificate or diploma (15% vs. 20%) 

• Degree in medicine, dentistry, 
veterinary medicine or optometry (0% 
vs. 1%) 
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Summary Table 

HIGHEST COMPLETED EDUCATION Frequency Percent Ottawa
No certificate, diploma or degree -- -- 12.2%
Secondary school diploma or equivalent 16 4.4% 24.0%
Apprenticeship or trades certificate or diploma -- -- 4.1%
College, CEGEP or other non-university certificate or 
diploma 

53 14.7% 20.0% 

University Certificate or diploma below Bachelor level 6 1.7% 2.0%
University, Bachelor's degree 194 53.7% 23.1%
Certificate or diploma above Bachelor level 17 4.7% 2.1%
Degree in medicine, dentistry, veterinary medicine or 
optometry 

0 0.0% 0.9% 

Master's degree or earned doctorate 75 20.8% 11.5%
 

Total Responses 361 of 367 98.4% 
Missing Responses 6 of 367 1.6% 

 
  

Why ask this question? 
• To know the educational qualifications and the fields of study of 

the workforce 
• To improve our understanding of the skills, education and training 

resources within our workforce 
 

How can we benefit? 
• Developing a skills and knowledge inventory improves our ability to 

ensure that specific skills are aligned with positions that best use 
these skills 

• Using our training more fully to benefit the organization and better 
aligning our skill sets with the work done will likely increase our job 
satisfaction 
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Education 

Major Field: What was the major field of study of the highest diploma, 
certificate or degree that you have completed? 
 

Highlights 

• The major fields of study reported with the highest frequency are 51% Business, Management and Public 
Administration (which includes Social Work) and 37% Social and Behavioural Sciences and Law. 

• These two fields comprise 88% of respondents. 
• The percentages for the remaining categories range from 0.3% to 4.5%. 

 
At-a-Glance 
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Common Categories 

• Business, management and public 
administration (51%) 

• Social and behavioural sciences and 
law (37%) 

• Other (4%) 

Higher Percentage

• Business, management and public 
administration (51% vs. 19%) 

• Social and behavioural sciences and 
law (37% vs. 18%) 

• Other (4% vs. 0%) 

Lower Percentage

• Architecture, engineering, and related 
technologies (0% vs. 16%) 

• Health and related fields (1% vs. 12%) 
• Humanities (1% vs. 7%) 
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Summary Table 

MAJOR FIELD OF STUDY Frequency Percent Ottawa
Education 9 2.6% 5.5%
Visual and performing arts, and communications 
technologies 

2 0.6% 3.6% 

Humanities 3 0.9% 6.9%
Social and behavioural sciences and law 128 37.3% 18.1%
Business, management and public administration 175 51.0% 19.5%
Physical and life sciences and technologies 2 0.6% 5.4%
Mathematics, computer and information sciences 7 2.0% 7.1%
Architecture, engineering, and related technologies 0 0.0% 16.0%
Agriculture, natural resources and conservation 1 0.3% 1.4%
Health and related fields 2 0.6% 12.3%
Personal, protective and transportation services 1 0.3% 4.3%
Other 13 3.8% 0.0%

 

Total Responses 343 of 345 99.4% 
Missing Responses 2 of 345 0.6% 

 
  

Why ask this question? 
• To know the educational qualifications and the fields of study of 

the workforce 
• To improve our understanding of the skills, education and training 

resources within our workforce 
 

How can we benefit? 
• Developing a skills and knowledge inventory improves our ability to 

ensure that specific skills are aligned with positions that best use 
these skills 

• Using our training more fully to benefit the organization and better 
aligning our skill sets with the work done will likely increase our job 
satisfaction 
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Education 

Social Work Degree: What is the highest Social Work degree that you have 
completed? 
 

Highlights 

• Within the respondents who have a Social Work degree, the distribution by highest degree completed is:  71% 
Bachelor’s, 28% Master’s and 1% Doctorate. 

 
At-a-Glance 

 

 

Summary Table 

HIGHEST SOCIAL WORK DEGREE Frequency Percent 
Bachelor's 125 70.6% 
Master's 50 28.2% 
Doctorate 2 1.1% 

 

Total Responses 177 of 345 51.3% 
Missing Responses 168 of 345 48.7% 

 
  

Why ask this question? 
• To know the educational qualifications and the fields of study of 

the workforce 
• To improve our understanding of the skills, education and training 

resources within our workforce 
 

How can we benefit? 
• Developing a skills and knowledge inventory improves our ability to 

ensure that specific skills are aligned with positions that best use 
these skills 

• Using our training more fully to benefit the organization and better 
aligning our skill sets with the work done will likely increase our job 
satisfaction 
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Education 

Attending School: Are you planning to attend school, college or university 
within the next year? 
 

Highlights 

• 18% of respondents plan to attend a post-secondary institution within the next year:  4% trade school, college, 
CEGEP or other non-university institution and 14% university. 

 
At-a-Glance 

 

 

Summary Table 

PLAN TO ATTEND SCHOOL Frequency Percent 
Yes, trade school, college, CEGEP, or other 13 3.6% 
Yes, university 52 14.4% 
No 295 81.9% 

 

Total Responses 360 of 367 98.1% 
Missing Responses 7 of 367 1.9% 

 
* This question was changed from a 3-year time span to a 1-year time span. There is no comparison data from 2014. 
  

Why ask this question? 
• To know the extent to which persons in the workforce plan to 

further their education in the upcoming year 
 

How can we benefit? 
• Information about the educational pursuits of employees enhances 

our ability to monitor supporting programs and initiatives and to 
plan in anticipation of future educational pursuits 

• Information about educational pursuits can be used to inform 
policies related to benefits such as tuition reimbursement 
programs and adequacy of flexibility and support policies 



 

CASO 2020 Workforce Census Report  36 

Education 

Course Load: If you indicated “Yes” in the previous question, what is your 
anticipated course load? 
 

Highlights 

• Within the respondents who plan to attend a post-secondary institution within the next year, 94% anticipate a part-
time course load and 6% a full-time course load. 

 
At-a-Glance 

 

 

Summary Table 

COURSE LOAD Frequency Percent 
Part-time 61 93.8% 
Full-time 4 6.2% 

 

Total Responses 65 of 65 100.0% 
Missing Responses 0 of 65 0.0% 

 
* This question was changed from a 3-year time span to a 1-year time span. There is no comparison data from 2014. 
  

Why ask this question? 
• To know the extent to which persons in the workforce plan to 

further their education in the upcoming year 
 

How can we benefit? 
• Information about the educational pursuits of employees enhances 

our ability to monitor supporting programs and initiatives and to 
plan in anticipation of future educational pursuits 

• Information about educational pursuits can be used to inform 
policies related to benefits such as tuition reimbursement 
programs and adequacy of flexibility and support policies 
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Education 

Career Advancement: Are you currently working towards, or considering 
working towards meeting the position requirements for career advancement? 
 

Highlights 

• 24% of respondents meet all requirements and another 18% will meet all requirements within the next 4 years.  27% 
of respondents are not interested in pursuing advancement in the next 4 years. 

• 19% of respondents are interested in lateral transfer opportunities. 
• 12% of respondents indicated that they are not interested in career advancement. 

 
At-a-Glance 
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Summary Table 

PURSUING CAREER ADVANCEMENT Frequency Percent 
I currently meet all position requirements 87 24.4% 
Yes, within the next 4 years 64 18.0% 
No, not interested within the next 4 years 97 27.2% 
No, but interested in lateral transfer opportunities 66 18.5% 
I am not interested in career advancement 42 11.8% 

 

Total Responses 356 of 367 97.0% 
Missing Responses 11 of 367 3.0% 

 
  

Why ask this question? 
• To know the extent to which members of our workforce are 

interested in and working toward career advancement 
 

How can we benefit? 
• By understanding the goals and ambitions of our workforce, we can 

anticipate the interest and availability of skilled and experienced 
candidates



 

CASO 2020 Workforce Census Report  38 

Education 

 

 

  
Summary 
 
 The distribution of respondents by highest educational credential is:  4% secondary school, 15% college or CEGEP, 

2% certificate or diploma below bachelor level, 54% Bachelor’s degree, 5% certificate or diploma above bachelor 
level, and 21% Master’s or Doctorate.  96% of respondents have college or university-level credentials compared 
to 60% of persons in the external population.  With a highly educated workforce it can be valuable to ensure that 
the challenge-level and opportunities associated with organizational roles engage employees and align with their 
abilities. 

 The major fields of study reported with the highest frequency are 51% Business, Management and Public 
Administration (which includes Social Work) and 37% Social and Behavioural Sciences and Law.  These two fields 
comprise 88% of respondents.  The percentages for the remaining categories range from 0% to 4%. 

 Within the respondents who have a Social Work degree, the distribution by highest degree completed is:  71% 
Bachelor’s, 28% Master’s, and 1% Doctorate. 

 18% of respondents plan to attend a post-secondary institution within the next year:  4% trade school, college, 
CEGEP or other non-university institution, and 14% university.  With the high level of respondents intending to 
seek additional education within a relatively short time frame (i.e., within the next year), it may be important to 
determine the impact on the organization and its education and leave policies.  There is an opportunity to gauge 
the alignment between the needs of the organization and the learning goals of its employees.  It could be helpful 
to better understand these results in terms of employment status. 

 Within the respondents who plan to attend a post-secondary institution within the next year, 94% anticipate a 
part-time course load and 6% a full-time course load. 

 The distribution of respondents by career advancement goals is:  24% meet all requirements, 18% will meet all 
requirements within the next 4 years, 27% not interested in pursuing advancement in the next 4 years, and 19% 
interested in lateral transfer opportunities.  12% of respondents indicated that they are not interested in career 
advancement. 

 The workforce is very motivated to pursue career advancement and seek new opportunities. As a result, CASO 
needs to ensure they are leveraging internal talent in order to support both career progression goals of employees 
and the organizations own workforce planning needs. CASO would benefit from reviewing its plans and strategies 
for advancing those who currently meet or are interested in career progression. If advancement opportunities lag, 
strategies may be required to ensure that employees do not become dissatisfied and to mitigate the risk of losing 
required talent. Advancement and lateral goals can be supported by CASO through well-developed employee 
development programs that provide guidance to meet necessary requirements, and policies that support training, 
education, and mentoring. 
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Culture and Religion 

Indigenous Persons: Do you consider yourself to be an Indigenous person? 
 

Highlights 

• 7.5% of respondents identified themselves as an Indigenous person. 

 
At-a-Glance 

  

 

Summary Table 

INDIGENOUS IDENTITY Frequency Percent 
Yes 27 7.5% 
No 331 92.5% 

 

Total Responses 358 of 367 97.5% 
Missing Responses 9 of 367 2.5% 

 
  

7.5%

92.5%

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

Yes

No

CASO

Why ask this question? 
• To know the workforce representation of Indigenous persons 
• We recognize the unique position that Indigenous persons bring as 

members of Indigenous bands, communities or groups 
 

How can we benefit? 
• We can gauge our success in fostering a workforce that better 

reflects the external population and the clients we serve 
• Enhancing representation of Indigenous persons in our workforce 

can allow us to better understand and support the unique needs of 
these communities, the importance of their culture and cultural 
continuity
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Culture and Religion 

Indigenous Band: Please select the band, community or group(s) with which 
you identify. 
 

Highlights 

• 48% of Indigenous respondents identify as Métis and 26% as Algonquin. 
• All other responses are below the reporting threshold. 

 
At-a-Glance 
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Summary Table 

Indigenous Band Frequency Percent 
Métis 13 48.1% 
Algonquin 7 25.9% 
Ojibwa <5 <18.5% 
Unknown band, community or group(s) <5 <18.5% 
Mi'kmaq <5 <18.5% 
Band, community or group(s) outside Canada <5 <18.5% 
Cree <5 <18.5% 
Haudenosaunee (Six Nations or Iroquois) <5 <18.5% 
Mohawk <5 <18.5% 

 

Total Responses 27 of 367 7.4% 
Missing Responses 340 of 367 92.6% 

 
* This question was restructured in 2020. For a full list of response options see the Workforce Census Survey in the 
appendix. 
  

Why ask this question? 
• To know the workforce representation of Indigenous persons 
• We recognize the unique position that Indigenous persons bring as 

members of Indigenous bands, communities or groups 
 

How can we benefit? 
• We can gauge our success in fostering a workforce that better 

reflects the external population and the clients we serve 
• Enhancing representation of Indigenous persons in our workforce 

can allow us to better understand and support the unique needs of 
these communities, the importance of their culture and cultural 
continuity
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Culture and Religion 

Group Identity: Please indicate with which group(s) you identify. 
 

Highlights 

• 72% of respondents identify as being of European descent. 
• 12% of respondents identify as being of Indigenous descent. 
• Representation for the remaining group identities ranges from 1% to 12%. 

 
At-a-Glance 
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Summary Table 

GROUP IDENTITY Frequency Percent 
African/Caribbean Descent 36 11.7% 
Asian Descent 17 5.5% 
European Descent 234 76.2% 
Indigenous Descent 38 12.4% 
Latin American Descent 3 1.0% 
Middle Eastern/North African Descent 9 2.9% 
Not listed above 3 1.0% 

 

Total Responses 307 of 367 83.7% 
Missing Responses 60 of 367 16.3% 

 
* This is a new question created by CASO in 2020. There is no Canada Census analogue, so there is no external comparison 
data for this item. 
  

Why ask this question? 
• To know the representation of persons within the workforce based 

on the origins with which they identify 
• Persons of diverse origins often identify themselves in terms of 

their heritage and culture backgrounds 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects 

the external population 
• The more we understand and are aware of the scope of diversity 

within our workforce, the more we can create a work environment 
that is inclusive and welcoming for all and learn from and use our 
diverse talent to connect and improve our relationship with our 
communities 
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Culture and Religion 

Visible Minority: Do you consider yourself to be a visible minority? 
 

Highlights 

• 16% of respondents consider themselves to be a visible minority compared to 26% of persons in the external 
population. 

 
At-a-Glance 

 

 

Summary Table 

VISIBLE MINORITY Frequency Percent Ottawa
No 299 84.0% 73.7%
Yes 57 16.0% 26.3%

 

Total Responses 356 of 367 97.0% 
Missing Responses 11 of 367 3.0% 

 
* This question was modified in 2020 to remove the definition. 
  

Why ask this question? 
• To know the workforce representation of persons who identify as 

visible minorities 
• Visible minority persons sometimes face different daily realities in 

the workplace and may have unique needs 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects 

the external population 
• The more we understand and are aware of the scope of diversity 

within our workforce, the more we can create a work environment 
that is inclusive and welcoming for all and learn from and use our 
diverse talent to connect and improve our relationship with our 
communities 



 

CASO 2020 Workforce Census Report  44 

Culture and Religion 

Immigration: Are you now, or have you ever been, a landed immigrant? 
 

Highlights 

• 14% of respondents are foreign born compared to 24% of persons in Ottawa. 

 
At-a-Glance 

 

 

Summary Table 

LANDED IMMIGRANT Frequency Percent Ottawa
No 298 85.9% 76.4%
Yes 49 14.1% 23.6%

 

Total Responses 347 of 367 94.6% 
Missing Responses 20 of 367 5.4% 

 
  

Why ask this question? 
• To know the representation of former or current landed 

immigrants within our workforce 
 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects the 

external population 
• Through our awareness we can appreciate and support persons in 

the workforce who have unique backgrounds and experiences 
having at some point been new to the country 
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Culture and Religion 

Religion: Please indicate your religious or spiritual affiliation 
 

Highlights 

• 28% of respondents do not have a religious or spiritual affiliation. 
• 62% of respondents have a Christian-based religious affiliation. 
• 10% of respondents have a religious or spiritual affiliation that is not Christian-based. 

 
At-a-Glance 
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Common Categories 

• Christian (e.g., Catholic, Christian 
Orthodox, Protestant) (62%) 

• I do not have a religious or spiritual 
affiliation (28%) 

• Indigenous Spirituality (3%) 

Higher Percentage

• I do not have a religious or spiritual 
affiliation (28% vs. 23%) 

• Indigenous Spirituality (3% vs. 0%) 
• Other (2% vs. 1%) 

Lower Percentage

• Muslim (2% vs. 7%) 
• Christian (e.g., Catholic, Christian 

Orthodox, Protestant) (62% vs. 65%) 
• Hindu (0% vs. 1%) 
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Summary Table 

RELIGIOUS OR SPIRITUAL AFFILIATION Frequency Percent Ottawa
Buddhist 6 1.7% 1.3%
Christian (e.g., Catholic, Christian Orthodox, Protestant) 222 61.8% 65.4%
Eastern Religions 1 0.3% --
Hindu 1 0.3% 1.4%
Jewish 3 0.8% 1.2%
Muslim 8 2.2% 6.7%
Sikh 1 0.3% 0.4%
Indigenous Spirituality 9 2.5% 0.0%
Other 7 1.9% 0.6%
I do not have a religious or spiritual affiliation 61 17.0% 22.8%
        Agnostic* 22 6.1% 
        Atheist* 18 5.0% 

 

Total Responses 359 of 367 97.8% 
Missing Responses 8 of 367 2.2% 

 
* This question was modified in 2020 to combine Christian denominations under a single category and to separate out the 
Agnostic and Atheist response categories (which belong to the I do not have a religious or spiritual affiliation category). 
  

Why ask this question? 
• To know the composition of religious or spiritual affiliations within 

our workforce 
• People of diverse religious and spiritual affiliations sometimes face 

different daily realities in the workplace and may have unique 
needs 

 

How can we benefit? 
• We can assess our success in fostering a workforce that reflects 

the external population 
• The more we understand and are aware of the scope of religious 

or spiritual diversity within our workforce, the more we can create 
a work environment that is inclusive and welcoming for all and 
learn from and use our diverse talent to connect and improve our 
relationship with our communities 



 

CASO 2020 Workforce Census Report  47 

Culture and Religion 

 

 

  

Summary 
 
 7.5% of respondents identified themselves as an Indigenous person. 

 Among respondents who identified themselves as Indigenous persons, the bands/communities/groups in 
descending order of frequency include: Métis, Algonquin, Ojibwa, Unknown band, community or group, Mi’kmaq, 
band, community or group Outside Canada, Cree, Haudenosaunee (Six Nations or Iroquois), and Mohawk. 

 In terms of descent, respondents identified as:  76% European, 12% Indigenous, 12% African/Caribbean, 6% Asian, 
3% Middle Eastern/North African, and 1% Latin American.  1% of respondents indicated their group was not 
among the categories provided. 

 10% of respondents identified more than one descent category. 

 16% of respondents consider themselves to be a visible minority compared to 26% of persons in the external 
population.  Programs and practices related to recruitment and selection may warrant review to ensure that all 
persons have opportunities to be employed by CASO and that they support the goal of developing a workforce 
broadly reflective of its communities.  To better align with the external data, it could be helpful to research the 
visible minority representation within person graduating from programs that correspond with the most common 
training and experience requirements within CASO. 

 14% of respondents are foreign born compared to 24% of persons in Ottawa.  There are potential opportunities in 
recruiting persons who have emigrated from other countries as they can contribute to the diversity of ideas, skills, 
language, etc. in the workplace.  Recruitment and selection policies and practices may warrant development to 
ensure that they are inclusive of the diversity of the external population. 

 28% of respondents do not have a religious or spiritual affiliation.  62% of respondents identify as Christian and 
10% of respondents have a religious or spiritual affiliation that is not Christian-based.  Workplace policies and 
practices should be evaluated as to whether they take into account the religious diversity of the external 
population, and whether holidays and other special religious practices and events are accommodated. 
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Languages 

Languages: What language(s) can you speak well enough to have a 
conversation? 
 

