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EMPLOYERONE SURVEY 2014  

RESULTS 

Sudbury & Manitoulin Districts 
	
  
EXECUTIVE SUMMARY 

	
  
Economic	
  development,	
  education,	
  training	
  and	
  employment	
  supports	
  all	
  rely	
  on	
  sound	
  labour	
  

market	
   information.	
   While	
   some	
   of	
   this	
   information	
   comes	
   from	
   various	
   sources	
   such	
   as	
   Statistics	
  
Canada,	
   labour	
  market	
  research	
  and	
  key	
  stakeholder	
  discussions,	
  as	
  a	
   local	
  workforce	
  planning	
  board,	
  
Workforce	
   Planning	
   for	
   Sudbury	
   &	
   Manitoulin	
   (WPSM)	
   is	
   often	
   asked:	
   where	
   are	
   the	
   jobs?	
   which	
  
industries	
  are	
  hiring	
  and	
  in	
  what	
  occupations?	
  And	
  what	
  diploma	
  or	
  degree	
  will	
  lead	
  to	
  a	
  job?	
  Answering	
  
these	
   and	
   other	
   workforce-­‐related	
   questions	
   is	
   very	
   complex,	
   and	
   requires	
   a	
   much	
   deeper	
   look	
   at	
  
industry	
  itself.	
  	
  	
  

While	
  WPSM	
  engages	
  employers	
  through	
  various	
  partnership	
  projects	
  and	
  other	
  activities,	
   it	
   is	
  
somewhat	
  challenging	
  to	
  get	
  information	
  directly	
  from	
  industry	
  employers	
  about	
  their	
  workforce	
  needs.	
  
To	
  help	
   supplement	
  available	
   information,	
   the	
  Ministry	
  of	
   Training	
  Colleges	
  and	
  Universities	
  provided	
  
WPSM	
   (and	
   other	
   northern	
   boards)	
   funding	
   to	
   survey	
   local	
   employers	
   using	
   the	
   online	
   employerone	
  
survey.	
  A	
  Project	
  Coordinator	
  was	
  hired	
  and	
  while	
  efforts	
  were	
  made	
  to	
  reach	
  out	
  to	
  employers	
  in	
  the	
  
Districts	
  of	
  Sudbury	
  and	
  Manitoulin,	
  fewer	
  than	
  one	
  hundred	
  (100)	
  employers	
  completed	
  the	
  survey.	
  It	
  
is	
  worth	
  noting	
  that	
  some	
  employers	
  said	
  they	
  preferred	
  a	
  paper	
  format	
  survey	
  for	
  two	
  reasons:	
  some	
  
were	
  uncomfortable	
  using	
  the	
  internet	
  and	
  others	
  said	
  a	
  paper	
  survey	
  reminded	
  them	
  to	
  complete	
  it.	
  	
  

Even	
   though	
   the	
  number	
  of	
   respondents	
   is	
   small,	
   survey	
   responses	
  do	
  provide	
   some	
  valuable	
  
insights	
   into	
   the	
  workforce	
  needs	
  and	
   challenges	
   faced	
  by	
  employers	
   today.	
   In	
   some	
  cases,	
   employer	
  
responses	
  verified	
  what	
  we	
  have	
  already	
  heard	
  and	
  in	
  other	
  cases,	
  enhanced	
  our	
  knowledge.	
  Here	
  is	
  a	
  
snapshot	
  of	
  what	
  employers	
  told	
  us:	
  

• word	
  of	
  mouth	
  and	
  personal	
  contacts,	
  networks	
  and	
  referrals	
  is	
  the	
  most	
  frequent	
  recruitment	
  
method	
  followed	
  by	
  online	
  job	
  boards;	
  

• most	
  local	
  employers	
  focus	
  their	
  recruitment	
  activities	
  in	
  the	
  Sudbury	
  Manitoulin	
  area;	
  
• employers	
  continue	
  to	
  look	
  for	
  educated	
  and	
  experienced	
  employees	
  but	
  only	
  a	
  limited	
  number	
  

offer	
  workplace	
  relevant	
  training;	
  
• almost	
  half	
  of	
  the	
  employees	
  hired	
  have	
  a	
  post-­‐secondary	
  degree/diploma;	
  
• the	
  highest	
  number	
  of	
  new	
  hires	
  is	
  in	
  health-­‐related	
  occupations	
  followed	
  by	
  more	
  trade-­‐related	
  

jobs	
  (but	
  this	
  may	
  be	
  a	
  reflection	
  of	
  which	
  industries	
  respondents	
  represented);	
  
• about	
  85%	
  of	
  all	
  new	
  hires	
  are	
  permanent	
  full-­‐time	
  or	
  part-­‐time	
  jobs;	
  
