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New Ontario advertising requirements

Executive summary

Ontario has introduced new requirements for publicly
advertised job postings, effective 1 January 2026. These
changes, implemented through amendments to the
Employment Standards Act, 2000 and related regulations,
directly affect advertising requirements for Ontario-based
employers filing Labour Market Impact Assessment (LMIA)
applications under the federal Temporary Foreign Worker
Program.

Ontario's new rules mandate disclosure of wage or wage
range being offered for the role, the nature of a vacancy and
Al use, and prohibit Canadian experience requirements.
These changes are designed to increase hiring transparency
and reduce barriers in recruitment. However, they will also
require employers seeking LMIAs to review and update
related advertising and candidate screening practices for
Ontario-based positions.

Ontario's new job posting requirements

The new rules apply to employers in Ontario with 25 or more
employees who post “publicly advertised job postings”,
which may include job postings for LMIA-based recruitment
in support of hiring a temporary foreign worker.

Public job postings in Ontario now require:

= Compensation disclosure: advertisements must
include the expected compensation or range unless the
compensation is $200,000 or more annually or the high
end of the wage range is $200,000 or more annually. If
a wage range is provided, the range cannot surpass
$50,000 annually (e.g., $90,000 to $140,000).

= No advertising for Canadian experience: employers
are prohibited from including any requirements related
to Canadian experience.

= Al disclosure: if an employer uses Al to screen, assess,
or select applicants, the posting must include a
disclosure notice.

] Vacancy status: postings must state whether the ad is
for an existing vacancy or not.

] Notification to interviewed candidates: where a
candidate is interviewed, employers must notify them
within 45 days of the interview (or last interview, if
there were multiple) of whether a hiring decision was
made.

. Record retention: employers must retain copies of
publicly advertised job postings, application forms, and
post-interview communications for a three-year
period.

Impact on employers

Ontario employers posting job ads under the Temporary

Foreign Worker Program should:

= Consult with employment and immigration counsel to
review and incorporate the additional Ontario
requirements into public job postings. From an
immigration perspective, particular attention should be
given to wages, position requirements and appropriate
disclosure of job vacancy status information (e.g., where
an employer is posting LMIA advertising to support
LMIAs for existing temporary foreign workers)

= Review compensation for positions with labor market
shortages to determine accurate and appropriate wage
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levels and ranges that meet the requirements of both the Temporary
Foreign Worker Program and Ontario's job ad rules

= Ensure that candidate suitability screening and LMIA advertisement
reviews do not impose a requirement for prior Canadian work experience

= Review LMIA recruitment processes and record-keeping practices to ensure
consistent tracking of hiring-decision communications, record retention,
and all job ads, results, and screening activities for LMIA compliance

EY will continue to monitor these developments. Should you have any questions,
we encourage you to contact one of our immigration professionals.

Batia Stein, Managing Partner
+1416 943 3593
batia.j.stein@ca.ey.com

Neil Spencer, Partner
+1 604 891 8402
neil.h.spencer@ca.ey.com

Roxanne Israel, Partner
+1 403 206 5086
roxanne.n.israel@ca.ey.com

Gabriela Ramo, Partner
+1 416 943 3803
gabriela.ramo@ca.ey.com

Author:

Craig Natsuhara, Partner
+1 604 891 8401
craig.natsuhara@ca.ey.com

Stephanie Lipstein, Partner
+1514 879 2725
stephanie.lipstein@ca.ey.com

Nadia Allibhai, Partner
+1 613 598 4866
nadia.allibhai@ca.ey.com

Chantelle McDonald, Associate Lawyer

+1416 941 1924

Chantelle.mcdonald@ca.ey.com

Global Immigration alert

EY | Building a better working world

EY is building a better working world by creating
new value for clients, people, society and the
planet, while building trust in capital markets.

Enabled by data, Al and advanced technology, EY
teams help clients shape the future with
confidence and develop answers for the most
pressing issues of today and tomorrow.

EY teams work across a full spectrum of services
in assurance, consulting, tax, strategy and
transactions, Fueled by sector insights,

a globally connected, multi-disciplinary network
and diverse ecosystem partners, EY teams can
provide services in more than 150 countries

and territories.

All in to shape the future with confidence.
Follow up on Twitter @EYCanada

EY refers to the global organization, and may refer
to one or more, of the member firms of Ernst &
Young Global Limited, each of which is a separate
legal entity. Ernst & Young Global Limited, a UK
company limited by guarantee, does not provide
services to clients. Information about how EY
collects and uses personal data and a description
of the rights individuals have under data protection
legislation are available via ey.com/privacy. EY
member firms do not practice law where prohibited
by local laws. For more information about our
organization, please visit ey.com.

About EY Law LLP

EY Law LLP is a Canadian law firm, affiliated with
Ernst & Young LLP in Canada. Both EY Law LLP
and Ernst & Young LLP are Ontario limited liability
partnerships. EY Law LLP has no association or
relationship with Ernst & Young LLP in the US, or
any of its members. Ernst & Young LLP in the US
does not practice law, nor does it provide
immigration or legal services. For more information,
please visit EYLaw.ca.

© 2026 Ernst & Young LLP.
All Rights Reserved.
A member firm of Ernst & Young Global Limited.

EYG no. 000250-26Gbl

This publication contains information in summary
form, current as of the date of publication, and is
intended for general guidance only. It should not
be regarded as comprehensive or a substitute for
professional advice. Before taking any particular
course of action, contact EY or another professional
advisor to discuss these matters in the context of
your particular circumstances. We accept no
responsibility for any loss or damage occasioned
by your reliance on information contained in this
publication.

ey.com/en_ca