Highlights 

• 99.4% of respondents speak English and 53.8% speak French well enough to conduct a conversation. 
• 16% of respondents can converse in a language other than English and French, including 5% who speak European 

languages. 
• 10% of respondents can converse in a language outside of English, French or other European languages. 

 
At-a-Glance 
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Common Categories 

• English (99%) 
• French (54%) 
• European languages (5%) 

Higher Percentage

• French (54% vs. 39%) 
• English (99% vs. 97%) 
• African languages (3% vs. 1%) 

Lower Percentage

• European languages (5% vs. 20%) 
• Afro-Asiatic languages (2% vs. 7%) 
• Asiatic languages (1% vs. 6%) 
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Summary Table 

LANGUAGE Frequency Percent Ottawa
English 357 99.4% 97.2%
French 193 53.8% 39.1%
Indigenous languages 2 0.6% 0.1%
European languages 19 5.3% 20.2%
Turkic languages 0 0.0% 0.3%
African languages 10 2.8% 1.2%
Afro-Asiatic languages 7 1.9% 6.7%
Indo-Iranian languages 5 1.4% 3.9%
Dravidian languages 0 0.0% 0.6%
Asiatic languages 4 1.1% 5.6%
Malayo-Polynesian languages 2 0.6% 1.1%
Sign languages 2 0.6% 0.2%
Other languages 5 1.4% 1.1%

 

Total Responses 359 of 367 97.8% 
Missing Responses 8 of 367 2.2% 

 
* This question was modified in 2020. Response options were changed from specific languages to higher level language 
groups. 

 
  

Why ask this question? 
• To know the composition of language skills within our workforce 
• To identify language skills that may improve client services and 

potential areas of skill development 
 

How can we benefit? 
• We can create an inventory of the language skills and enhancing 

opportunities to apply these skills 
• The ability to provide service in people’s first language makes us 

much more responsive 
• Our language diversity can be used connect with and improve our 

relationships with our communities 
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Languages 
 

 

  

Summary 
 
 99.4% of respondents speak English and 54% speak French well enough to conduct a conversation.  15% of 

respondents can converse in a language other than English or French, including 5% European languages.  There 
are opportunities for CASO to use this diversity of language to better connect with its communities, and to 
leverage critical communication skill sets to enhance its capacity to serve an increasingly diverse client base. 

 10% of respondents can converse in a language outside of English, French or other European languages. 

 0.6% of respondents can conduct a conversation in sign language.  This is a potentially untapped language 
resource. 

 The complex services provided by CASO place particular significance on ensuring accurate and effective 
communication.  Persons who speak English well enough to conduct a conversation may still prefer to 
communicate in their first language.  It might be beneficial to continue to monitor language demographics in the 
region and assess this against available language resources.  Further investigation would help determine the key 
contexts and frequency of occurrence.  CASO should be proactive in ensuring that its language resources keep up 
with the changing language profile in Ottawa, with particular focus on emergent languages. 
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Children and Other Dependents 

Dependents: Who do you provide dependent care for? 
 

Highlights 

• 63% of respondents have dependent care responsibilities. 
• Within the respondents with dependents, the percentage who provide care for various types of dependents is:  86% 

children, 18% elders, 6% immediate family members, 9% dependents with disabilities, and 2% friends. 

 
At-a-Glance 

 

 

Summary Table 

PROVIDE DEPENDENT CARE Frequency Percent 
Yes 232 63.2% 
No 135 36.8% 

 

Total Responses 367 of 367 100.0% 
Missing Responses 0 of 367 0.0% 

 

Types of Dependents 

 

Why ask this question? 
• To know the extent to which our workforce has responsibilities for 

the care of various types of dependents 
• We recognize that dependent care commitments might go beyond 

caring for our children and include caring for persons with special 
needs, elders and friends 

How can we benefit? 
• A better understanding of the impact of dependent care 

responsibilities on our families makes it possible to address these 
issues in our policies 
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DEPENDENTS Frequency Percent 
Children 187 86.2% 
Dependents with disabilities 19 8.8% 
Elders 40 18.4% 
Friends 4 1.8% 
Immediate family members 14 6.5% 

 

Total Responses 217 of 232 93.5% 
Missing Responses 15 of 232 6.5% 
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Children and Other Dependents 

Dependent Number: If you indicated that you provide dependent care, do you 
provide this care for more than one individual? 
 

Highlights 

• Within the respondents with dependents, 68% care for more than one individual.  This is equivalent to about 40% of 
CASO respondents overall. 

 
At-a-Glance 

 

 

Summary Table 

Multiple Dependent Care Frequency Percent 
No 67 31.6% 
Yes 145 68.4% 

 

Total Responses 212 of 232 91.4% 
Missing Responses 20 of 232 8.6% 

 
  

Why ask this question? 
• To know the extent to which our workforce has responsibilities for 

the care of various types of dependents 
• We recognize that dependent care commitments might go beyond 

caring for our children and include caring for persons with special 
needs, elders and friends 

How can we benefit? 
• A better understanding of the impact of dependent care 

responsibilities on our families makes it possible to address these 
issues in our policies 
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Children and Other Dependents 

Dependent Care:  In the past 12 months, how often did someone else provide 
dependent care while you were working? 
 

Highlights 

• The most common types of dependent care used by respondents with dependents are:  60% spouse/partner, 49% 
relative, and 40% childcare facility. 

• Results for the remaining types are:  21% friend, 10% sitter/neighbour, 10% eldercare facility, 5% home care 
provider and 2% nanny. 

• Usage of informal care types ranges from 10% to 60% compared to 2% to 40% for formal care types. 

 
At-A-Glance 
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Why ask this question? 
• To know the extent to which our workforce relies on different 

types of dependent care during work hours 

How can we benefit? 
• Information about how we manage our dependent care 

responsibilities, provides insight into the work-life balance 
challenges encountered by our workforce and may point to 
areas where additional support or consideration may be 
required
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Summary Table 
 

DEPENDENT CARE 

Percent Childcare 
facility 

Eldercare 
facility Friend Home care 

provider Nanny Relative Sitter/ 
Neighbour

Spouse/ 
Partner

Never 60.4% 90.3% 78.7% 95.2% 98.1% 51.2% 90.3% 40.1% 
Infrequently 2.9% 1.5% 16.9% 0.0% 0.5% 26.6% 6.76% 14.5% 
Regularly 12.6% 1.9% 3.9% 1.9% 1.0% 17.4% 2.4% 32.4% 
Most of the time 14.5% 1.0% 0.5% 1.5% 0.5% 2.9% 0.5% 7.7% 
Always 9.7% 5.3% 0.0% 1.5% 0.0% 1.9% 0.0% 5.3% 

 

Frequency Childcare 
facility 

Eldercare 
facility Friend Home care 

provider Nanny Relative Sitter/ 
Neighbour

Spouse/ 
Partner

Never 125 187 163 197 203 106 187 83 
Infrequently 6 3 35 0 1 55 14 30
Regularly 26 4 8 4 2 36 5 67
Most of the time 30 2 1 3 1 6 1 16
Always 20 11 0 3 0 4 0 11

 
Total Responses 207 207 207 207 207 207 207 207 
Total Percent 56.4% 56.4% 56.4% 56.4% 56.4% 56.4% 56.4% 56.4% 
Missing Responses 160 160 160 160 160 160 160 160 
Missing Percent 43.6% 43.6% 43.6% 43.6% 43.6% 43.6% 43.6% 43.6% 
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Children and Other Dependents 
 

  Summary 
 
 63% of respondents have dependent care responsibilities.  Many respondents care for more than one dependent 

and/or different types of dependents.  The concerns associated with dependent care affect close to two thirds of 
the total workforce and speak to the importance of ensuring this is adequately addressed in workplace policies. 

 Within the respondents with dependents, the percentage who provide care for various types of dependents is:  
86% children, 18% elders, 9% dependents with disabilities, 7% immediate family members, and 2% friends.  In 
total, 28% of respondents with dependents provide care for persons who are not children.  This suggests that 
traditional support policies that focus primarily on child dependents may not be applicable for the sizable segment 
of the workforce with adult, senior-age, or special needs dependents. 

 Within the respondents with dependents, 68% care for more than one individual.  This is equivalent to about 43% 
of CASO respondents overall. 

 The most common types of care respondents with dependents rely on while working are:  60% spouse or partner, 
49% relative, 40% childcare facility, 21% friend, 10% eldercare facility, and 10% sitter/neighbour.  Usage of various 
informal care types ranges from 21% to 60% among respondents with dependents, compared to the range of 2% 
to 40% for formal care arrangements.  This illustrates the potentially prohibitive cost of paid care and the 
significant load dependent care can place on employees and their spouses, friends and relatives, underscoring the 
potential need for additional support systems or more flexible work arrangements. 
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Staff Activities 

Activities outside Work:  How many hours per week do you spend doing the 
following activities? 
 

Highlights 

• 99% of respondents regularly spend time per week on housework and home maintenance:  73% up to 14 hours per 
week and 27% 15 hours or more per week. 

• 62% of respondents spend time looking after children:  26% up to 14 hours per week, 25% 15 to 59 hours per week, 
and 11% 60 hours or more per week. 

• 41% of respondents spend time looking after dependents other than children:  37% up to 14 hours per week and 5% 
15 hours or more per week. 

 
At-A-Glance 
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Why ask this question? 
• To know the extent to which respondents spend their time on 

various activities outside of work 

How can we benefit? 
• Information about our time pressures and day-to-day 

responsibilities in our outside work lives, can help shape 
programs and policies to balance professional and personal 
needs 
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Summary Table 
 

ACTIVITIES OUTSIDE WORK 

Percent Housework and 
home maintenance

Looking after 
children 

Other dependent 
care

None 0.9% 37.1% 56.6% 
Less than 5 hours 10.3% 14.0% 23.7% 
5 to 14 hours 48.9% 9.1% 12.9% 
15 to 29 hours 31.4% 13.7% 3.4% 
30 to 59 hours 5.4% 14.6% 2.3% 
60 hours or more 3.1% 11.4% 1.1% 

 

Frequency Housework and 
home maintenance

Looking after 
children 

Other dependent 
care

None 3 130 198 
Less than 5 hours 36 49 83 
5 to 14 hours 171 32 45 
15 to 29 hours 110 48 12 
30 to 59 hours 19 51 8 
60 hours or more 11 40 4 

 
Total Responses 350 350 350 
Total Percent 95.4% 95.4% 95.4% 
Missing Responses 17 17 17 
Missing Percent 4.6% 4.6% 4.6% 
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Staff Activities 

Volunteer Activities: Please indicate which of the following you currently 
volunteer time for? 
 

Highlights 

• 49% of respondents currently volunteer their time. 
• Within the respondents who currently volunteer their time, the most common activities are:  44% schools, 34% 

sports teams, 20% religious organizations, 19% charitable organization and 14% community agency. 
• The level of participation in the remaining categories ranges from 1% to 12%. 

 
At-a-Glance 

 

 

Summary Table 

VOLUNTEER TIME Frequency Percent 
Yes 180 49.0% 
No 187 51.0% 

 

Total Responses 367 of 367 100.0% 
Missing Responses 0 of 367 0.0% 

 

  

Why ask this question? 
• To understand how our workforce contributes their time and 

abilities to volunteer endeavours 
• To know which projects and organizations matter to our people 

How can we benefit? 
• Information about our interests and outside work activities provides 

insight into the work-life balance of our workforce 
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Types of Volunteer Activities 
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VOLUNTEER ACTIVITIES Frequency Percent 
School 71 43.8% 
Sports teams 55 34.0% 
Religious organization 33 20.4% 
Charitable organizations 30 18.5% 
Community agency 22 13.6% 
Sitting on a Board of Directors 20 12.3% 
Youth development club 16 9.9% 
Non-governmental organization 14 8.6% 
Other 11 6.8% 
Cultural club 8 4.9% 
Political party 8 4.9% 
Hospitals or hospices 5 3.1% 
Service club 4 2.5% 
Environmental group 1 0.6% 

 

Total Responses 162 of 367 44.1% 
Missing Responses 205 of 367 55.9% 
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Staff Activities 
 

  
Summary 
 
 99% of respondents spend time on activities related to their house and home:  59% up to 14 hours per week and 

40% 15 hours or more per week. 

 63% of respondents spend time looking after children:  23% up to 14 hours per week, 28% 15 to 59 hours per 
week, and 11% 60 hours or more per week.  

 43% of respondents spend time looking after dependents other than children:  37% up to 14 hours per week and 
7% 15 hours or more per week.  

 Housework and home maintenance and dependent care affect a large portion of the workforce, and require a 
significant time commitment outside of work hours.  Unpaid work and excessive work hours are related to 
increased stress and negatively impact work-life balance.  Workplace programs can help employees manage stress 
and the effects of work on their out-of-work lives.  Policies such as flexible work arrangements could provide 
employees more control over their time. 

 49% of respondents currently volunteer their time.  Volunteering matters to a large portion of CASO employees.  
Workplace volunteer initiatives can benefit the organization, its employees, and the community, while allowing 
employees to volunteer within work hours. 

 Within the respondents who currently volunteer their time, the most common activities are:  44% schools, 34% 
sports teams, 20% religious organizations, 19% charitable organizations, 14% community agency, and 12% sitting 
on a board of directors.  The level of participation in the remaining activities ranges from 1% to 10%. 
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Working at CASO 

Employer Attraction Attributes: What attracted you to work at CASO? 
 

Highlights 

• The most common attributes that attracted respondents to work at CASO are:  63% total compensation package, 
55% types of jobs available, and 54% opportunity to learn new skills. 

• 37% of respondents endorsed flexible schedule and hours and 36% coworkers/team environment. 
• Endorsement for the remaining attributes ranges from 12% to 27%. 

 
At-a-Glance 
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Summary Table 

EMPLOYER CHARACTERISTICS Frequency Percent 
Total compensation package 220 63.4% 
Types of jobs available 192 55.3% 
Opportunity to learn new skills 187 53.9% 
Flexible schedule and hours 130 37.5% 
Coworkers/ team environment 126 36.3% 
Proximity to home or work 92 26.5% 
Work environment and conditions 89 25.6% 
Promotion and lateral career development opportunities 81 23.3% 
Recommended as an employer by friend or family 
member 

76 21.9% 

Socially responsible policies and practices 70 20.2% 
Reputation of CASO 69 19.9% 
Amenities 66 19.0% 
Inclusiveness of workforce 49 14.1% 
Volunteerism/giving back to the community 49 14.1% 
Management and leadership 43 12.4% 
Organizational culture 43 12.4% 
Other 3 0.9% 

 

Total Responses 347 of 367 94.6% 
Missing Responses 20 of 367 5.4% 

 
* New response categories were added in 2020. 
  

Why ask this question? 
• To know the aspects of employment that appeal to and motivate 

people in our workforce 
 

How can we benefit? 
• By understanding the features that make us an attractive employer, 

we can develop practices that enhance these features and improve 
our capacity to recruit and retain top talent 
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Working at CASO 

Employee Retention Attributes: Why have you stayed at CASO? 
 

Highlights 

• The most common attributes that retained respondents at CASO are:  77% total compensation package, 76% 
coworkers/team environment, and 57% flexible schedule and hours. 

• 55% of respondents endorsed opportunity to learn new skills and 38% types of jobs available. 
• Endorsement for the remaining attributes ranges from 2% to 37%. 

 
At-a-Glance 
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Summary Table 

EMPLOYEE RETENTION CHARACTERISTICS Frequency Percent 
Total compensation package (e.g., salary, benefits, 
vacation 265 76.6% 

Coworkers/team environment 263 76.0% 
Flexible schedule and hours 197 56.9% 
Opportunity to learn new skills 190 54.9% 
Types of jobs available 130 37.6% 
Proximity to home or work 129 37.3% 
Promotion and lateral career development opportunities 123 35.5% 
Work environment and conditions 113 32.7% 
Amenities (e.g., gym, cafeteria, free parking, etc.) 106 30.6% 
Management and leadership 104 30.1% 
Socially responsible policies and practices 102 29.5% 
Inclusiveness of workforce 85 24.6% 
Organizational culture 78 22.5% 
Reputation of CASO 56 16.2% 
Volunteerism/giving back to the community 55 15.9% 
Recommended as an employer by friend or family 
member 

8 2.3% 

Other 0 0.0% 
 

Total Responses 346 of 367 94.3% 
Missing Responses 21 of 367 5.7% 

 
* This is a new question created by CASO in 2020. 

  

Why ask this question? 
• To know the aspects of employment that appeal to and motivate 

people in our workforce 
 

How can we benefit? 
• By understanding the features that make us an attractive employer, 

we can develop practices that enhance these features and improve 
our capacity to recruit and retain top talent 
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Employee Retention versus Attraction Factors 
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Working at CASO 

Self-Care Strategies: What self-care strategies do you utilize to promote your 
wellness? 
 

Highlights 

• Common self-care strategies utilized by respondents are:  89% social networks, 75% health-building activities, 72% 
recreational activities, and 65% healthy eating habits. 

• By contrast, participation in formal programs was:  20% EAP/counseling services and 7% CAS Peer Support Program. 

 
At-a-Glance 
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Summary Table 

SELF-CARE STRATEGIES Frequency Percent 
Employee Assistance Program/Counseling services 69 20.0% 
CAS Peer Support Program 25 7.2% 
Social networks 307 89.0% 
Health-building activities 259 75.1% 
Healthy eating habits 223 64.6% 
Recreational activities, other hobbies outside of work 252 73.0% 
Other 12 3.5% 

 

Total Responses 345 of 367 94.0% 
Missing Responses 22 of 367 6.0% 

 
* The wording of this question was modified slightly in 2020 to focus on fostering well-being. 
  

Why ask this question? 
• To know how members of our workforce maintains their well-being 

 

How can we benefit? 
• Information about types, availability and popularity of self-care 

strategies can provide insight into the needs of our workforce help 
inform our policies



 

CASO 2020 Workforce Census Report  68 

Working at CASO 

Census Barriers: Did you experience any barriers to completing this census? 
 

Highlights 

• 1% of respondents indicated that they experienced barriers to completing the census. 

 
At-a-Glance 

 

 

Summary Table 

EXPERIENCED CENSUS BARRIERS Frequency Percent 
No 343 98.8% 
Yes 4 1.2% 

 

Total Responses 347 of 367 94.6% 
Missing Responses 20 of 367 5.4% 

 
  

Why ask this question? 
• To identify factors impacting our workforce’s experience with the 

census 
 

How can we benefit? 
• Information about survey aspects that could influence respondents 

can be used to provide context and nuance when considering 
survey results and improve similar survey initiatives going forward
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Working at CASO 
 

 Summary 
 
 The most common attributes that attracted respondents to work at CASO are:  63% total compensation package, 

55% types of jobs available, 54% opportunity to learn new skills, 37% flexible schedule and hours, and 36% 
coworkers/team environment.  Endorsement for the remaining attributes ranges from 1% to 27%.  There are 
opportunities to leverage the areas that are more commonly valued by employees for recruitment purposes.  
CASO will benefit from tracking of potential similarities and differences in the preferences of the changing external 
population to attract a workforce more reflective of the general population. 