• 60%	
  of	
  workplace	
  separations	
  are	
  due	
  to	
  employees	
  quitting	
  their	
  jobs	
  and	
  30%	
  due	
  to	
  lay-­‐offs;	
  
• 55%	
  said	
  that	
  expansion	
  restructuring	
  was	
  why	
  they	
  plan	
  to	
  hire	
  in	
  future;	
  
• greatest	
   recruitment	
   challenges	
   include:	
   not	
   enough	
   applicants,	
   applicants	
   not	
   meeting	
  

qualifications,	
  work	
  experience	
  or	
  skills	
  requirements;	
  and	
  
• top	
  four	
  competencies	
  for	
  current	
  and	
  future	
  workforce:	
  work	
  ethic	
  (dedication,	
  dependability);	
  

technical	
  skills;	
  customer	
  service	
  skills;	
  and	
  self	
  motivation/work	
  with	
  little	
  or	
  no	
  supervision.	
  	
  
	
  
Most	
  of	
  this	
  is	
  not	
  a	
  surprise.	
  However	
  as	
  we	
  move	
  forward	
  with	
  future	
  surveys,	
  education/training,	
  

planning	
   and	
   economic	
   development,	
   it	
   will	
   be	
   important	
   to	
   continue	
   to	
   keep	
   the	
   perspectives,	
  
practices	
   and	
   recruitment	
   challenges	
   of	
   employers	
   in	
  mind	
   to	
  help	
   shape	
   our	
   efforts	
   to	
   cultivate	
   our	
  
current	
  and	
  future	
  workforce.	
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INTRODUCTION  
Good	
   labour	
   market	
   information	
   is	
   critical	
   to	
   understanding	
   current	
   and	
   projected	
   labour	
  

market	
   demands/needs	
   of	
   local	
   employers.	
   This	
   information	
   is	
   also	
   helpful	
   to:	
   Employment	
   Ontario	
  
service	
  providers	
  who	
  try	
  to	
  match	
  local	
  job	
  seekers	
  with	
  available	
  jobs;	
  postsecondary	
  institutions	
  that	
  
provide	
   education	
   and	
   specialized	
   training	
   for	
   various	
   highly	
   professional	
   occupations	
   and	
   the	
   skilled	
  
trades;	
  and	
  others	
  interested	
  in	
  labour	
  market	
  trends	
  and	
  economic	
  development	
  opportunities.	
  	
  	
  

In	
   2014,	
   the	
   Ministry	
   of	
   Training	
   Colleges	
   and	
   Universities	
   (MTCU)	
   asked	
   local	
   workforce	
  
planning	
   boards	
   in	
   northern	
   Ontario	
   to	
   conduct	
   an	
   online	
   employer	
   survey	
   using	
   the	
   pre-­‐existing	
  
employerone	
   survey	
   instrument	
   which	
   was	
   pilot-­‐tested	
   in	
   several	
   local	
   boards	
   across	
   Ontario	
   the	
  
previous	
   year.	
  MTCU	
   provided	
   funding	
   to	
   each	
   northern	
   board	
   to	
   hire	
   a	
  
project	
   coordinator	
   to	
   promote	
   and	
   implement	
   the	
   survey.	
   Workforce	
  
Planning	
  for	
  Sudbury	
  &	
  Manitoulin	
  (WPSM)	
  is	
  one	
  of	
  six	
  (6)	
  local	
  boards	
  in	
  
the	
   north	
   who	
   conducted	
   this	
   survey.	
   For	
   more	
   information	
   on	
   WPSM	
  
please	
  go	
  to:	
  www.planningourworkforce.ca.	
  	
  

The	
   employerone	
   survey	
   asked	
   employers	
   to	
   answer	
   questions	
  
related	
   to:	
   the	
   demographics	
   of	
   their	
   workforce;	
   current	
   and	
   projected	
  
human	
   resource	
   vacancies;	
   recruitment	
   strategies	
   and	
   challenges;	
   their	
  
perspective	
  on	
  candidate	
   skills,	
   education	
  and	
   training;	
   top	
  competencies	
  
required	
  in	
  their	
  business;	
  and	
  any	
  ongoing	
  workforce	
  concerns.	
  	
  

The	
   survey	
   was	
   implemented	
   June	
   2014	
   and	
   ended	
   December	
  
2014.	
   This	
   report	
   summarizes	
   information	
   provided	
   by	
   almost	
   100	
   small	
  
and	
  medium-­‐sized	
  businesses	
  in	
  the	
  Sudbury	
  &	
  Manitoulin	
  Districts.	
  	