 The least common attributes that attracted respondents to work at CASO are:  12% organizational culture, 12% 
management and leadership, 14% volunteerism/giving back to the community, and 14% inclusiveness of 
workforce.  These and other areas with relatively low endorsement should be evaluated in relation to CASO’s 
strategic plan, and measures taken to improve the perception and profile of priority areas.  It may be that 
employees are not able to envision the beneficial impact these attributes have on their experience of CASO.  
Further investigation may provide insight into areas that are not highly endorsed. 

 The most common attributes that encourage respondents to stay at CASO are:  77% total compensation package, 
76% coworkers/team environment, 57% flexible schedule and hours, and 55% opportunity to learn new skills.  
Endorsement for the remaining attributes ranges from 2% to 38%.  There are opportunities to leverage the areas 
that are more commonly valued by employees for enhancing employee engagement.   

 The least common attributes that encourage respondents to stay at CASO are:  2% recommended as an employer 
by friend or family member, 16% volunteerism/giving back to the community, and 16% reputation of CASO. 

 The largest differences in endorsement for attributes attracting employees to and retaining employees at CASO 
are:  coworkers/team environment (36% vs. 76%), flexible schedule and hours (37% vs. 57%), recommended as an 
employer by friend or family member (22% vs. 2%), management and leadership (12% vs. 30%), and types of jobs 
available (55% vs. 38%). 

 With respect to self-care strategies utilized by respondents to promote wellness, most respondents turn to:  89% 
social networks, 75% health-building activities, 73% recreational activities, and 65% healthy eating habits.  These 
are all strategies to which people have access, but perhaps there are times when individuals need to be reminded 
and encouraged to make use of the avenues available. 

 By contrast, participation in formal programs was:  20% EAP/counseling services and 7% CAS Peer Support 
Program.  It may be helpful to seek out benchmarks to give meaning to the level of usage at CASO.  In order to 
leverage the programs better, it might be helpful to seek out additional information about factors that influence 
participation in the programs, and conversely, factors that influence a lack of participation (e.g., programs are 
perceived to be inaccessible, ineffective, not needed by the individual, or a strategy of last resort). 

 1.2% of respondents indicated that they experienced barriers to completing the census.  The extensive planning 
and hard work by CASO members made the census accessible for nearly all respondents.  A review of the feedback 
from respondents who experienced barriers will provide information as to whether there were barriers that are 
issues of process from which CASO can learn, or, whether barriers are isolated incidents due to unique 
circumstances. 
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2020 vs. 2014 Organizational Demographics 

Job Category: What is your job category? 
 

At-a-Glance 
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Summary Table 

JOB CATEGORY CASO 2020 CASO 2014 
Support 26.2% 19.7% 
Clinical Support Worker 8.6% 10.0% 
Resource Worker 13.0% 14.7% 
Child Protection Worker 36.2% 41.0% 
Management 16.0% 14.7% 

 

Total Responses 362 of 367 98.6% 402 of 404 99.5%
Missing Responses 5 of 367 1.4% 2 of 404 0.5%

 
 

Highlights 

• Clinical Support Workers were slightly below workforce representation in 2014 (10% vs 14%) and increased this 
deficit in 2020 (9% vs. 17%). 

• Support respondents, who matched workforce representation in 2014 (20%), saw an increase in representation in 
2020 (26% vs. 22%). 
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2020 vs. 2014 Organizational Demographics 

Employment Status: What is your employment status? 
 

At-a-Glance 

 

 

Summary Table 

EMPLOYMENT STATUS CASO 2020 CASO 2014 
Permanent 87.6% 81.9% 
Temporary 8.3% 15.4% 
Casual 4.1% 2.7% 

 

Total Responses 363 of 367 98.9% 403 of 404 99.8%
Missing Responses 4 of 367 1.1% 1 of 404 0.2%

 
 

Highlights 

• Permanent respondent representation increased from 82% in 2014 to 88% in 2020.  Actual workforce 
representation was 80% in both years. 

• Temporary representation decreased from 15% in 2014 to 8% in 2020, but in 2014 there was a surplus of 
respondents indicating they were Temporary relative to actual number in HR records. 

• Casual respondents were underrepresented at 3% in 2014 and 4% in 2020.  Actual representation was 8% in 2014 
and 10% in 2020. 
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2020 vs. 2014 Organizational Demographics 

Length of Service: How long have you been employed at CASO? 
 

At-a-Glance 
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Summary Table 

LENGTH OF SERVICE CASO 2020 CASO 2014 
Less than 1 year 3.8% 10.0% 
1 to 5 years 24.7% 21.8% 
6 to 10 years 16.4% 21.5% 
11 to 15 years 17.5% 27.5% 
16 to 20 years 21.1% 8.5% 
21 to 25 years 11.0% 5.8% 
26 to 30 years 4.1% 3.3% 
More than 30 years 1.4% 1.8% 

 

Total Responses 365 of 367 99.5% 400 of 404 99.0%
Missing Responses 2 of 367 0.5% 4 of 404 1.0%

 
 

Highlights 

• Respondents with 1 to 5 years’ service were underrepresented relative to the actual workforce:  22% vs. 26% in 
2014 and 25% vs. 29% in 2020. 

• In 2020, representation in the remaining categories was within 1% of the workforce representation, except for 11 to 
15 years’ service which was higher by 2%. 
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2020 vs. 2014 Organizational Demographics 
 

  
Summary 
 
 The relative representation by job category was similar in 2014 and 2020.  Most categories in both years were 

within 2% of organizational levels, with exception to Clinical Support Workers, who were slightly below workforce 
representation in 2014 (10% vs 14%) and increased the deficit in 2020 (9% vs. 17%).  Support respondents, who 
matched workforce representation in 2014 (20%), saw an increase in representation in 2020 (26% vs. 22%).  It 
bears investigating why Clinical Support Worker participation, which was already lower in 2014, declined further in 
2020 (whether due to engagement or other barriers to census participation). 

 Respondent representation by employment status indicates an increase in Permanent respondents relative to 
actual workforce representation:  82% vs. 80% in 2014 and 88% vs. 80% in 2020.  Temporary representation 
decreased in 2020, but in 2014 there was an anomaly whereby more respondents indicated they were Temporary 
than there were Temporary staff in HR records.  Casual respondents were underrepresented in both surveys:  3% 
vs. 8% in 2014 and 4% vs. 10% in 2020. 

 In terms of length of service, in both survey periods respondents with 1 to 5 years’ service were underrepresented 
relative to the actual workforce:  22% vs. 26% in 2014 and 25% vs. 29% in 2020.  In 2020, representation in the 
remaining categories was within 1% of the workforce representation, except for 11 to 15 years’ service which was 
higher by 2%. 
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2020 vs. 2014 Individual Demographics 

Age: To which age group do you belong? 
 

At-a-Glance 
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Summary Table 

AGE CASO 2020 CASO 2014 Ottawa
15 to 19 years 0.0% 0.0% 7.3%
20 to 24 years 1.9% 2.5% 8.8%
25 to 29 years 7.5% 12.1% 8.2%
30 to 34 years 13.9% 14.1% 7.9%
35 to 39 years 15.2% 19.1% 7.7%
40 to 44 years 15.8% 15.6% 8.1%
45 to 49 years 15.2% 12.6% 8.5%
50 to 54 years 15.8% 13.1% 9.4%
55 to 59 years 8.9% 7.3% 8.6%
60 to 64 years 4.4% 2.8% 7.1%
65 to 69 years 1.4% 0.8% 6.2%
70 years or older 0.0% 0.0% 12.3%

 

Total Responses 361 of 367 98.4% 397 of 404 98.3% 
Missing Responses 6 of 367 1.6% 7 of 404 1.7% 

 

  



 

CASO 2020 Workforce Census Report  75 

Collapsed Categories 
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AGE CASO 2020 CASO 2014 Ottawa
15 to 24 years 1.9% 2.5% 16.2%
25 to 34 years 21.3% 26.2% 16.1%
35 to 44 years 31.0% 34.8% 15.7%
45 to 54 years 31.0% 25.7% 17.9%
55 to 64 years 13.3% 10.1% 15.6%
65 years or older 1.4% 0.8% 18.5%

 

Total Responses 361 of 367 98.4% 397 of 404 98.3% 
Missing Responses 6 of 367 1.6% 7 of 404 1.7% 

 
 

Highlights 

• In both 2014 and 2020, the age distribution of CASO was centred on the middle ranges, whereby the percentage of 
respondents between ages 25 to 54 was higher than external population levels. 

• In 2014, persons age 45 and older represented 37% of respondents compared to 46% in 2020. 
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2020 vs. 2014 Individual Demographics 

Retirement: When do you plan to retire? 
 

At-a-Glance 
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Summary Table 

TIME SPAN UNTIL PLAN TO RETIRE CASO 2020 CASO 2014 
In the upcoming year 0.3% 1.3% 
1 to 5 years 12.5% 8.1% 
6 to 10 years 15.2% 9.6% 
11 to 15 years 19.7% 14.4% 
16 to 20 years 12.2% 16.9% 
21 to 25 years 10.0% 11.4% 
26 to 30 years 7.8% 11.6% 
31 to 35 years 4.7% 8.1% 
36 to 40 years 1.4% 2.5% 
Don't know 16.3% 16.2% 

 

Total Responses 361 of 367 98.4% 396 of 404 98.0%
Missing Responses 6 of 367 1.6% 8 of 404 2.0%

 
 
Highlights 

• The percentage of respondents who indicated they plan to retire in the next 10 years increased to 28% in 2020 
compared to 19% in 2014. 

• Similarly, the percentage of respondents who plan to retire in the next 15 years increased to 48% in 2020 compared 
to 33% in 2014. 
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2020 vs. 2014 Individual Demographics 

Gender: What gender do you identify with? 
 

At-a-Glance 

 

 

Summary Table 

GENDER CASO 2020 CASO 2014 Ottawa
Male 14.4% 16.5% 48.6%
Female 85.6% 83.5% 51.4%
2-Spirit, Gender Fluid, Non-Binary, 
Intersex, Trans 0.0% 0.0% -- 

 

Total Responses 360 of 367 98.1% 401 of 404 99.3% 
Missing Responses 7 of 367 1.9% 3 of 404 0.7% 

 
* Response categories were expanded in 2020. 

Highlights 

• In 2020, the gender distribution was 86% Female and 14% Male compared to 84% Female and 16% Male in 2014. 
• In both 2014 and 2020, no respondents identified with as 2-Spirit, Gender Fluid, Intersex, Non-Binary, and Trans. 
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2020 vs. 2014 Individual Demographics 

Disability: Do you consider yourself to be a person with a disability? 
 

At-a-Glance 

 

 

Summary Table 

PERSONS WITH DISABILITIES CASO 2020 CASO 2014 Ottawa
Yes 9.7% 9.3% 24.1%
No 90.3% 90.8% 75.9%

 

Total Responses 361 of 367 98.4% 400 of 404 99.0% 
Missing Responses 6 of 367 1.6% 4 of 404 1.0% 

 
* The external data is from the population age 15 and over in the Ottawa/Gatineau Census Metropolitan Area.  

 

Highlights 

• 9.7% of respondents in 2020 consider themselves to be a person with a disability compared to 9.3% in 2014. 
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2020 vs. 2014 Individual Demographics 

Disability Type: What is the nature of your disability? 
 

At-a-Glance 
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Summary Table 

NATURE OF DISABILITY CASO 2020 CASO 2014 Ontario
Seeing 20.6% 17.6% 26.0%
Hearing 23.5% 17.6% 21.5%
Mobility 32.4% 20.6% 45.5%
Flexibility 23.5% 20.6% 47.5%
Dexterity <14.7% <14.7% 22.3%
Pain 47.1% 32.4% 67.8%
Learning 17.6% 35.3% 17.3%
Developmental <14.7% <14.7% 5.2%
Mental health 58.8% 44.1% 33.1%
Memory <14.7% 14.7% 18.4%
Alcohol or drug dependency <14.7% <14.7% --
Other addictions <14.7% -- --

 

Total Responses 34 of 35 9.3% 34 of 37 8.4% 
Missing Responses 1 of 35 2.9% 3 of 37 8.1% 

 
* Other addictions is a new response category added in 2020. 

 

Highlights 

• In 2020, most of the Disability Type categories were endorsed by a higher percentage of respondents with 
disabilities. 

• The largest decrease from 2014 to 2020 in was the Learning category (35% vs. 18%). 
• In both 2014 and 2020, the most frequently endorsed categories were:  Mental Health (44% and 59%), Pain (32% 

and 47%), and Mobility (21% and 32%). 
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2020 vs. 2014 Individual Demographics 

Accommodation: Are you currently being accommodated in the workplace? 
 

At-a-Glance 

 

 

Summary Table 

ACCOMODATION CASO 2020 CASO 2014 
Yes 9.8% 17.9% 
No 90.2% 82.1% 

 

Total Responses 357 of 367 97.3% 363 of 404 89.9%
Missing Responses 10 of 367 2.7% 41 of 404 10.1%

 
 

Highlights 

• Respondents who indicated they are currently being accommodated in the workplace decreased from 18% to 10%. 
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2020 vs. 2014 Individual Demographics 

Sexual Orientation: What is your sexual orientation? 
 

At-a-Glance 

 

 

Summary Table 

SEXUAL ORIENTATION CASO 2020 CASO 2014 Canada
Asexual, Bisexual, Gay, Lesbian, 
Pansexual & Queer 9.6% 5.2% 3.0% 

Heterosexual 90.4% 94.8% 97.0%
 

Total Responses 356 of 367 97.0% 385 of 404 95.3% 
Missing Responses 11 of 367 3.0% 19 of 404 4.7% 

 
* Response categories were expanded in 2020. 
* External data for Canada only represents Bisexual, Gay, and Lesbian. 

Highlights 

• From 2014 to 2020, the percentage of respondents who identify with a diverse sexual orientation (e.g., 2-Spirit, 
Asexual, Bisexual, Gay, Lesbian, Pansexual, or Queer) increased from 5% to 10%. 
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2020 vs. 2014 Individual Demographics 
 

Summary 
 
 In both 2014 and 2020, the age distribution of CASO was centred on the middle ranges, whereby the percentage 

of respondents between ages 25 to 54 was higher than external population levels.  This is perhaps not surprising 
as experience combined with typical working age would centre distribution among these ranges. 

 From 2014 to 2020 respondent age shifted upwards.  In 2014, persons age 45 and older represented 37% of 
respondents compared to 46% in 2020.  This is data that HR should have for the actual workforce, so it can be 
compared to confirm whether the age distribution has shifted upwards, or whether there are differences in 
responses with regard to those specific age groups that responded to the survey. 

 The percentage of respondents who indicated they plan to retire in the next 10 years increased to 28% in 2020 
compared to 19% in 2014.  Similarly, the percentage of respondents who plan to retire in the next 15 years 
increased to 48% in 2020 compared to 33% in 2014.  In both 2014 and 2020, 16% of respondents indicated they 
don’t know when they plan to retire. 

 Representation of Male and Female respondents was similar across surveys.  In 2020, the gender distribution was 
86% Female and 14% Male compared to 84% Female and 16% Male in 2014.  In both 2014 and 2020, no 
respondents identified with as 2-Spirit, Gender Fluid, Intersex, Non-Binary, or Trans. 

 Representation of Persons with Disabilities was similar across surveys.  9.7% of respondents in 2020 consider 
themselves to be a person with a disability compared to 9.3% in 2014. 

 Though the overall percentage of Persons with Disabilities was similar across surveys, in 2020 most of the 
Disability Type categories were endorsed by a higher percentage of respondents with disabilities.  For example, in 
2014 and 2020 the percentages for the most frequently endorsed categories were:  Mental Health (44% vs. 59%), 
Pain (32% vs. 47%), and Mobility (21% vs. 32%).  The one category with a notable decrease over time was 
Learning, which was identified by 35% of respondents with disabilities in 2014 compared to 18% in 2020. 

 In both 2014 and 2020, 59% of respondents with disabilities indicated they had more than one type of disability.  
In both 2014 and 2020, 44% of respondents with disabilities indicated they have a visible disability; while the 
percentage shifted slightly down from 100% to 97% for non-visible disability. 

 The percentage of respondents who indicated they are currently being accommodated in the workplace 
decreased from 18% in 2014 to 10% in 2020. 

 From 2014 to 2020, the percentage of respondents who identify with a diverse sexual orientation (e.g., 2-Spirit, 
Asexual, Bisexual, Gay, Lesbian, Pansexual, or Queer) increased from 5% to 10%. 
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2020 vs. 2014 Education 

Highest Credential: What is the highest degree, certificate or diploma that you 
have completed? 
 

At-a-Glance 
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College, CEGEP or other non-university certificate or…

University Certificate or diploma below Bachelor level

University, Bachelor's degree

Certificate or diploma above Bachelor level

Degree in medicine, dentistry, veterinary medicine or…

Master's degree or earned doctorate

CASO 2020 CASO 2014

 

 

Summary Table 

HIGHEST COMPLETED EDUCATION CASO 2020 CASO 2014 Ottawa
No certificate, diploma or degree -- -- 12.2%
Secondary school diploma or 
equivalent 

4.4% 4.2% 24.0% 

Apprenticeship or trades certificate 
or diploma 

-- -- 4.1% 

College, CEGEP or other non-
university certificate or diploma 

14.7% 15.9% 20.0% 

University Certificate or diploma 
below Bachelor level 

1.7% 2.2% 2.0% 

University, Bachelor's degree 53.7% 51.7% 23.1%
Certificate or diploma above 
Bachelor level 4.7% 5.0% 2.1% 

Degree in medicine, dentistry, 
veterinary medicine or optometry 

0.0% 0.0% 0.9% 

Master's degree or earned doctorate 20.8% 20.9% 11.5%
 

Total Responses 361 of 367 98.4% 402 of 404 99.5% 
Missing Responses 6 of 367 1.6% 2 of 404 0.5% 
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Highlights 

• The distribution of respondents by highest education completed was similar from 2014 to 2020 – most categories 
were within 1% of previous levels, except University, Bachelor’s Degree which increased by 2%. 
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2020 vs. 2014 Education 

Major Field: What was the major field of study of the highest diploma, 
certificate or degree that you have completed? 
 

At-a-Glance 
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Summary Table 

MAJOR FIELD OF STUDY CASO 2020 CASO 2014 Ottawa
Education 2.6% 3.2% 5.5%
Visual and performing arts, and 
communications technologies 

0.6% 0.3% 3.6% 

Humanities 0.9% 1.3% 6.9%
Social and behavioural sciences and 
law 37.3% 39.2% 18.1% 

Business, management and public 
administration 

51.0% 45.2% 19.5% 

Physical and life sciences and 
technologies 

0.6% 0.3% 5.4% 

Mathematics, computer and 
information sciences 

2.0% 1.3% 7.1% 

Architecture, engineering, and 
related technologies 

0.0% 0.8% 16.0% 

Agriculture, natural resources and 
conservation 

0.3% 0.0% 1.4% 

Health and related fields 0.6% 0.8% 12.3%
Personal, protective and 
transportation services 

0.3% 0.8% 4.3% 

Other 3.8% 6.7% 0.0%
 

Total Responses 343 of 345 99.4% 372 of 404 92.1% 
Missing Responses 2 of 345 0.6% 32 of 404 7.9% 

 
 

Highlights 

• The distribution of respondents by major field of study was similar from 2014 to 2020 – most categories were within 
less than 1% of previous levels. 

• Social and Behavioural Sciences and Law decreased from 39% to 37%, and Business Management and Public 
Administration increased from 45% to 51%. 
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2020 vs. 2014 Education 

Social Work Degree: What is the highest Social Work degree that you have 
completed? 
 

At-a-Glance 

 

 

Summary Table 

HIGHEST SOCIAL WORK DEGREE CASO 2020 CASO 2014 
Bachelor's 70.6% 64.8% 
Master's 28.2% 34.7% 
Doctorate 1.1% 0.5% 

 

Total Responses 177 of 345 51.3% 196 of 404 48.5%
Missing Responses 168 of 345 48.7% 208 of 404 51.5%

 
 

Highlights 

• Respondents with a Master’s degree decreased from 35% to 28%. 
• Respondents with a Bachelor’s degree has increased from 65% to 71%. 
• Respondents with a Doctorate degree increased from 0.5% to 1.1%. 
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2020 vs. 2014 Education 

Career Advancement: Are you currently working towards, or considering 
working towards meeting the position requirements for career advancement? 
 

At-a-Glance 
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Yes, within the next 4 years

No, not interested within the next 4 years

No, but interested in lateral transfer opportunities

I am not interested in career advancement

CASO 2020 CASO 2014

 
 

Summary Table 

PURSUING CAREER ADVANCEMENT CASO 2020 CASO 2014 
I currently meet all position 
requirements 24.4% 26.2% 

Yes, within the next 4 years 18.0% 22.3% 
No, not interested within the next 4 
years 

27.2% 19.6% 

No, but interested in lateral transfer 
opportunities 

18.5% 24.3% 

I am not interested in career 
advancement 

11.8% 7.6% 

 

Total Responses 356 of 367 97.0% 382 of 404 94.6%
Missing Responses 11 of 367 3.0% 22 of 404 5.4%

 
 

Highlights 

• Respondents currently meeting requirements decreased from 26% to 24%. 
• Respondents interested within the next 4 years decreased from 22% to 18%. 
• Respondents interested in lateral transfer (rather than advancement) decreased from 24% to 29%. 
• Respondents not interested within the next 4 years increased from 20% to 27%. 
• Respondents not interested in career advancement increased from 8% to 12%. 
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2020 vs. 2014 Education 
 

  
Summary 
 
 The distribution of respondents by highest education completed is very similar over time.  Most categories were 

within 1% of previous levels, the only exception being University, Bachelor’s Degree which went from 52% to 54%. 

 The distribution of respondents by major field of study was also similar from 2014 to 2020.  Most categories were 
within less than 1% of previous levels.  There were decreases in Social and Behavioural Sciences and Law (39% vs. 
37%) and Other (7% vs. 4%), while there was an increase in representation in Business Management and Public 
Administration (45% vs. 51%).  The latter category includes credentials in Social Work. 

 Within respondents who have a Social Work degree, the percentage with a Master’s degree has decreased from 
2014 to 2020 (35% vs. 28%), while the percentage with a Bachelor’s degree has increased (65% vs. 71%).  The 
percentage of respondents with a Doctorate degree was 0.5% in 2014 and 1.1% in 2020. 

 In terms of pursuing career advancement, the largest difference from 2014 to 2020 was in the category No, not 
interested within the next 4 years which increased from 20% to 27%.  The next largest difference was in the 
category No, but interested in lateral transfer opportunities which decreased from 24% to 19%. 

 There was a decrease in respondents interested in pursuing career advancement, in both the I currently meet all 
position requirements (26% vs. 24%) and the Yes, within the next 4 years (22% and 18%) categories. 

 The percentage of respondents who indicated I am not interested in career advancement increased from 8% in 
2014 to 12% in 2020. 
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2020 vs. 2014 Culture and Religion 

Indigenous Persons: Do you consider yourself to be an Indigenous person? 
 

At-a-Glance 

7.5%

92.5%
4.8%

95.2%

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

Yes

No

CASO 2020 CASO 2014

 

 

Summary Table 

INDIGENOUS IDENTITY CASO 2020 CASO 2014 
Yes 7.5% 4.8% 
No 92.5% 95.2% 

 

Total Responses 358 of 367 97.5% 398 of 404 98.5%
Missing Responses 9 of 367 2.5% 6 of 404 1.5%

 
 

Highlights 

• Indigenous respondents increased from 4.8% to 7.5%. 
• The 2020 workforce census collected a more inclusive record of Indigenous bands, communities, or groups. 
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2020 vs. 2014 Culture and Religion 

Visible Minority: Do you consider yourself to be a visible minority? 
 

At-a-Glance 

 

 

Summary Table 

VISIBLE MINORITY CASO 2020 CASO 2014 Ottawa
No 84.0% 88.3% 73.7%
Yes 16.0% 11.8% 26.3%

 

Total Responses 356 of 367 97.0% 400 of 404 99.0% 
Missing Responses 11 of 367 3.0% 4 of 404 1.0% 

 
 

Highlights 

• Respondents who identify as visible minority persons increased from 12% to 16%. 
• Representation in the Ottawa population is 26%. 
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2020 vs. 2014 Culture and Religion 

Immigration: Are you now, or have you ever been, a landed immigrant? 
 

At-a-Glance 

 

 

Summary Table 

LANDED IMMIGRANT CASO 2020 CASO 2014 Ottawa
No 85.9% 86.6% 76.4%
Yes 14.1% 13.4% 23.6%

 

Total Responses 347 of 367 94.6% 389 of 404 96.3% 
Missing Responses 20 of 367 5.4% 15 of 404 3.7% 

 
 

Highlights 

• Respondents who are landed immigrants changed from 13% to 14%. 
• Representation in the Ottawa population is 24%. 
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2020 vs. 2014 Culture and Religion 

Religion: Please indicate your religious or spiritual affiliation 
 

At-a-Glance 
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CASO 2020 CASO 2014
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Summary Table 

RELIGIOUS OR SPIRITUAL 
AFFILIATION 

CASO 2020 CASO 2014 Ottawa 

Buddhist 1.7% 0.8% 1.3%
Christian (e.g., Catholic, Christian 
Orthodox, Protestant) 61.8% 67.5% 65.4% 

Eastern Religions 0.3% 0.0% --
Hindu 0.3% 0.3% 1.4%
Jewish 0.8% 1.6% 1.2%
Muslim 2.2% 0.5% 6.7%
Sikh 0.3% 0.0% 0.4%
Indigenous Spirituality 2.5% 0.8% 0.0%
Other 1.9% 2.6% 0.6%
I do not have a religious or spiritual 
affiliation 28.1% 25.9% 22.8% 

 

Total Responses 359 of 367 97.8% 379 of 404 93.8% 
Missing Responses 8 of 367 2.2% 25 of 404 6.2% 

 
* The I do not have a religious or spiritual affiliation category includes Agnostic and Atheist, which were pulled out as 
separate response options in the 2020 survey. 

Highlights 

• Christian representation decreased from 68% to 62%. 
• The largest increases were:  Indigenous Spirituality (0.8% vs. 2.5%), Muslim (0.5% vs. 2.2%), and No Religious or 

Spiritual Affiliation (26% vs. 28%). 
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2020 vs. 2014 Culture and Religion 
 

Summary 
 
 The percentage of respondents who identify as an Indigenous person increased from 4.8% in 2014 to 7.5% in 

2020.  The 2020 workforce census collected a more inclusive record of Indigenous bands, communities, or groups 
represented within CASO. 

 In 2014, 12% of respondents considered themselves to be a visible minority compared to 16% in 2020.  
Representation of visible minority respondents continues to be lower than the 26% reported for the external 
population. 

 In 2014, 13% of respondents were foreign born persons compared to 14% in 2020.  Representation of 
respondents who are landed immigrants continues to be lower than the 24% reported for the external population. 

 The representation of respondents who identify as having a Christian religious affiliation decreased from 68% in 
2014 to 62% in 2020.  Categories that increased from 2014 to 2020 include Indigenous Spirituality (0.8% vs. 2.5%), 
Muslim (0.5% vs. 2.2%), and No Religious or Spiritual Affiliation (26% vs. 28%).   
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2020 vs. 2014 Languages 

Languages: What language(s) can you speak well enough to have a 
conversation? 
 

At-a-Glance 
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Summary Table 

LANGUAGE CASO 2020 CASO 2014 Ottawa
English 99.4% 99.5% 97.2%
French 53.8% 52.6% 39.1%
Indigenous languages 0.6% 0.0% 0.1%
European languages 5.3% 8.2% 20.2%
Turkic languages 0.0% 0.2% 0.3%
African languages 2.8% 2.7% 1.2%
Afro-Asiatic languages 1.9% 1.5% 6.7%
Indo-Iranian languages 1.4% 0.7% 3.9%
Dravidian languages 0.0% 0.0% 0.6%
Asiatic languages 1.1% 0.2% 5.6%
Malayo-Polynesian languages 0.6% 0.7% 1.1%
Sign languages 0.6% 2.0% 0.2%
Other languages 1.4% 0.7% 1.1%

 

Total Responses 359 of 367 97.8% 401 of 404 99.3% 
Missing Responses 8 of 367 2.2% 3 of 404 0.7% 

 
 

Highlights 

• The percentage of respondents was similar across surveys for English (100% and 99.4%) and French (53% and 54%). 
• Respondents who speak Europeans languages decreased from 8% to 5%. 
• There were slight increases (<1%) in respondents who speak languages from the following categories:  Indigenous, 

Afro-Asiatic, Indo-Iranian, Asiatic, and Other. 
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2020 vs. 2014 Languages 
 

Summary 
 
 In both 2014 and 2020, virtually all respondents indicated they speak English well enough to have a conversation 

(100% vs. 99.4%), and in both surveys more than half of respondents indicated they speak French well enough to 
have a conversation (53% vs. 54%). 

 The percentage of respondents who indicated they can converse in a language from the European language 
category decreased from 8% in 2014 to 5% in 2020. 

 Representation in all remaining language families was 3% or less in both 2014 and 2020. 

 There were very slight increases (<1%) in the representation of persons who speak languages from the following 
categories:  Indigenous, Afro-Asiatic, Indo-Iranian, Asiatic, and Other.   
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2020 vs. 2014 Children and Other Dependents 

Dependents: Who do you provide dependent care for? 
 

At-a-Glance 

 

 

Summary Table 

PROVIDE DEPENDENT CARE CASO 2020 CASO 2014 
Yes 63.2% 65.1% 
No 36.8% 34.9% 

 

Total Responses 367 of 367 100.0% 404 of 404 100.0%
Missing Responses 0 of 367 0.0% 0 of 404 0.0%

 

Types of Dependents 

 

 

DEPENDENTS CASO 2020 CASO 2014 
Children 86.2% 86.6% 
Dependents with disabilities 8.8% 7.5% 
Elders 18.4% 15.4% 
Friends 1.8% 1.2% 
Immediate family members 6.5% 7.5% 

 

Total Responses 217 of 232 93.5% 253 of 404 62.6%
Missing Responses 15 of 232 6.5% 151 of 404 37.4%
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Highlights 

• Respondents who provide dependent care was similar at 65% and 63%. 
• Within respondents with dependents, those caring for elders increased from 15% to 18%.  All other dependent type 

categories were within 1% across surveys. 
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2020 vs. 2014 Children and Other Dependents 

Dependent Number: If you indicated that you provide dependent care, do you 
provide this care for more than one individual? 
 

At-a-Glance 

 

 

Summary Table 

Multiple Dependent Care CASO 2020 CASO 2014 
No 31.6% 35.9% 
Yes 68.4% 64.1% 

 

Total Responses 212 of 232 91.4% 245 of 263 93.2%
Missing Responses 20 of 232 8.6% 18 of 263 6.8%

 
 

Highlights 

• Respondents with dependents who provide care for more than one individual increased from 64% to 68%. 
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2014 vs. 2020 Children and Other Dependents 

Dependent Care:  In the past 12 months, how often did someone else provide 
dependent care while you were working? 
 
At-A-Glance 

CASO 2020 0% 20% 40% 60% 80% 100%

Childcare Facility

Eldercare Facility

Friend

Home Care Provider

Nanny

Relative

Sitter/Neighbour

Spouse/Partner

Never Infrequently Regularly Most of the Time Always
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Summary Tables 

CASO 2020 DEPENDENT CARE 

Percent Childcare 
facility 

Eldercare 
facility Friend Home care 

provider Nanny Relative Sitter/ 
Neighbour

Spouse/ 
Partner

Never 60.4% 90.3% 78.7% 95.2% 98.1% 51.2% 90.3% 40.1% 
Infrequently 2.9% 1.5% 16.9% 0.0% 0.5% 26.6% 6.76% 14.5% 
Regularly 12.6% 1.9% 3.9% 1.9% 1.0% 17.4% 2.4% 32.4% 
Most of the time 14.5% 1.0% 0.5% 1.5% 0.5% 2.9% 0.5% 7.7% 
Always 9.7% 5.3% 0.0% 1.5% 0.0% 1.9% 0.0% 5.3% 

 

Frequency Childcare 
facility 

Eldercare 
facility Friend Home care 

provider Nanny Relative Sitter/ 
Neighbour

Spouse/ 
Partner

Never 125 187 163 197 203 106 187 83 
Infrequently 6 3 35 0 1 55 14 30
Regularly 26 4 8 4 2 36 5 67
Most of the time 30 2 1 3 1 6 1 16
Always 20 11 0 3 0 4 0 11

 
Total Responses 207 207 207 207 207 207 207 207 
Total Percent 56.4% 56.4% 56.4% 56.4% 56.4% 56.4% 56.4% 56.4% 
Missing Responses 160 160 160 160 160 160 160 160 
Missing Percent 43.6% 43.6% 43.6% 43.6% 43.6% 43.6% 43.6% 43.6% 

 

 

CASO 2014 DEPENDENT CARE 

Percent Childcare 
facility 

Eldercare 
facility Friend Home care 

provider Nanny Relative Sitter/ 
Neighbour

Spouse/ 
Partner

Never 57.7% 93.1% 79.3% 85.4% 99.2% 51.2% 80.5% 36.2% 
Infrequently 4.1% 1.6% 16.3% 2.8% 0.8% 28.5% 15.0% 21.1% 
Regularly 8.5% 1.6% 4.1% 4.9% 0.0% 15.0% 3.3% 22.8% 
Most of the time 12.6% 0.4% 0.4% 2.0% 0.0% 4.1% 0.4% 10.2% 
Always 17.1% 3.3% 0.0% 4.9% 0.0% 1.2% 0.8% 9.8% 

 

Frequency Childcare 
facility 

Eldercare 
facility Friend Home care 

provider Nanny Relative Sitter/ 
Neighbour

Spouse/ 
Partner

Never 142 229 195 210 244 126 198 89 
Infrequently 10 4 40 7 2 70 37 52
Regularly 21 4 10 12 0 37 8 57
Most of the time 31 1 1 5 0 10 1 25
Always 42 8 0 12 0 3 2 24

 
Total Responses 246 246 246 246 246 246 246 246 
Total Percent 96.9% 96.9% 96.9% 96.9% 96.9% 96.9% 96.9% 96.9% 
Missing Responses 8 8 8 8 8 8 8 8 
Missing Percent 3.1% 3.1% 3.1% 3.1% 3.1% 3.1% 3.1% 3.1% 
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Highlights 

• Respondents with dependents indicating a reliance on Eldercare increased from 7% to 10%. 
• The largest decreases were in reliance on:  Home Care Providers (15% vs. 5%), Sitters/Neighbours (20% vs. 10%), and 

Spouse/Partner (64% vs. 60%). 
• Respondents with dependents who indicated Most of the Time or Always increased from 2014 to 2020 for Eldercare 

(4% vs. 6%), and decreased for Spouse/Partner (20% vs. 13%), Childcare (30% vs. 24%), and Home Care Provider (7% 
vs. 3%). 
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2020 vs. 2014 Children and Other Dependents 
 

  Summary 
 
 In 2014, 65% of respondents indicated they provide dependent care for others compared to 63% in 2020. 

 The percentage of respondents with dependents who provide dependent care for Children was relatively 
unchanged between 2014 (86.6%) and 2020 (86.2%).  The percentage of respondents who provide dependent 
care for Immediate Family Members decreased slightly between 2014 (8%) and 2020 (7%). 

 The remaining dependent categories showed increases from 2014 to 2020:  Elders (15% vs. 18%), Dependents 
with Disabilities (8% to 9%), and Friends (1% to 2%). 

 Within respondents with dependents, the percentage who care for more than one individual increased from 64% 
in 2014 to 68% in 2020. 

 In terms of types of care providers relied on by respondents with dependents, from 2014 to 2020 there was an 
increase in those indicating they rely on Eldercare (7% vs. 10%), and a decrease in those indicating they rely on 
Home Care Providers (15% vs. 5%), Sitters/Neighbours (20% vs. 10%), Spouse/Partner (64% vs. 60%), and 
Childcare (42% vs. 40%).  These decreases do not appear to be offset by increases in the reliance on other care 
provider types. 

 In terms of frequency of reliance, the percentage of respondents with dependents who indicated Most of the 
Time or Always increased from 2014 to 2020 for Eldercare (4% vs. 6%), and decreased for Spouse/Partner (20% vs. 
13%), Childcare (30% vs. 24%), and Home Care Provider (7% vs. 3%). 
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2020 vs. 2014 Staff Activities 

Activities outside Work:  How many hours per week do you spend doing the 
following activities? 
 

 
At-A-Glance 

 

 

 

 

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

Housework and home
maintenance

Looking after children

Other dependent care

None < 5 hours 5 to 14 hours 15 to 29 hours 30 to 59 hours > 60 hours

CASO 2020

Why ask this question? 
• To know the extent to which respondents spend their time on 

various activities outside of work 

How can we benefit? 
• Information about our time pressures and day-to-day 

responsibilities in our outside work lives, can help shape 
programs and policies to balance professional and personal 
needs 
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None < 5 hours 5 to 14 hours 15 to 29 hours 30 to 59 hours > 60 hours
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Summary Tables 

CASO 2020 ACTIVITIES OUTSIDE WORK 

Percent Housework and 
home maintenance

Looking after 
children 

Other dependent 
care

None 0.9% 37.1% 56.6% 
Less than 5 hours 10.3% 14.0% 23.7% 
5 to 14 hours 48.9% 9.1% 12.9% 
15 to 29 hours 31.4% 13.7% 3.4% 
30 to 59 hours 5.4% 14.6% 2.3% 
60 hours or more 3.1% 11.4% 1.1% 

 

Frequency Housework and 
home maintenance

Looking after 
children 

Other dependent 
care

None 3 130 198 
Less than 5 hours 36 49 83 
5 to 14 hours 171 32 45 
15 to 29 hours 110 48 12 
30 to 59 hours 19 51 8 
60 hours or more 11 40 4 

 
Total Responses 350 350 350 
Total Percent 95.4% 95.4% 95.4% 
Missing Responses 17 17 17 
Missing Percent 4.6% 4.6% 4.6% 

 

CASO 2014 ACTIVITIES OUTSIDE WORK 

Percent Housework and 
home maintenance

Looking after 
children 

Other dependent 
care

None 1.0% 38.4% 58.8% 
Less than 5 hours 16.3% 10.6% 23.9% 
5 to 14 hours 55.5% 15.6% 12.6% 
15 to 29 hours 22.1% 10.1% 3.3% 
30 to 59 hours 5.0% 14.6% 1.3% 
60 hours or more 0.0% 10.8% 0.3% 

 

Frequency Housework and 
home maintenance

Looking after 
children 

Other dependent 
care

None 4 153 234 
Less than 5 hours 65 42 95 
5 to 14 hours 221 62 50 
15 to 29 hours 88 40 13 
30 to 59 hours 20 58 5 
60 hours or more 0 43 1 

 
Total Responses 398 398 398 
Total Percent 98.5% 98.5% 98.5% 
Missing Responses 6 6 6 
Missing Percent 1.5% 1.5% 1.5% 
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Highlights 

• Respondents who spend time on each activity type was largely unchanged:  Housework and Home Maintenance 
(99% vs. 99%), Looking after Children (62% vs. 63%), and Other Dependent Care (41% vs. 43%). 

• A higher percentage of respondents indicated they spend 15 hours or more per week on each activity type: 
Housework and Home Maintenance (27% vs. 40%), Looking after Children (36% vs. 40%), and Other Dependent Care 
(5% vs. 7%). 
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2020 vs. 2014 Staff Activities 

Volunteer Activities: Please indicate which of the following you currently 
volunteer time for? 
 

At-a-Glance 

 

 

Summary Table 

VOLUNTEER TIME CASO 2020 CASO 2014 
Yes 49.0% 44.1% 
No 51.0% 55.9% 

 

Total Responses 367 of 367 100.0% 404 of 404 100.0%
Missing Responses 0 of 367 0.0% 0 of 404 0.0%
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Types of Volunteer Activities 
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VOLUNTEER ACTIVITIES CASO 2020 CASO 2014 
School 43.8% 31.9% 
Sports teams 34.0% 33.1% 
Religious organization 20.4% 21.7% 
Hospitals or hospices 3.1% 3.6% 
Cultural club 4.9% 7.2% 
Service club 2.5% 2.4% 
Political party 4.9% 2.4% 
Charitable organizations 18.5% 15.1% 
Sitting on a Board of Directors 12.3% 18.1% 
Non-governmental organization 8.6% 5.4% 
Community agency 13.6% 8.4% 
Environmental group 0.6% 1.8% 
Youth development club 9.9% 8.4% 
Other 6.8% 18.1% 

 

Total Responses 162 of 367 44.1% 166 of 404 41.1%
Missing Responses 205 of 367 55.9% 238 of 404 58.9%
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Highlights 

• Respondent who volunteer increased from 44% to 49%. 
• Respondent percentages increased most for Schools (32% vs. 44%), Charitable Organization (15% vs. 19%), and 

Community Agencies (5% vs. 9%). 
• Respondent percentages decreased most for Sitting on a Board of Directors (18% vs. 12%). 
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2020 vs. 2014 Staff Activities 
 

Summary 
 
 The percentage of respondents reporting they spend time on home and dependent care activities was largely 

unchanged from 2014 to 2020:  Housework and Home Maintenance (99% vs. 99%), Looking after Children (62% 
vs. 63%), and Other Dependent Care (41% vs. 43%). 

 Respondents in 2020 indicated they spent more time per week on the above activities.  From 2014 to 2020, the 
percentage of respondents indicating they spend 15 hours or more per week was:  Housework and Home 
Maintenance (27% vs. 40%), Looking after Children (36% vs. 40%), and Other Dependent Care (5% vs. 7%).  

 In 2014, 44% of respondents indicated they volunteered time compared to 49% in 2020.  

 Within respondents who volunteer their time, in both 2014 and 2020 the most frequently endorsed types of 
organizations were:  Schools, Sports Teams, and Religious Organizations.  The percentage volunteering at Schools 
increased from 32% in 2014 to 44% in 2020. 

 From 2014 to 2020, there was an increase in respondents indicating they volunteer at Community Agencies (8% 
vs. 14%) and Charitable Organizations (15% vs. 19%), and a decrease in those who volunteered by Sitting on a 
Board of Directors (18% vs. 12%). 
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2020 vs. 2014 Working at CASO 

Employer Attraction Attributes: What attracted you to work at CASO? 
 

At-a-Glance 
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Summary Table 

EMPLOYER CHARACTERISTICS CASO 2020 CASO 2014 
Amenities 19.0% -- 
Coworkers/ team environment 36.3% 32.0% 
Flexible schedule and hours 37.5% 24.1% 
Inclusiveness of workforce 14.1% 9.6% 
Management and leadership 12.4% 8.9% 
Opportunity to learn new skills 53.9% 50.8% 
Organizational culture 12.4% -- 
Promotion and lateral career 
development opportunities 

23.3% 33.8% 

Proximity to home or work 26.5% 22.6% 
Recommended as an employer by 
friend or family member 

21.9% 19.5% 

Reputation of CASO 19.9% 16.0% 
Socially responsible policies and 
practices 20.2% 19.8% 

Total compensation package 63.4% 53.3% 
Types of jobs available 55.3% 51.0% 
Volunteerism/giving back to the 
community 

14.1% 11.4% 

Work environment and conditions 25.6% 18.5% 
Other 0.9% 9.6% 

 

Total Responses 347 of 367 94.6% 394 of 404 97.5%
Missing Responses 20 of 367 5.4% 10 of 404 2.5%

 
* Amenities and Organizational Culture were added as new categories in 2020. 

 

Highlights 

• The most commonly endorsed factors in both surveys were:  Total Compensation Package (53% vs. 63%), Types of 
Job Available (51% vs. 55%), and Opportunity to Learn New Skills (51% vs. 54%). 

• The least commonly endorsed factors both surveys were:  Management and Leadership (9% and 12%), 
Volunteerism/Giving Back to the Community (11% vs. 14%), and Inclusiveness of the Workforce (10% vs. 14%). 
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2020 vs. 2014 Working at CASO 

Self-Care Strategies: What self-care strategies do you utilize to promote your 
wellness? 
 

At-a-Glance 
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Summary Table 

SELF-CARE STRATEGIES CASO 2020 CASO 2014 
Employee Assistance 
Program/Counseling services 20.0% 14.5% 

CAS Peer Support Program 7.2% 3.6% 
Social networks 89.0% 58.9% 
Health-building activities 75.1% 71.9% 
Healthy eating habits 64.6% 62.2% 
Recreational activities, other hobbies 
outside of work 

73.0% 76.8% 

Other 3.5% 3.1% 
 

Total Responses 345 of 367 94.0% 392 of 404 97.0%
Missing Responses 22 of 367 6.0% 12 of 404 3.0%

 
 

Highlights 

• The largest increases were:  Social Networks (59% vs. 89%) and Employee Assistance Program/Counseling Services 
(15% vs. 20%). 

• The largest decreases was Recreational Activities and Other Hobbies (77% vs. 73%). 
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2020 vs. 2014 Working at CASO 

Census Barriers: Did you experience any barriers to completing this census? 
 

At-a-Glance 

 

 

Summary Table 

EXPERIENCED CENSUS BARRIERS CASO 2020 CASO 2014 
No 98.8% 96.2% 
Yes 1.2% 3.8% 

 

Total Responses 347 of 367 94.6% 399 of 404 98.8%
Missing Responses 20 of 367 5.4% 5 of 404 1.2%

 
 

Highlights 

• Respondents indicating they experienced barriers to completing the census decreased from 4% to 1%. 
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2020 vs. 2014 Working at CASO 
 

 
Summary 
 
 In terms of factors that attracted respondents to work at CASO, in both 2014 and 2020 the most frequently 

endorsed categories were:  Total Compensation Package (53% vs. 63%), Types of Job Available (51% vs. 55%), and 
Opportunity to Learn New Skills (51% vs. 54%).  All three categories also showed an increase in endorsement from 
2014 to 2020. 

 In both 2014 and 2020, the least commonly endorsed factors that attracted respondents to work at CASO were:  
Management and Leadership (9% and 12%), Volunteerism/Giving Back to the Community (11% vs. 14%), and 
Inclusiveness of the Workforce (10% vs. 14%). 

 In general, nearly all factors were endorsed at a higher frequency in 2020 than 2014.  A notable exception was 
Promotion and Lateral Career Development Opportunities, which decreased from 34% in 2014 to 23% in 2020. 

 With respect to self-care strategies utilized by respondents to promote wellness, the percentage endorsement 
increased in nearly all categories from 2014 to 2020.  The largest increases were in Social Networks (59% vs. 89%) 
and Employee Assistance Program/Counseling Services (15% vs. 20%). 

 The only self-care strategy identified by a lower percentage of respondents across surveys was Recreational 
Activities and Other Hobbies which went from 77% in 2014 to 73% in 2020. 

 The percentage of respondents who indicated that they experienced barriers to completing the census decreased 
from 4% in 2014 to 1% in 2020. 
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Additional Analyses 

Additional Analyses:  Select Questions Broken Out by Groups 
 

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

• Equity Group Representation by Job Category 
• Equity Group Representation by Length of Service 
• Length of Service by Visible Minority Status 
• CASO Employer Attributes by Equity Group 
• CASO Employer Attributes by Job Category 
• Planned Retirement Timeframe by Job Category 

 
Due to the large number of subgroups for some analyses, the presentation of the results in this section is different from the 
method used in the main body of the report.  To make the data user-friendly, the information has been reduced to a 
format that makes it easier for readers to make comparisons across subgroups.  The reporting format in this section 
consists of summary tables whereby only percentage values are reported (i.e., frequencies are not reported). 

Significant differences have been noted when the representation of a group differs across categories.  If a group represents 
50% of the total, then you would expect the group to represent about 50% of each category.  The notes in this section 
indicate when the representation in some categories deviates from the expected representation beyond what could be 
attributed to random error. 

The analyses in this section are based on comparisons of subgroups that often have low numbers relative to their 
counterparts.  With smaller respondent numbers within in a comparison group, larger fluctuations are caused by each 
individual; this makes it difficult to assign meaning to differences that may appear to be noticeable.  In other words, 
seemingly noticeable differences may not be significant if based on a small number of respondents. 

 

  



 

CASO 2020 Workforce Census Report   121 

 
Additional Analyses 

Equity Group Representation:  Job Category 
 

The following table presents the percent representation of equity group members within the various job categories.  For 
example females comprise 98% of Resource Workers and 81% of Management.  The percentage results for counterpart 
groups (e.g., males) are not presented as they mirror the results of the equity group (i.e., are the difference out of 100%). 

 

Job Category Females† Persons with 
Disabilities

Indigenous 
Persons* 

Visible Minority 
Persons*

Support 80.6% 8.5% 10.8% 25.8% 
Clinical Support Worker 90.3% 6.5% 0.0% 3.6% 
Resource Worker 97.8% 11.1% 20.0% 7.0% 
Child Protection Worker 86.2% 12.3% 4.6% 16.0% 
Management 81.0% 6.9% 3.4% 13.8% 
 
CASO Overall 85.6% 9.7% 7.5% 16.0% 

 
  * Indicates there is a significant difference in representation across some job categories between the equity group and its counterpart. 
  † Indicates there is a marginally significant difference in representation across some job categories between the equity group and its counterpart. 
 
Highlights 

• Representation of female respondents was highest within Resource Workers (98%) and lowest within Support (81%) 
and Management (81%) compared to an overall representation of 86%.  Some of these differences were marginally 
significant. 

• Representation of respondents with disabilities ranges from 7% to 12% across job categories. 
• Representation of respondents with an Indigenous Person identity ranges from 0% to 20% across job categories.  

Some of these differences were significant. 
• Representation of respondents with a visible minority identity is 4% within Clinical Support Workers and 7% within 

Resource workers compared to 14% to 26% in other categories.  Some of these differences were significant. 
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Additional Analyses 

Equity Group Representation:  Length of Service 
 

The following table presents the percent representation of equity group members by length of service.  For example visible 
minority persons comprise 26% of respondents employed 5 years or less and 11% of respondents employed 11 years or 
more.  The percentage results for counterpart groups are not presented as they mirror the results of the equity group (i.e., 
are the difference out of 100%). 

 

Length of Service Females Persons with 
Disabilities†

Indigenous 
Persons 

Visible Minority 
Persons*

0 to 5 Years 88.3% 9.8% 6.9% 25.5% 
6 to 10 Years 83.1% 1.7% 8.5% 17.2% 
11 Years + 84.8% 12.0% 7.6% 10.7% 
 
CASO Overall 85.6% 9.7% 7.5% 16.0% 

 
  * Indicates there is a significant difference in representation across some length of service categories between the equity group and its counterpart. 
  † Indicates there is a marginally significant difference in representation across some length of service categories between the equity group and its 
counterpart. 
   

Highlights 

• Representation of female respondents was slightly higher in the 0 to 5 year range at 88%, but within a few 
percentages of the other service ranges. 

• Representation of respondents with disabilities was lowest in the 6 to 10 years range at 2% compared to 10% for 0 
to 5 years and 12% for 11 years or more.  Some of these differences were marginally significant. 

• Representation of respondents with an Indigenous Person identity ranges from 7% to 9% across length of service 
categories. 

• Representation of respondents with a visible minority identity with 0 to 5 years’ service was 26% compared to 17% 
for 6 to 10 years and 11% for 11 years or more.  Some of these differences were significant. 
 

Visible Minorities:  Length of Service 
 

The following table presents the length of service breakdown for people identifying as a visible minority.  For visible 
minorities, 45.6% have worked at CASO for 5 years or less, 17.% for 6 to 10 years, and 36.9% for 11 years or more. 

 

Length of Service Visible Minority 
Persons

0 to 5 Years 45.6% 
6 to 10 Years 17.5% 
11 Years + 36.9% 
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Additional Analyses 

CASO Employer Attributes:  Endorsement by Equity Group 
 

The following table presents the percentage of respondents who endorsed various attributes which attracted them to work 
at CASO, with results broken apart by equity group identity.  Please note:  The attribute categories are sorted from the 
most to least frequently endorsed option based on overall CASO results.  The top five attributes (i.e., the ones with the 
highest percentages) endorsed by each group are denoted in bold font. 

CASO Employer 
Attributes 

Gender Persons with 
Disabilities Indigenous Persons Visible Minority 

Persons
M F No Yes No Yes No Yes 

Total compensation 
package 48.0% 65.8%† 63.7% 60.0% 61.5% 85.2%* 64.8% 57.4% 

Types of jobs available 52.0% 55.9% 54.3% 62.9%† 55.8% 48.1% 55.9% 50.0% 
Opportunity to learn 
new skills 54.0% 54.2% 53.4% 57.1% 53.9% 55.6% 53.4% 53.7% 

Flexible schedule and 
hours 40.0% 37.3% 37.3% 37.1% 37.5% 40.7% 37.9% 35.2% 

Coworkers/ team 
environment 26.0% 38.3%† 35.7% 40.0% 35.6% 40.7% 37.2% 31.5% 

Proximity to home or 
work 28.0% 26.1% 25.7% 34.3% 24.3% 55.6% 24.1% 38.9% 

Work environment 
and conditions 14.0% 27.8%* 24.8% 31.4% 24.3% 40.7% 26.6% 20.4% 

Promotion and lateral 
career development 
opportunities 

16.0% 24.7%† 22.5% 28.6% 22.1% 37.0% 23.8% 20.4% 

Recommended as an 
employer by friend or 
family member 

24.0% 21.4% 22.8% 14.3%* 21.5% 29.6% 20.7% 27.8% 

Socially responsible 
policies and practices 24.0% 19.7% 19.6% 25.7% 20.5% 14.8%† 18.6% 29.6% 

Reputation of CASO 16.0% 20.7% 19.3% 22.9% 19.2% 29.6% 19.7% 22.2% 
Amenities 20.0% 18.6% 18.0% 25.7% 18.6% 25.9% 17.6% 27.8%† 
Inclusiveness of 
workforce 14.0% 14.2% 12.9% 22.9%* 12.9% 25.9%* 13.8% 16.7% 

Volunteerism/giving 
back to the 
community 

22.0% 12.9%* 14.1% 14.3% 14.5% 7.4%* 12.4% 20.4%† 

Management and 
leadership 24.0% 10.5%* 11.3% 20.0%* 11.4% 22.2% 12.8% 11.1% 

Organizational culture 20.0% 11.2%* 11.3% 20.0%* 12.3% 11.1% 10.3% 24.1%† 
Other 0.0% 1.0% 1.0% 0.0% 0.9% 0.0% 0.0% 0.0% 

 
  * Denotes a statistically significant difference between the equity group and its counterpart.  † Denotes a marginally significant difference. 

Highlights 

• The percentage of respondents with disabilities and respondents with an Indigenous Person identity endorsing 
various options tended to be higher than counterpart groups across several categories. 

• The top four results employer attributes were consistent across all identities. 
• Note:  Although endorsement by some groups may be higher than their counterpart in some categories, the 

percentage in some cases is still relatively low compared to endorsement for other attributes. 
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Additional Analyses 

CASO Employer Attributes:  Endorsement by Job Category 
 

The following table presents the percentage of respondents who endorsed various attributes which attracted them to work 
at CASO, with results broken apart by job category.  Please note:  The attribute categories are sorted from the most to least 
frequently endorsed option based on overall CASO results.  The top five attributes (i.e., the ones with the highest 
percentages) endorsed by each job category are denoted in bold font. 

 

CASO Employer Attributes Support 
Clinical 
Support 
Worker 

Resource 
Worker 

Child 
Protection 

Worker 
Management 

Total compensation package 62.9% 44.8% 73.2% 68.0% 56.1% 
Types of jobs available 38.2% 62.1% 68.3% 55.5% 68.4% 
Opportunity to learn new skills 42.7% 69.0% 56.1% 59.4% 50.9% 
Flexible schedule and hours 39.3% 34.5% 43.9% 46.9% 10.5% 
Coworkers/ team environment 29.2% 41.4% 43.9% 39.8% 31.6% 
Proximity to home or work 40.4% 27.6% 41.5% 14.1% 21.1% 
Work environment and conditions 37.1% 24.1% 39.0% 18.8% 15.8% 
Promotion and lateral career 
development opportunities 20.2% 27.6% 22.0% 19.5% 36.8% 

Recommended as an employer by 
friend or family member 21.3% 27.6% 26.8% 18.0% 24.6% 

Socially responsible policies and 
practices 23.6% 20.7% 19.5% 15.6% 26.3% 

Reputation of CASO 22.5% 41.4% 17.1% 14.1% 21.1% 
Amenities 32.6% 6.9% 19.5% 14.1% 14.0% 
Inclusiveness of workforce 20.2% 13.8% 14.6% 13.3% 7.0% 
Volunteerism/giving back to the 
community 14.6% 13.8% 19.5% 14.1% 8.8% 

Management and leadership 10.1% 13.8% 17.1% 3.9% 29.8% 
Organizational culture 21.3% 6.9% 9.8% 7.0% 14.0% 
Other 2.2% 0.0% 0.0% 0.8% 0.0% 

 
 

Highlights 

• The top three employer attributes were the same for all five job categories. 
• Respondents who are Clinical Support Workers had the lowest endorsement out of the five job categories for Total 

Compensation Package (though still relatively high), and the highest endorsement out of the five for Reputation of 
CASO. 

• Respondents who are Management had the lowest endorsement out of the five job categories for Flexible Schedule 
and Hours and the highest endorsement out of the five for Promotion and Lateral Career Development 
Opportunities. 

• After the top five attributes, respondents who are Child Protection Workers tended to endorse the remaining 
attributes less than respondents in other categories. 
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Additional Analyses 

Planned Retirement in 10 Year or Less:  Percentage by Job Category 
 

The following table presents the percentage of respondents who indicated that they plan to retire in the next 10 years by 
job category. 

 

Retirement Timeframe Support 
Clinical 
Support 
Worker 

Resource 
Worker 

Child 
Protection 

Worker 
Management 

0 to 10 years 21.3% 16.1% 33.3% 25.4% 46.6% 
 

 

Highlights 

• 28% of CASO respondents overall indicated that they plan to retire in 10 years or less.  
• Nearly half of respondents in Management (47%) plan to retire within the upcoming decade. 
• One-third of respondents who are Resource Workers (33%) plan to retire within the upcoming decade. 
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CASO Demographics At-a-Glance

Organizational Demographics

DEPARTMENT 2020 % 2014 %

Direct Client Services 69.7% --
Corporate Support 30.3% --

JOB CATEGORY 2020 % 2014 %

Support 26.2% 19.7%
Clinical Support Worker 8.6% 10.0%
Resource Worker 13.0% 14.7%
Child Protection Worker 36.1% 41.0%
Management 16.0% 14.7%

EMPLOYMENT STATUS 2020 % 2014 %

Permanent 87.6% 81.9%
Temporary 8.3% 15.4%
Casual 4.1% 2.7%

LENGTH OF SERVICE 2020 % 2014 %

Less than 1 year 3.8% 10.0%
1 to 5 years 24.7% 21.8%
6 to 10 years 16.4% 21.5%
11 to 15 years 17.5% 27.5%
16 to 20 years 21.1% 8.5%
21 to 25 years 11.0% 5.8%
26 to 30 years 4.1% 3.3%
More than 30 years 1.4% 1.8%
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CASO Demographics At-a-Glance

Individual Demographics

AGE 2020 % 2014 %

15 to 24 years 1.9% 2.5%
25 to 34 years 21.3% 26.2%
35 to 44 years 31.0% 34.8%
45 to 54 years 31.0% 25.7%
55 to 64 years 13.3% 10.1%
65 years or older 1.4% 0.8%

PLAN TO RETIRE 2020 % 2014 %

In the upcoming year 0.3% 1.3%
1 to 5 years 12.5% 8.1%
6 to 10 years 15.2% 9.6%
11 to 15 years 19.7% 14.4%
16 to 20 years 12.2% 16.9%
21 to 25 years 10.0% 11.4%
26 to 30 years 7.8% 11.6%
31 to 35 years 4.7% 8.1%
36 to 40 years 1.4% 2.5%
Don't know 16.3% 16.2%

GENDER IDENTITY 2020 % 2014 %

Male 14.4% 16.5%
Female 85.6% 83.5%
Trans 0.0% 0.0%
2-Spirit 0.0% --
Gender Fluid 0.0% --
Non-binary 0.0% 0.0%
Intersex 0.0% --

PERSON WITH A DISABILITY 2020 % 2014 %

No 90.3% 90.8%
Yes 9.7% 9.3%

VISIBLE VERSUS NON-VISIBLE DISABILITY 2020 % 2014 %

Visible 44% 44%
Non-Visible 97% 100%
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Individual Demographics continued…

NATURE OF DISABILITY 2020 % 2014 %

Seeing 20.6% 17.6%
Hearing 23.5% 17.6%
Mobility 32.4% 20.6%
Flexibility 23.5% 20.6%
Dexterity <14.7% <14.7%
Pain 47.1% 32.4%
Learning 17.6% 35.3%
Developmental <14.7% <14.7%
Mental health 58.8% 44.1%
Memory <14.7% 14.7%
Alcohol or drug dependency <14.7% <14.7%
Other addictions <14.7% --

ACCOMMODATION 2020 % 2014 %

No 90.2% 82.1%

Yes 9.8% 17.9%

SEXUAL ORIENTATION 2020 % 2014 %

Asexual, Bisexual, Gay, Lesbian, Pansexual & Queer 9.6% 5.2%

Heterosexual 90.4% 94.8%

CASO Demographics At-a-Glance
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Education

HIGHEST CREDENTIAL 2020 % 2014 %

No certificate, diploma or degree -- --
Secondary school diploma or equivalent 4.4% 4.2%
Apprenticeship or trades certificate or diploma -- --
College, CEGEP or other non-university certificate or diploma 14.7% 15.9%
University certificate or diploma below Bachelor level 1.7% 2.2%
University, Bachelor’s degree 53.7% 51.7%
University certificate or diploma above Bachelor level 4.7% 5.0%
Degree in medicine, dentistry, veterinary medicine or optometry 0.0% 0.0%
Master’s degree or earned doctorate 20.8% 20.9%

MAJOR FIELD OF STUDY 2020 % 2014 %

Education 2.6% 3.2%
Visual and performing arts, and communications technologies 0.6% 0.3%
Humanities 0.9% 1.3%
Social and behavioural sciences and law 37.3% 39.2%
Business, management and public administration 51.0% 45.2%
Physical and life sciences and technologies 0.6% 0.3%
Mathematics, computer and information sciences 2.0% 1.3%
Architecture, engineering and related technologies 0.0% 0.8%
Agriculture, natural resources and conservation 0.3% 0.0%
Health and related fields 0.6% 0.8%
Personal, protective and transportation services 0.3% 0.8%
Other 3.8% 6.7%

HIGHEST SOCIAL WORK DEGREE 2020 % 2014 %

Bachelor of Social Work 70.6% 64.8%

Master of Social Work 28.2% 34.7%

Doctorate 1.1% 0.5%

ATTENDING SCHOOL WITHIN NEXT YEAR 2020 % 2014 %

No 81.9% --

Yes trade school, college, CEGEP or other non-university institution 3.6% --
Yes, university 14.4% --

ANITICIPATED COURSE LOAD 2020 % 2014 %

Part-time 93.8% --
Full-time 6.2% --

CASO Demographics At-a-Glance
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Education continued…

CAREER ADVANCEMENT 2020 % 2014 %

I currently meet all position requirements 24.4% 26.2%
I will meet all position requirements within the next 4 years 18.0% 22.3%
No, I am not interested in the next 4 years 27.2% 19.6%
No, but I would be interest in lateral transfer opportunities 18.5% 24.3%
I am not interested in career advancement 11.8% 7.6%

CASO Demographics At-a-Glance
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Culture and Religion

INDIGENOUS IDENTITY 2020 % 2014 %

Yes 7.5% 4.8%

No 92.5% 95.2%

INDIGENOUS BAND, COMMUNITY OR GROUP 2020 % 2014 %

Métis 48.1% --

Algonquin 25.9% --
Ojibwa <18.5% --
Unknown band, community or group(s) <18.5% --
Mi'kmaq <18.5% --
Band, community or group(s) outside Canada <18.5% --
Cree <18.5% --
Haudenosaunee (Six Nations or Iroquois) <18.5% --
Mohawk <18.5% --

GROUP IDENTITY 2020 % 2014 %

African/Caribbean Descent 11.7% --
Asian Descent 5.5% --
European Descent 76.2% --
Indigenous Descent 12.4% --
Latin American Descent 1.0% --
Middle Eastern/North African Descent 2.9% --
Not listed above 1.0% --

VISIBLE MINORITY 2020 % 2014 %

No 84.0% 88.3%

Yes 16.0% 11.8%

CASO Demographics At-a-Glance
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Culture and Religion continued…

LANDED IMMIGRANT 2020 % 2014 %

No 85.9% 86.6%

Yes 14.1% 13.4%

RELIGIOUS OR SPIRITUAL AFFILIATION 2020 % 2014 %

Buddhist 1.7% 0.8%
Christian (e.g., Catholic, Christian Orthodox, Protestant) 61.8% 67.5%
Eastern Religions 0.3% 0.0%
Hindu 0.3% 0.3%
Jewish 0.8% 1.6%
Muslim 2.2% 0.5%
Sikh 0.3% 0.0%
Indigenous Spirituality 2.5% 0.8%
I do not have a religious or spiritual affiliation 17.0% 25.9%

Agnostic 6.1% --
Atheist 5.0% --

Other 1.9% 2.6%

CASO Demographics At-a-Glance
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Languages

LANGUAGES 2020 % 2014 %

English 99.4% 99.5%
French 53.8% 52.6%
Indigenous languages 0.6% 0.0%
European languages 5.3% 8.2%
Turkic languages 0.0% 0.2%
African languages 2.8% 2.7%
Afro-Asiatic languages 1.9% 1.5%
Indo-Iranian languages 1.4% 0.7%
Dravidian languages 0.0% 0.0%
Asiatic languages 1.1% 0.2%
Malayo-Polynesian languages 0.6% 0.7%
Sign languages 0.6% 2.0%
Other languages 1.4% 0.7%

CASO Demographics At-a-Glance
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Children and Other Dependents

DEPENDENTS 2020 % 2014 %

No 63.2% 34.9%

Yes 36.8% 65.1%

MULTIPLE DEPENDENTS 2020 % 2014 %

No 31.6% 35.9%

Yes 68.4% 64.1%

TYPES OF DEPENDENTS 2020 % 2014 %

Children 86.2% 86.6%
Dependents with disabilities 8.8% 7.5%
Elders 18.4% 15.4%
Friends 1.8% 1.2%
Immediate family members 6.5% 7.5%

TYPES OF DEPENDENT CARE USED 2020 % 2014 %

Childcare facility 39.6% 42.3%
Eldercare facility 9.7% 6.9%
Friend 21.3% 20.7%
Home care provider 4.8% 14.6%
Nanny 1.9% 0.8%
Relative 48.8% 48.8%
Sitter/neighbor 9.7% 19.5%
Spouse/partner 59.9% 63.8%

CASO Demographics At-a-Glance
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Staff Activities

ACTIVITIES OUTSIDE WORK 2020 % 2014 %

Housework, yardwork and home maintenance 99.1% 99.0%

Looking after children 62.9 61.6%

Other dependent care 43.4% 41.2%

CURRENTLY VOLUNTEER 2020 % 2014 %

No 51.0% 55.9%

Yes 49.0% 44.1%

VOLUNTEER ACTIVITIES 2020 % 2014 %

School 43.8% 31.9%
Sports teams 34.0% 33.1%
Religious organizations 20.4% 21.7%
Hospitals or hospices 3.1% 3.6%
Cultural club 4.9% 7.2%
Service club 2.5% 2.4%
Political party 4.9% 2.4%
Charitable organizations 18.5% 15.1%
Sitting on a Board of Directors 12.3% 18.1%
Non-governmental organization 8.6% 5.4%
Community agency 13.6% 8.4%
Environmental group 0.6% 1.8%
Youth development club 9.9% 8.4%
Other 6.8% 18.1%
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Working at CASO

EMPLOYEE ATTRACTION FACTORS 2020 % 2014 %

Amenities 19.0% --

Coworkers/team environment 36.3% 32.0%

Flexible schedule and hours 37.5% 24.1%

Inclusiveness of workforce 14.1% 9.6%

Management and leadership 12.4% 8.9%

Opportunity to learn new skills 53.9% 50.8%

Organizational culture 12.4% --

Promotion and lateral career development opportunities 23.3% 33.8%

Proximity to home or work 26.5% 22.6%

Recommended as an employer by friend or family member 21.9% 19.5%

Reputation of CASO 19.9% 16.0%

Socially responsible policies and practices 20.2% 19.8%

Total compensation package (e.g., salary, benefits, vacation 63.4% 53.3%

Types of jobs available 55.3% 51.0%

Volunteerism/giving back to the community 14.1% 11.4%

Work environment and conditions 25.6% 18.5%

Other 0.9% 9.6%

EMPLOYEE RETENTION FACTORS 2020 % 2014 %

Amenities 30.6% --
Coworkers/ team environment 76.0% --
Flexible schedule and hours 56.9% --
Inclusiveness of workforce 24.6% --
Management and leadership 30.1% --
Opportunity to learn new skills 54.9% --
Organizational culture 22.5% --
Promotion and lateral career development opportunities 35.6% --
Proximity to home or work 37.3% --
Recommended as an employer by friend or family member 2.3% --
Reputation of CASO 16.2% --
Socially responsible policies and practices 29.5% --
Total compensation package 76.6% --
Types of jobs available 37.6% --
Volunteerism/giving back to the community 15.9% --
Work environment and conditions 32.7% --
Other 0.0% --

CASO Demographics At-a-Glance
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Working at CASO continud

SELF-CARE STRATEGIES 2020 % 2014 %

Employee Assistance Program/Counselling services 20.0% 14.5%
CAS Peer Support Program 7.2% 3.6%
Social networks 89.0% 58.9%
Health-building activities 75.1% 71.9%
Healthy eating habits 64.6% 62.2%
Recreational activities, other hobbies outside of work 73.0% 76.8%
Other 3.5% 3.1%

EXPERIENCED CENSUS BARRIERS 2020 % 2014 %

No 98.8% 96.2%
Yes 1.2% 3.8%

CASO Demographics At-a-Glance
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Points of Interest

Retirement and Workforce Replacement

CASO is facing an even larger volume of anticipated retirements than was reported in 2014. A total of 28% of
respondents indicated that they plan to retire within the next decade, compared to 19% back in 2014. 13% of
respondents indicated that they plan to retire within the next 5 years and another 15% indicated that they plan to
retire within 6 to 10 years. Meanwhile, age data indicates only 15% of respondents will be retirement age within
10 years. There will also be attrition within the workforce for reasons other than retirement.

Within anticipated retirements, there will be a notable loss of leadership talent. 47% of respondents in
management indicated they plan to retire within the next 10 years.

The skill sets and experience required by the CASO workforce take time to develop. 29% of respondents have
been working with CASO 5 years or less. 15% of respondents are under age 30.

96% of respondents have college or university credentials and 21% have advanced degrees. More than half of
respondents have a degree in social work. This suggests that this is an experienced and educated workforce.

The challenges related to the anticipated retirements include replacing lost talent through recruitment and
selection, developing existing talent to fill vacated roles at the higher levels, and ensuring policies and practices
account for the large segment employees that will be transitioning into retirement. However, there are
opportunities to apply improved recruitment and selection and promotion policies and processes to foster a
workforce more reflective of the general population.

Actions to consider:
• Identify implications for having to replace a sizable proportion of the workforce within a foreseeable timeframe 

(e.g., recruitment and selection, promotion, retention, succession, benefits, etc.).
• Identify areas within CASO where talents deficits may occur.
• Evaluate the status of succession planning for key leadership roles.
• Update the strategic plan for expanding and optimizing future applicant pools.
• Develop metrics to measure the effectiveness of processes and tools used for recruitment and selection.
• Continue to review recruitment strategies to ensure that they take into account factors that may appeal to 

potential candidates and the changing values of candidates.
• Enhance training and development opportunities and improve their alignment to skills areas that will be most 

in demand due to turnover.
• Evaluate mentoring programs or similar initiatives which offset the relative inexperience of younger workers by 

helping them learn and gain experience in an accelerated and guided manner.
• Review policies and practices related to career advancement opportunities and access to information about job 

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

have key skill sets that require concentrated development.
• Explore ways to retain employees who are looking to retire early (e.g., phased retirement).
• Update the exit questionnaire to further target information about CASO as an employer.
• Examine existing policies to ensure that they align with the needs of the pre-retirement workforce and that 

they account for changes to come.
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Points of Interest

Cultural and Religious Diversity

There are several indicators that point to the underrepresentation of persons with diverse cultural backgrounds 
relative to the broader Ottawa community, but there are also indicators that suggest CASO is developing 
comparable diversity in some areas.

76% of respondents identify as being of European descent.  16% of respondents consider themselves to be visible 
minorities compared to 24% of persons in the external population.  14% of respondents are foreign born 
compared to 24% of persons in Ottawa.

With respect to religious or spiritual affiliation, persons of Indigenous Spirituality, Buddhist, Hindu, Jewish, Muslim, 
Sikh and other Non-Christian religious affiliations account for 12% of the general population compared to 10% of 
respondents.

While acknowledging that change can be a slow and difficult process, it is also important to recognize that there 
will be challenges to aligning representation with external diversity due to variable availability of persons in the 
labour force who have the specialized credentials and experience required to populate key roles within CASO.  
From a workplace and client perspective, an inclusive and diverse workforce that reflects the broader community 
will still encounter ongoing challenges and barriers related to cultural diversity, such as navigating differences in 
norms and values, managing communication barriers, increasing awareness and sensitivity, fostering trust and 
mutual understanding, providing safe, welcoming, and inclusive conditions, and ensuring access equitable for all 
persons.

Actions to consider:
• Identify any changes to CASO’s goals based on information from the current census.
• Update the strategic plan for recruitment and selection to expand diversity of candidate pools. 
• Evaluate effectiveness of processes and tools used for recruitment and selection.
• Further develop policies and procedures to ensure that they are fully inclusive and respect diversity.
• Identify current challenges related to cultural and religious diversity within the workplace and when providing 

services.
• Continue to source benchmark information about cultural and racial representation within similar 

organizations.
• Continue to consider diversity and inclusion best practices from organizations providing similar services.
• Determine gaps in CASO’s applicant pools, (e.g., particular skill sets, availability of talent from diverse groups) 

and update strategies.
• Expand the breadth and depth of applicant pools.
• Evaluate processes for monitoring post-secondary programs and workforce availability and strategies to foster 

diversity from these sources.
• Update recruitment and selection practices to enhance inclusiveness and increase applicant pools.
• Review standardization of selection processes to minimize any potential for bias and error.
• Analyze representation of persons from diverse groups in relation to leadership positions in the organization.
• Further develop policies to ensure that they are inclusive and take into account the diversity at CASO.
• Evaluate policies and practices for accommodation of diverse beliefs and practices (e.g., scheduling, leave, etc.).
• Identify current challenges and gaps in CASO’s ability to provide service to diverse communities.
• Continue developing outreach strategies and building relationships in diverse communities.
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Points of Interest

Persons with Disabilities

One in ten CASO respondents consider themselves to be a person with a disability. 10% of respondents consider
themselves to be persons with disabilities compared to 24% of persons age 15 and over in the Ottawa region.
According to labour force data for Ontario in 2012, persons with disabilities comprised 6% of employed persons
and 14% of the labour force. This suggests CASO’s workforce has a presence of persons with disabilities higher
than provincial representation in the employed and lower than labour force availability.

Within respondents at CASO with a disability, 44% have a disability that is visible, while 97% have a disability that is
not visible; the latter is equivalent to 10% of respondents overall. 59% of respondents have more than one type of
disability. The most common types of disability reported by respondents with disabilities are: 59% mental health,
47% pain, and 32% mobility. A higher percentage of respondents with a disability endorsed most common
categories than in the previous census.

Representation level does not tell the whole story about an individual’s experiences within the workplace.
Challenges associated with being an inclusive employer of persons with disabilities include providing a safe and
welcoming workplace, instituting measures to foster a workforce reflective of external diversity, removing barriers
to equitable access to opportunities, and ensuring all persons with disabilities have access to sufficient support and
benefits required.

Actions to consider:
• Examine the alignment between workplace records and the disability reported in the workforce census using 

results from the current census.
• Review anew policies and procedures to ensure that they are fully inclusive and respect diversity, and that they 

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

safe and welcome to execute their work and seek necessary accommodation.
• Identify gaps where further investigation or action may be warranted to ensure that all persons and all types of 

disability are being considered.
• Continue to ensure employees are fully informed of CASO’s disability policies, programs and services.
• Review records of challenges and barriers described by employees with disabilities in recent years.
• Assess whether persons at CASO feel safe revealing their disabilities and utilizing workplace resources.
• Investigate whether existing workplace policies provide adequate support and accommodation.
• Continue monitoring industry-specific workforce availability and develop recruitment and selection strategies 

to foster diversity from these sources.
• Conduct a workplace audit to determine whether additional accommodation and resources can be made 

available for current employees with disabilities and to prepare for future employees with disabilities.
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Points of Interest

Diversity at CASO

CASO has a strong presence of persons with diverse identities that should be recognized and celebrated.

Respondents of diverse sexual identities, persons with disabilities, and Indigenous identity are relatively well-
represented compared to the external population.

10% of respondents identify with a 2SLGBTQIA+ sexual orientation compared to an estimated 3% of the general
Canadian population. This is double the percentage reported in 2014.

10% of respondents consider themselves to be a person with a disability. In Ontario in 2012, persons with
disabilities comprised 6% of employed persons and 14% of the labour force. CASO’s representation suggests they
have made good strides in bridging the gap toward the labour force availability of persons with disabilities.

7.5% of respondents consider themselves to be an Indigenous person compared to 4.8% in 2014.

Although the representation by visible minority identity, foreign born status, and religion is not as well-aligned with
the external population, the workforce composition at CASO includes many diverse cultural and religious identities.
In terms of language diversity 54% of respondents can converse in French, 5% other European languages, and 10%
languages other than English, French, and other European languages.

Looking beyond representation (and measures to foster a workforce reflective of the external diversity), it is
essential to promote equitable practices within the workplace and be aware of the experiences of diverse
individuals in the workplace. Challenges associated with being an inclusive employer include providing a safe and
welcoming workplace, removing barriers to equitable access to opportunities (e.g., selection, training, promotion,
salaries, occupational groups, etc.), supporting and accommodating diversity, educating the workforce in diversity,
inclusion and equity, and taking measures to strengthen the fit of diverse persons within their jobs and the
organization.

Actions to consider:
• Update CASO’s inclusion and diversity strategies and goals based on current workforce census results.
• Conduct an evaluation to gauge the effectiveness of any changes to policies and practices that were 

implemented during the first census and intended to support inclusion and diversity.
• Conduct an evaluation to identify attitudes as well as specific barriers in employment systems, policies, and 

practices that limit or prevent full participation of a diverse workforce 
• Evaluate whether the needs of diverse groups have changed since the last census.
• Investigate whether existing workplace policies provide adequate support and accommodation diverse needs.
• Continue fostering workplace practices and programs that promote an organizational culture that appreciates 

diversity and inclusion and is sensitive to persons with diverse identities.
• Continue developing outreach strategies and building relationships in diverse communities.
• Analyze any changes in representation of persons from diverse groups in relation to leadership positions in the 

organization.
• Review the diversity in incumbent pools and feeder groups for leadership positions.
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Points of Interest

Work-Life Balance

In addition to work responsibilities, employees at CASO have many responsibilities and demands on their time
outside.

Nearly all respondents have home maintenance obligations. 99% of respondents regularly spend time on activities
related to their house and home; 40% spend more than 15 hours per week (which averages to more than 2 hours
per day). Close to two-thirds of respondents have dependent care responsibilities. 63% of respondents spend
time looking after children; 40% more than 15 hours per week. 43% of respondents spend time looking after other
dependents; 7% more than 15 hours per week.

Since the previous census the percentage of respondents reporting they spend more than 15 hours per week on
each of these activities has increased (from 27%, 36%, and 5%, respectively).

Nearly half of respondents currently volunteers time outside of work (49%, compared to 44% in the previous
census).

The majority of respondents use self-care strategies such as: 89% social networks, 75% health-building activities,
73% recreational activities, 65% healthy eating habits and. The percentage of respondents who endorsed social
networks increase considerable over the 59% reported in the previous census. Participation by respondents in
formal programs is: 20% EAP/Counseling Services and 7% CAS Peer Support Program. Both programs saw an
increase in reported usage over the last census (from 15% and 4%, respectively).

The challenges related to work-life balance include ensuring reasonable workloads and ensuring employees have
resources and tools to manage workload, developing policies such as flexible work arrangements to help
employees manage the conflicting priorities on their time, providing employees with the education and awareness
to manage balance and recognize signs of stress, and providing resources to help manage stress. CASO belongs to
an industry where common occupations are associated with stress and compassion fatigue, so there is particular
importance placed on ensuring employee well-being.

Actions to consider:
• Review leave policies to determine whether they are effective in helping employees balance demands from 

work and life outside work.
• Evaluate whether additional workplace supports are required to help employees manage stress and learn ways 

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

workplace resources.
• Reassess workloads and enhance measures such as implementing additional resources, streamlining processes, 

and expanding alternative work arrangements.
• Consider increasing flexible work arrangements to provide employees with more control over their time.
• Monitor the impact of changes brought about due to Covid-19 on employees’ work and home lives.



CASO 2020 Workforce Census Report 143

Points of Interest

Demand for Movement and Advancement

CASO has a highly skilled and educated workforce. 96% of respondents have college-level or university-level
credentials. 1.9% of respondents are under age 25, likely due in part to the level of experience and education
required for positions at CASO.

A large proportion of the workforce plans to further augment their credentials. 18% of respondents plan to attend
a post-secondary institution within the next year (mostly university). In addition, workforce members most likely
seek out educational, training and other skill development opportunities outside of formal enrolment in post-
secondary programs (e.g., conferences, workshops or seminars).

Many workforce members have career advancement goals. 24% of respondents feel they have met all the
requirements for advancement and 18% expect to meet the requirements within 4 years. 27% of respondents are
not interested in pursuing advancement within the next 4 years, but may be at a future point. 19% of respondents
are interested in lateral transfer opportunities. 12% of respondents are not interested in movement or
advancement.

Although the demand is still high, there were indications that compared to the previous census, fewer respondents
are interested in career advancement. There was a 4% increase in respondents not interested in pursuing
advancement in general and 7% not interested within the next 4 years.

The challenges related to the high-level of education and demand for skill development include ensuring that
employees are matched with positions that challenge and engage them while using their skill sets, ensuring access
to learning opportunities and educational supports is equitable, and aligning the demand for learning with CASO’s
operations and priorities.

Actions to consider:
• Review and update skill profiles for the workforce based on key qualifications, experiences, knowledge, skills 

and experiences related to critical roles within CASO.
• Review policies related to educational supports and benefits to ensure that they are sufficient and aligned with 

demand.
• Ensure the available learning opportunities are aligned with the CASO’s goals for the skills composition of the 

workforce.
• Encourage managers to monitor employee development goals and recommend programs to help employees 

achieve the requirements to meet their goals.
• Identify potential barriers to access to education and training opportunities.
• Further develop policies related to access to training and development and educational supports and benefits 

to ensure that they are equitable and inclusive.
• Assess CASO’s capacity to advance its people in relation to the demand.
• Enhance employee development programs that provide guidance to meet necessary requirements.
• Review metrics used to understand the “return on investment” to CASO from investing in the education of its 

workforce.
• Explore, through surveys, focus groups, or other strategies the decrease in interest in career advancement 

(e.g., recent advancements, plans to look for other employment, satisfaction with current position, etc.).



 

 

     
 
At the Children's Aid Society of Ottawa, we are determined to do better in the areas of equity, diversity and 
inclusion as we know this needs to be ingrained in our organizational culture. We must Be a voice for change as 
an employer, service provider and community partner, and we're ready to listen. We are conducting a Workforce 
Census to have an accurate snapshot of what our organization looks like in order to support our journey towards 
equity, diversity and inclusion. 
 
By collecting this information, we will have a better understanding of our employees' characteristics, needs and 
challenges. We also want to ensure that The Children's Aid Society of Ottawa has the data necessary to support 
workforce planning for the future. 
 
We are also committed to creating a work environment that is inclusive and welcoming to all current and future 
employees. The Workforce Census is modeled on Statistics Canada so that we can compare ourselves to the 
labour force in the general population. The data will enable us to build strong teams that better reflect and 
connect with the diverse clients and communities we serve. 
 
The data will also be used in developing HR programs and policies; learning and development opportunities; 
succession planning and outreach recruitment initiatives; and identifying work-life challenges such as elder care 
and childcare. 
 
The more people who respond to this questionnaire, the more accurate our understanding of the composition and 
needs of our workforce, our clients and how well we reflect the communities we serve. You are making an 
important contribution by participating in the Workforce Census. 
 
Please be assured that any information you provide in your responses is anonymous and strictly confidential. 
Human Equity Solutions (an external consulting firm) and its subcontractors will analyze the data submitted and 
process the results. No individual results will be made available to CASO. We have developed a Workforce 
Census Ethics & Data Management Process (see page 2) that clearly outlines the measures we have taken to 
secure confidentiality and anonymity. 
 
If you would like more information or need assistance completing this census, please contact: 
 

Ayane Ali, HR Advisor 
  

Phone: 613-747-7800 extension 2817 
 

Email: ayane.ali@casott.on.ca 
 
Thank you for taking the time to participate in CASO’s Workforce Census - quite simply, it wouldn’t be the same 
without you.  

 
Kelly Raymond 
 
Executive Director, The Children’s Aid Society of Ottawa  
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Workforce Census Ethics & Data Management Process 

 
1. The purpose of the Workforce Census is to gather baseline demographic information on various social identity 
characteristics such as gender, race and language in order to facilitate future workforce planning, and to foster a climate of 
equity and inclusion at the Children's Aid Society of Ottawa (CASO). The Workforce Census data will not be used for any 
other purpose. 
 

 The Workforce Census is voluntary, anonymous and confidential. Individuals are strongly encouraged to complete it. 
Human Equity Solutions will provide the information collected to CASO in aggregate forms only; preventing any 
possibility of exposing a respondent's identification through individual or work-related characteristics. 

 Results will not be reported in questions where fewer than 20 responses are received in order to ensure anonymity. 
 
2. CASO is responsible for all the information collected during the Workforce Census and has designated the Human 
Resources Advisor-Talent Acquisition and the Human Resources Administrative Assistant to be accountable for compliance 
with the principles in this code. 
 
3. CASO will not collect unnecessary information. CASO will limit the amount and the type of information collected to fulfill 
the purposes of the Workforce Census, as identified in principle #1 above. 
 
4. Human Equity Solutions will maintain information collected in the Workforce Census in a secure location and retain this 
information for a maximum period of five years. Human Equity Solutions will retain ownership of the census data collected, in 
order to protect the respondents' privacy. 
 
5. CASO and Human Equity Solutions will ensure that information collected in the Workforce Census is complete, to enable 
accurate workforce planning. 
 
6. CASO and Human Equity Solutions will introduce security safeguards, appropriate to the sensitivity of the information 
collected in the Workforce Census, to protect against loss or theft, as well as unauthorized access, disclosure, copying, use, 
or modification. Information gathered in the Workforce Census shall be protected regardless of the format in which it is held. 
 
7. CASO shall communicate and make readily available specific information about the policies and practices relating to the 
use of the Workforce Census data. 

8. Any inquiries or complaints about adherence to the principles in this code of conduct can be directed to the Human 
Resources Administrative Assistant of CASO at andre.cretinoir@casott.on.ca. 
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Workforce Census Questionnaire 
 

 
SURVEY INSTRUCTIONS 
 
Please carefully follow the steps below when completing this questionnaire.  

 
 Use a blue or black ink pen only. 
 Do not use ink that soaks through the paper. 
 Make solid marks that fall inside the response boxes. 

 
If there are questions on the survey that you do not want to answer, please skip them and fill in as much as you can.  Keep in mind that all 
of your responses are confidential and anonymous. 
 

 

MARKING INSTRUCTIONS:

Use blue or black pen 

DO NOT USE FELT-TIPPED PEN OR MARKER 

 Correct  Incorrect  

      
 

 
If you wish to leave a section unanswered: 

Please DO NOT draw a line through the section,  instead just leave it blank. 

 
 
PART I: ORGANIZATIONAL DEMOGRAPHICS 
QUESTIONS 1 - 4 
 

Why we ask these questions How we all benefit
This provides information about participant 
representation by organizational characteristics 
such as function and role to gauge our workforce 
composition. 

This will further support our current human 
resources systems by providing a snapshot of our 
current workforce and allow for better planning 
around staffing. 

This enables us to categorize respondents by key 
organizational characteristics. 

Understanding the relative experiences of our 
workforce by organizational characteristics 
improves our ability to effectively apply human 
resources policies and practices. 

This data can be compared to existing 
organizational data to determine the internal 
representativeness of census respondents. 
 

If we know the organizational make-up of 
employees who participated in the census, we can 
determine whether there is a good cross-section of 
employees providing responses to the census. 

 
 
1.  What is your department? 
 

 H Direct Client Services 

 H Corporate Support 
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2.  What is your role or job category? 
 

 H Support (Unit Assistant - all teams, IT, Records, Executive Office, HR, Legal, Communications, Finance,  
  Office Services, Psych Services, Volunteer Services) 

 H Clinical Support Worker (ECE, CYC, Family Support Worker, Family Visitation Program Facilitator)  

 H Resource Worker (Foster Care/Adoption Worker, Kinship, Family Finding, Youth Resource Facilitator,  
  OPR/Placement Office) 

 H Child Protection Worker  

 H Management (Coordinator, Project Management Coordinator, Supervisor, Manager, Director) 
 

 
3.  What is your employment status? 
 

 H Permanent  H Temporary  H Casual 
 

 
4.  How long have you been employed at CASO? 
 

 H Less than 1 year  

 H 1 to 5 years  

 H 6 to 10 years  

 H 11 to 15 years 

 H 16 to 20 years  

 H 21 to 25 years 

 H 26 to 30 years 

 H More than 30 years 
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PART II: INDIVIDUAL DEMOGRAPHICS 
QUESTIONS 5 - 10 
 

Why we ask these questions How we all benefit
Persons of diverse characteristics (e.g., gender, 
age, disability, sexual orientation, etc.) may have 
diverse experiences or needs, and contribute to 
CASO in unique ways. 
 

The more aware we become of the diversity within 
our organization, the more we can use our talent to 
connect and improve our relationships with our 
clients and communities. 

Responses to many of these questions can be 
compared with data from Statistics Canada to help 
us understand how aligned we are with our clients 
and communities. 
 

Understanding the scope of our diversity allows us 
to create a work environment that is inclusive and 
welcoming for all in order to better understand the 
communities we serve. 

 
 
5.  To which age group do you belong? 
 

 H 15 to 19 years  

 H 20 to 24 years  

 H 25 to 29 years  

 H 30 to 34 years 

H 35 to 39 years 

H 40 to 44 years 

H 45 to 49 years 

H 50 to 54 years 

H 55 to 59 years 

H 60 to 64 years 

H 65 to 69 years 

H 70 years or older
 
 
6.  When do you plan to retire? 
  

 H In the upcoming year  

 H 1 to 5 years  

 H 6 to 10 years  

 H 11 to 15 years  

H 16 to 20 years  

H 21 to 25 years  

H 26 to 30 years  

H 31 to 35 years  

H 36 to 40 years  

H I don’t know

  
 
7.  Which gender do you identify with? 

 
 H 2-spirit H Female H Gender Fluid H Intersex 

 H Male  H Non-Binary  H Trans
 
 
8a.  A person with a disability has a long term or recurring physical, mental, sensory, psychological or learning 

impairment and: 
 

 considers himself/herself to be disadvantaged in employment by reason of that impairment; 
 believes that an employer or potential employer is likely to consider him/her to be disadvantaged in employment 

by reason of that impairment. 
 
  This definition also includes persons whose functional limitations owing to their impairment have been accommodated  
  in their current job or workplace. 
 
 
  Do you consider yourself to be a person with a disability? 
 

 H Yes ……………………………………….……. CONTINUE TO #8b 

 H No ………………………………………...….... PLEASE SKIP TO QUESTION #9 
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8b.  If you are a person with a disability, what is the nature of your disability?  CHECK ALL THAT APPLY. 
 
  Visible to others: 
 

 H Seeing 

 H Hearing 

 H Mobility 

 H Flexibility 

 H Dexterity 

 H Pain 

 H Learning 

 H Developmental 

 H Mental health 

 H Memory
 
 
  Not visible to others: 
 

 H Seeing 

 H Hearing 

 H Mobility 

 H Flexibility 

 H Dexterity 

 H Pain 

 H Learning 

 H Developmental 

 H Mental health 

 H Memory 

 H Alcohol or drug dependency 

 H Other addictions 

 
 

 
9.  Are you currently being accommodated in the workplace? 
 
 Important: Do not answer 'Yes' if the only accommodation is due to COVID-19. 
 

 H Yes  H No 
 
 
 
 
10.  What is your sexual orientation? 
 

 H 2-spirit    H Asexual   H Bisexual   H Gay    
 H Heterosexual   H Lesbian   H Pansexual  H Queer 
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PART III: EDUCATION 
QUESTIONS 11 - 14 
 

Why we ask these questions How we all benefit
Information about education helps us understand 
our available resources in terms of skills, 
education, and training, and provides the potential 
for developing a skills and knowledge inventory 
within CASO. 
 

Using our training more fully to benefit the 
organization and better align our skill sets with the 
work done will likely increase our job satisfaction. 
 

We would like to know about employees at CASO 
who are currently pursuing further education. 
 

This enables us to know more about the 
educational aspirations and skill development of 
our workforce.  

 
 
11.  What is the highest degree, certificate or diploma that you have completed? 
  

 H Secondary school (high school) diploma or equivalent ……… PLEASE SKIP TO QUESTION #13 

 H College, CEGEP, or other non-university certificate or diploma - Program less than 3 months 

 H College, CEGEP, or other non-university certificate or diploma - Program 3 months to less than 1 year 

 H College, CEGEP, or other non-university certificate or diploma - Program 1 to 2 years 

 H College, CEGEP, or other non-university certificate or diploma - Program more than 2 years 

 H Certificate or diploma below Bachelor level 

 H University, Bachelor's degree  

 H Certificate or diploma above Bachelor level (including LL.B.) 

 H Degree in medicine, dentistry, veterinary medicine or optometry 

 H Master's degree 

 H Earned doctorate 
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12a.  What was the major field of study of the highest diploma, certificate or degree that you have completed? 
 Please note: According to Statistics Canada, “Social Work” falls under the business, management and public 

administration category. 
 

 H Education 
  e.g., Education, Educational Administration, Educational Supervision, Teaching 

 H Visual and performing arts, and communications technologies 
  e.g., Audiovisual/Graphic Communications, Communications Technology, Dance, Fine Arts, Music, Performing Arts 

 H Humanities 
  e.g., Aboriginal Studies, Classical Studies, English, History, French, Liberal Arts, Philosophy, Religious Studies 

 H Social and behavioural sciences and law 
  e.g., Anthropology, Communication, Cognitive Science, Conflict Resolution, Criminology, Economics, Family/Human Sciences, Gerontology,  
  Journalism, Legal Studies, Museum Studies, Psychology, Sociology 

 H Business, management and public administration 
  e.g., Accounting, Business Management, Commerce, Human Services, Human Resources, Marketing, Public Policy, Social Work 

 H Physical and life sciences and technologies 
  e.g., Biomedical Science, Human Biology, Natural Science, Physical Science, Marine Sciences, Science Technology 

 H Mathematics, computer and information sciences 
  e.g., Computer Science, Information Science, Mathematics and Statistics, Systems Science and Theory 

 H Architecture, engineering, and related technologies 
  e.g., Architecture, Construction Trades, Engineering, Engineering Technology, Mechanic Technologies 

 H Agriculture, natural resources and conservation 
  e.g., Agriculture, Agriculture Operations, Natural Resources and Conservation 

 H Health and related fields 
  e.g., Dental/Medical/Veterinary Programs, Health Professionals, Nursing, Parks and Recreation/Leisure/Fitness Studies 

 H Personal, protective and transportation services 
  e.g., Culinary Services, Military Sciences, Personal Services, Security and Protective Services, Transportation 

 H Other 
 
 
12b. If your response to the Major Field of Study in the previous question was based on a Social Work degree,  
 what is the highest Social Work degree that you have completed? 
 

 H Bachelor of Social Work H Master of Social Work  H Doctorate
 

 
13a.  Are you planning to attend school, college or university within the next year? 
 

 H Yes, I plan to attend trade school, college, CEGEP or other non-university institution 

 H Yes, I plan to attend university 

 H No, I do not plan to attend school during the next year 

13b. If you indicate “Yes” in the previous question, what is your anticipated course load? 
  

 H Part-time (less than 75% of a regular course load) 

 H Full-time (75% or more of a regular course load) 
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14.  Are you currently working towards, or considering working towards meeting the position requirements for  
 career advancement? 
 

 H I currently meet all position requirements for career advancement 

 H Yes, I am currently working towards, and will meet the position requirements for career advancement within the  

  next 4 years 

 H No, I am not interested in pursuing career advancement in the next 4 years 

 H No, but I would be interested in lateral transfer opportunities 

 H I am not interested in career advancement 

 
 
PART IV: CULTURE AND RELIGION 
QUESTIONS 15 - 19 
 

Why we ask these questions How we all benefit
We take pride in our heritage. By broadening 
these questions beyond our personal background, 
we are able to recognize the significant diversity in 
our organization and create an opportunity to learn 
more about all communities and cultures. 
 

The more aware we become of the diversity within 
our organization, the more we can use our 
experience to connect and improve our 
relationships with the clients and communities we 
serve. 

Indigenous people have unique culture and identity 
to be carried on. 
 

CASO recognizes the distinctive position you bring 
as a member of an Indigenous community. 

Many people identify themselves in terms of their 
religion or culture. 
 

By knowing the diversity of our workforce, we can 
benefit from enhanced religious and cultural 
knowledge to create a welcoming workplace. 

Responses to these questions can help us 
understand how aligned we are 
with our communities. 
 

Understanding the scope of our diversity will help 
us to create a work environment that is inclusive 
and welcoming for all. 

 
 
 
 
15a.  Do you consider yourself to be an Indigenous person? 
 

 H Yes …………………………………………………………………..… CONTINUE TO #15b. 

 H No …………………………………………………………….....…….. PLEASE SKIP TO QUESTION #16. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

CASO 2020 Workforce Census Report 152



 
 

15b.  Please select the band or group(s) with which you identify. CHECK ALL THAT APPLY. 
 
 
 

H Abenaki 

H Ahousaht 

H Algonquin 

H Assiniboine 

H Atikamekw 

H Baffin Island Inuit 

H Beothuk 

H Blackfoot Confederacy 

H Cayuga 

H Central Coast Salish 

H Coast Salish 

H Cree 

H Dakota 

H Dakelh (Carrier) 

H Dane-zaa (Beaver) 

H Dene 

H Denesuline (Chipewyan) 

H Ditidaht 

H Ehattesaht 

H Gitxsan (Gitksan) 

H Gwich'in 

H Haida 

H Haisla (Kitamaat) 

H Haudenosaunee (Six Nations or Iroquois) 

H Heiltsuk 

H Hesquiaht 

H Hupacasath (Opetchesaht) 

H Huu-ay-aht 

H Huron-Wendat 

H Iglulingmuit (Iglulik Inuit) 

H Inuit 
 
 

H Innu (Montagnais-Naskapi) 

H Interior Salish 

H Inuinnait (Copper Inuit) 

H Inuvialuit (Mackenzie Inuit) 

H Kainai (Blood) 

H K'asho Got'ine (Hare) 

H Kaska Dena 

H Kivallirmiut (Caribou Inuit) 

H Ktunaxa (Kootenay) 

H Kwakwaka'wakw (Kwakiutl) 

H Kyuquot and Checleseht 

H Labradormiut (Labrador Inuit) 

H Lilwat (Lillooet) 

H Lingit (Tlingit) 

H Métis 

H Mi'kmaq 

H Mohawk 

H Mowachaht-Muchalaht 

H Nahani 

H Netsilingmiut (Netsilik Inuit) 

H Neutral Confederacy 

H Nicola-Similkameen 

H Nisga'a 

H Nlaka'pamux (Thompson) 

H Northern Georgia Strait Coast Salish 

H Nuchatlaht 

H Nunavimmiut (Ungava Inuit) 

H Nuu-chah-nulth 

H Nuxalk (Bella Coola) 

H Odawa 

H Ojibwa 
 

H Oneida 

H Onondaga 

H Pacheenaht 

H Petun 

H Piikani (Peigan) 

H Saldermiut Inuit 

H Sahtu Got'ine (Bearlake) 

H Secwepemc (Shuswap) 

H Sekani 

H Seneca 

H Shuta Got'ine (Mountain) 

H Siksika (Blackfoot) 

H Slavey 

H Stoney-Nakoda 

H Syilx (Okanagan) 

H Tagish 

H Tahltan 

H Tla-o-qui-aht (Clayoquot) 

H Tlicho (Dogrib) 

H Toquaht 

H Tr'ondëk Hwëch'in (Han) 

H Tseshaht (Sheshaht) 

H Tsilhqot'in (Chilcotin) 

H Tsimshian 

H Tsuut'ina (Sarcee) 

H Tutchone 

H Uchucklesaht 

H Ucluelet (First Nation) 

H Wetal (Tsetsaut) 

H Wet'suwet'en 

H Wolastoqiyik (Maliseet) 

H Yellowknives (band) 
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16. Please indicate with which group(s) below you identify.  CHECK ALL THAT APPLY. 
 

 H African/Caribbean Descent 

 H Asian Descent 

 H European Descent 

 H Indigenous Ancestry 

 H Latin American 

 H Middle Eastern/North African Descent 

 H Not listed above – Please specify: ________________________________ 

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

 H Yes 

 H No 

18.  Foreign-born persons (also known as persons who have immigrated to Canada) are defined as persons who are, or 
who have been, landed immigrants in Canada. 
 
A ‘landed immigrant’ (permanent resident) is a person who has been granted the right to live in Canada permanently 
by immigration authorities 
 
Are you now, or have you ever been, a landed immigrant? 
 
 H Yes 

 H No 

 
 
19.  Please indicate your religious or spiritual affiliation. 
 

 Please note, the list below does not include every possible religion/spiritual affiliation, only the most common 
(adapted from Statistics Canada). 
 

 Before answering, please take a moment to review the list below for categorizing your religion.  
 

 H Agnostic 

 H Atheist 

 H Buddhist 

 H Christian (e.g., Catholic, Christian Orthodox, Protestant) 

 H Eastern Religions 

 H Hindu 

 H Indigenous Spirituality 

 H Jewish 

 H Muslim 

 H Sikh 

 H I do not have a religious or spiritual affiliation 

 H Other – Please specify: ________________________________
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PART V: LANGUAGES 
QUESTION 20 
 

Why we ask these questions How we all benefit
Questions about languages spoken by our 
workforce will help to develop an inventory of the 
language skills within our organization. 

This will inform us about additional skill sets of 
employees at CASO that may not be recognized, 
and point to potential training requirements. 

Many of the responses to these questions can be 
compared with responses from the Canada Census 
to help us understand how well aligned we are with 
the communities we serve. 

The more aware we are of the diversity within 
our organization, the more we can use our talents 
to connect and improve our relationships with our 
clients and communities. If we can provide direct 
service in people’s first language, we will be much 
more responsive to their needs. 

 
 
20.  What language(s) can you speak well enough to have a conversation? 
 

 Before answering, please take a moment to review the language categories listed. The language families are 
listed geographically from west to east. This list includes sign languages. 

 
  CHECK ALL THAT APPLY. 
 
 H English 

 H French 

 H Indigenous languages (e.g., Algonquin, Inuktitut, Michif) 

 H European languages (e.g., Dutch, Greek, Russian) 

 H Turkic languages (e.g., Armenian, Turkish) 

H African languages (e.g., Lingala, Kirundi, Swahili) 

H Afro-Asiatic languages (e.g., Amharic, Arabic, Hebrew) 

H Indo-Iranian languages (e.g., Bengali, Gujarati, Farsi) 

H Dravidian languages (e.g., Malayalam, Tamil) 

H Asiatic languages (e.g., Cantonese, Japanese, Vietnamese) 

H Malayo-Polynesian languages (e.g., Ilocano, Tagalog) 

H Sign languages (e.g., ASL) 

H Other language group – Please specify _______________________________________ 
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PART VI: CHILDREN AND OTHER DEPENDENTS 
QUESTIONS 21 - 22 
 

Why we ask these questions How we all benefit
Many working people find themselves providing 
care for and assistance to children, parents, 
spouses, other family members and friends. 
 

We would like to understand the dependent care 
responsibilities faced by our workforce, such as the 
types and number of dependents we care for and 
resources used toward this care. 
 Information on dependent care provides us with a 

better understanding of the issues encountered by 
our workforce, and the impact of dependent care 
on ourselves and our families. 
 

 
 
21a.  Who do you provide dependent care for? (e.g., Where health care is provided for persons who are dependent on  
 others for part or all of the activities of daily living.) 
 
 CHECK ALL THAT APPLY, including dependents living with you and/or living outside your home. 
 

 H No dependent care responsibilities ……..… PLEASE PROCEED TO QUESTION #23 

 H Children 

 H Dependents with disabilities 

 H Elders (i.e., persons who have special needs and requirements typically associated with seniors) 

 H Friends (other than child or elder indicated above) 

 H Immediate family members (other than child or elder indicated above, and does not include aunts, uncles, cousins 
  or other indirect relatives) 

 

 
21b. If you indicated that you provide dependent care, do you provide this care for more than one individual? 
 

 H Yes  H No 
 
 
22.  In the 12 months prior to COVID-19, how often did someone else provide dependent care while you were 

working?  
Please include dependents living with you and/or living outside your home. 

 
  Never Infrequently Regularly Most of the time Always  

 Childcare facility H H H H H  

 Eldercare facility H H H H H  

 Friend H H H H H  

 Home care provider H H H H H  

 Nanny  H H H H H  

 Relative H H H H H  

 Sitter/neighbour H H H H H  

 Spouse/partner H H H H H  
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PART VII: STAFF ACTIVITIES 
QUESTIONS 23 - 24 
 

Why we ask this question How we all benefit
We want to better understand the responsibilities, 
pressures and workload staff face inside and 
outside the organization. 
 

Knowing the types and extent of the demands on 
our staff can help to inform human resources 
policies, programs and practices. 

Many members of our workforce dedicate valuable 
time and effort to activities outside of work. We 
would like to identify the types of activities and 
extent of participation by our staff. 
 

Information about the activities of our workforce 
inform us about responsibilities outside of work, 
and the interests that engage our staff and 
inspire them to give their time. 

 
 
23.  In the 12 months prior to COVID-19, how many hours per week did you spend doing the following activities?  
 PLEASE CHECK ONLY ONE BOX PER ROW. 
 
   

None

Less 
than 5 
Hours

5 to 14 
Hours

15 to 29 
Hours 

30 to 59 
Hours

60 
Hours 

or More
 a. Housework, yard work or home maintenance  

 (e.g., meals, laundry, repairs) H H H H H H 

 b. Looking after children 
 (e.g., bathing, playing, helping, driving) H H H H H H 

 c. Other dependent care 
 (e.g., personal care, assistance, keeping company) H H H H H H 

 

 
24.  In the 12 months prior to COVID-19, please indicate which of the following you volunteered time for.  CHECK 

ALL THAT APPLY. 
 
 H School 

 H Sports teams (e.g., coaching) 

 H Religious organization (e.g., church, synagogue, mosque) 

 H Hospitals or hospices 

 H Cultural club 

 H Service club (e.g., Rotary) 

 H Political party (e.g., NDP, Liberal, Green, Conservative) 

 H Charitable organizations (e.g., Cancer Society, Heart & Stroke) 

 H Sitting on a Board of Directors 

 H Non-governmental organization (e.g., environmental, human rights) 

 H Community agency (e.g., United Way) 

 H Environmental group (e.g., Sierra Club, Greenpeace) 

 H Youth development club (e.g., Guides, Scouts) 

 H Other – Please specify:  __________________________________ 

 H I do not currently volunteer
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PART VIII: WORKING AT CASO 
QUESTIONS 25 - 27 
 
25a.  What attracted you to work at CASO?  CHECK ALL THAT APPLY. 
 

 H Amenities (e.g., gym, cafeteria, free parking, etc.) 

 H Coworkers/team environment 

 H Flexible schedule and hours 

 H Inclusiveness of workforce 

 H Management and leadership 

 H Opportunity to learn new skills 

 H Organizational culture 

 H Promotion and lateral career development opportunities 

 H Proximity to home or work 

 H Recommended as an employer by friend or family member 

 H Reputation of CASO 

 H Socially responsible policies and practices 

 H Total compensation package (e.g., salary, benefits, vacation, rewards and recognition etc.) 

 H Types of jobs available 

 H Volunteerism/giving back to the community 

 H Work environment and conditions 

 H Other – Please specify: ____________________________________________________ 
 
 
25b. Why have you stayed at CASO?  CHECK ALL THAT APPLY. 
 

 H Amenities (e.g., gym, cafeteria, free parking, etc.) 

 H Coworkers/team environment 

 H Flexible schedule and hours 

 H Inclusiveness of workforce 

 H Management and leadership 

 H Opportunity to learn new skills 

 H Organizational culture 

 H Promotion and lateral career development opportunities 

 H Proximity to home or work 

 H Recommended as an employer by friend or family member 

 H Reputation of CASO 

 H Socially responsible policies and practices 

 H Total compensation package (e.g., salary, benefits, vacation, rewards and recognition etc.) 

 H Types of jobs available 

 H Volunteerism/giving back to the community 

 H Work environment and conditions 

 H Other – Please specify: ____________________________________________________ 
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26.  What self-care strategies do you utilize to promote your wellness?  CHECK ALL THAT APPLY. 
 

 H Employee Assistance Program/Counseling services 

 H CAS Peer Support Program 

 H Social networks (e.g., family, friends, neighbours, community, etc.) 

 H Health-building activities such as exercise, massage, yoga, meditation 

 H Healthy eating habits 

 H Recreational activities, other hobbies outside of work 

 H Other – Please specify: ____________________________________________________ 

 

 
27.  Did you experience any barriers to completing this census? 
 

 H No 

 H Yes - Please explain: ____________________________________________________ 
 

 
 
 
 
 
 
 
 

You have reached the end of the Workforce Census questionnaire. 
  

Thank You for Participating! 
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External Data Sources

Q5 Age
Statistics Canada. 2017. Ottawa, Ontario (Code 3506008) and Ottawa, Ontario (Code 3506)(table). Census Profile. 
2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. Ottawa. Released November 29, 2017.
/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (accessed June 29, 2020).

Q6 Gender
Statistics Canada. 2017. Ottawa, Ontario (Code 3506008) and Ottawa, Ontario (Code 3506)(table). Census Profile. 
2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. Ottawa. Released November 29, 2017.
/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (accessed June 29, 2020).

Q8a Disability

Statistics Canada. 2019. Canadian Survey on Disability, 2017. Table 13-10-0750-01 Persons with and without 
disabilities aged 15 years and over, census metropolitan areas.
Statistics Canada. 2013. "Labour force characteristics by province – seasonally adjusted." The Daily. January 4. 
https://www150.statcan.gc.ca/n1/daily-quotidien/130104/t130104a003-eng.htm.
Statistics Canada. 2013. Canadian Survey on Disability, 2012. Table 13-10-0348-01 Labour force status for adults with 
disabilities by disability type.

Q8b Type of 
Disability

Statistics Canada. 2019. Canadian Survey on Disability, 2017. Table 13-10-0376-01 Type of disability for persons with 
disabilities aged 15 years and over, by age group and sex, Canada, provinces and territories.

Q9 Sexual
Orientation

Statistics Canada. 2015. Canadian Community Health Survey, 2014. Statistics Canada Media Room:  Same-sex couples 
and sexual orientation…by the numbers. Ottawa.
/smr08/2015/smr08_203_2015 (accessed October 15, 2020)

Q11 Highest 
Education

Statistics Canada. 2017. Ottawa, Ontario (Code 3506008) and Ottawa, Ontario (Code 3506)(table). Census Profile. 
2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. Ottawa. Released November 29, 2017.
/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (accessed June 29, 2020).

Q12a Major Field of 
Study

Statistics Canada. 2017. Ottawa, Ontario (Code 3506008) and Ottawa, Ontario (Code 3506)(table). Census Profile. 
2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. Ottawa. Released November 29, 2017.
/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (accessed June 29, 2020).

Q17 Visible
Minority

Statistics Canada. 2017. Ottawa, Ontario (Code 3506008) and Ottawa, Ontario (Code 3506)(table). Census Profile. 
2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. Ottawa. Released November 29, 2017.
/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (accessed June 29, 2020).

Q18 Foreign Born 
Persons

Statistics Canada. 2017. Ottawa, Ontario (Code 3506008) and Ottawa, Ontario (Code 3506)(table). Census Profile. 
2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. Ottawa. Released November 29, 2017.
/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (accessed June 29, 2020).

Q19 Religion
Statistics Canada. 2013. Ottawa, CV, Ontario (Code 3506008)(table). National Household Survey (NHS) Profile. 
2011 National Household Survey. Statistics Canada Catalogue no. 99-004-XWE. Ottawa. Released September 11, 2013.
/nhs-enm/2011/dp-pd/prof/index.cfm?Lang=E (accessed April 22, 2014).

Q20 Language
Statistics Canada. 2017. Ottawa, Ontario (Code 3506008) and Ottawa, Ontario (Code 3506)(table). Census Profile. 
2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. Ottawa. Released November 29, 2017.
/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (accessed June 29, 2020).
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TWI Inc. Company Profile

Incorporated in 1996, TWI Inc. is a global full-service consulting firm in the area of diversity, inclusion and Human
Equity®. TWI has developed a worldwide reputation based on our strategic and universal approach to diversity and
inclusion. The company was founded on the work of Trevor Wilson, who has been active in the diversity, inclusion
and equity field for three decades. Our approach to creating fair and equitable work environments is based on
Trevor Wilson’s highly acclaimed books, Diversity at Work: The Business Case for Equity (2006) and The Human
Equity Advantage: Beyond Diversity to Talent Differentiation (2013).

As human resource and diversity management consultants, our mission is to create Human Equity strategies that
optimize the diverse talents and experiences of our clients’ total workforce. We take the discussion of diversity out
of the realm of legislation and social justice into the realm of organizational effectiveness and business outcomes.

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

About TWI Inc.

Our Clients

Our current active client list includes organizations in Canada, the United States, Europe and Africa. We have
experience in the technology sector (Apple, TELUS, Chubb, Microsoft, IBM, Seagate, Raytheon, Lexmark), in retail (The
Home Depot Canada, Winners), in consumer products (Coca-Cola, Nike, South African Breweries), in the labor sector
(OPSEU), in oil and gas (Nexen, Syncrude, Shell, Chevron), in the public sector (Ontario Public Services, Ottawa Police
Services, Region of Halton, Environmental Protection Agency, Bank of Canada), in the professional and financial
services sector (TD Bank, Scotiabank, BNP Paribas, Ernst & Young, Deloitte & Touche, Fraser Milner Casgrain LLP, Baker
Tilly, Economic Development Association of Canada), in education (University of Saskatchewan), and in NGO/non-profit
organizations (Oxfam International, The World Bank, Children’s Aid Society of Ottawa, CREW New York, Shaw Guild).

Contact Information

TWI Inc.
1601 Bayview Ave. P.O. Box 43564,
Toronto ON M4G 4G8
Canada

Phone: 416-368-1968
Email: info@twiinc.com
Web: www.twiinc.com