  
	
  

SURVEY METHODOLOGY 
LIMITATIONS:	
   While	
   conducting	
   a	
   survey	
   to	
   better	
   understand	
   the	
   needs	
   of	
   local	
   employers	
   is	
  
important,	
   various	
   limitations	
   may	
   have	
   impacted	
   on	
   completion	
   rates	
   and	
   research	
   findings.	
   These	
  
were	
  observed	
  by	
  WPSM,	
  those	
  who	
  assisted	
  with	
  implementation	
  and	
  employers	
  themselves	
  and	
  are	
  
as	
  follows:	
  
a) Cumbersome	
  and	
  long	
  survey	
  instrument:	
  Anywhere	
  from	
  15	
  minutes	
  to	
  1.5	
  hours	
  was	
  required	
  to	
  

complete	
   the	
   survey	
   depending	
   on	
   size	
   of	
  workforce	
   and	
  who	
  was	
   completing	
   the	
   survey.	
   Some	
  
employers	
  said	
  this	
  was	
  far	
  too	
  long	
  and	
  others	
  skipped	
  questions,	
  or	
  did	
  not	
  complete	
  the	
  survey.	
  	
  	
  	
  

b) Quality	
   of	
   questions:	
   The	
   wording/intent	
   of	
   questions,	
   definitions	
   used	
   and	
   lack	
   of	
   logical	
   flow	
  
created	
  some	
  challenges.	
  While	
  northern	
  boards	
  adapted	
  the	
  survey	
  instrument	
  to	
  make	
  it	
  easier	
  to	
  
read,	
  efforts	
  were	
  made	
  to	
  remain	
  consistent	
  as	
  alterations	
  to	
  content	
  were	
  not	
  allowed.	
  	
  	
  

c) Survey	
   fatigue:	
   Local	
   boards	
   in	
   the	
   north	
   already	
   conduct	
   employer	
   surveys	
   and	
   most	
   recently,	
  
conducted	
  a	
  survey/study	
  to	
  identify	
  forecasted	
  recruitment	
  needs	
  in	
  the	
  mining	
  and	
  mining	
  supply	
  
services	
  sectors	
  and	
  several	
  local	
  boards	
  also	
  engaged	
  in	
  a	
  workforce	
  survey	
  of	
  the	
  tourism	
  sector.	
  
Local	
  boards	
  have	
  found	
  that	
  employers	
  are	
  fatigued	
  as	
  they	
  are	
  repeatedly	
  being	
  surveyed.	
  	
  	
  	
  	
  

d) Employer	
   profile:	
   The	
   majority	
   of	
   businesses	
   in	
   the	
   Sudbury	
   and	
   Manitoulin	
   Districts	
   are	
   small	
  
businesses	
   (under	
   100	
   employees).	
   However,	
   regardless	
   of	
   size,	
   some	
   employers	
   did	
   express	
  
concern	
   about	
   their	
   capacity	
   to	
   complete	
   a	
   survey	
   of	
   this	
   nature	
   given	
   the	
   level	
   of	
   HR	
   detail	
  
required.	
  In	
  the	
  case	
  of	
  the	
  retail	
  industry,	
  various	
  store	
  managers	
  said	
  that	
  they	
  could	
  not	
  complete	
  
the	
  survey	
  without	
  approval	
  of	
  their	
  head	
  office.	
  As	
  well,	
  when	
  visited,	
  one	
  business	
  said	
  they	
  would	
  
not	
   complete	
   the	
   survey	
   as	
   they	
   were	
   not	
   planning	
   to	
   hire	
   anyone	
   given	
   the	
   mining	
   industry	
  
slowdown	
  (and	
  previous	
  strike	
  at	
  VALE)	
  which	
  significantly	
  impacted	
  on	
  their	
  business.	
  	
  	
  

e) Online	
   vs.	
   traditional	
   paper	
   survey:	
   	
   An	
   online	
   survey	
   format	
  was	
   developed	
   using	
   Fluid	
   Survey.	
  
However,	
   some	
   employers	
   were	
   uncomfortable	
   navigating	
   the	
   internet	
   and	
   preferred	
   a	
   paper	
  
format	
   which	
   did	
   present	
   some	
   reformatting	
   challenges.	
   Several	
   also	
  mentioned	
   that	
   having	
   the	
  
paper	
   survey	
   on	
   their	
   desk	
   reminded	
   them	
   to	
   complete	
   the	
   survey.	
   Once	
   the	
   completed	
   paper	
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surveys	
  were	
  received,	
  the	
  Project	
  Coordinator	
  transferred	
  the	
  information	
  into	
  the	
  online	
  format.	
  
Although	
   the	
   integrity	
   of	
   the	
   questions	
   was	
   paramount,	
   it	
   is	
   possible	
   that	
   slight	
   word	
   changes,	
  
employer	
  response	
  interpretation	
  and	
  data	
  transfer	
  may	
  have	
  impacted	
  on	
  some	
  findings.	
  	
  	
  

f) Implementation	
  cost	
  and	
  time:	
  The	
  WPSM	
  catchment	
  area	
  boasts	
  just	
  over	
  10,000	
  employers	
  with	
  
almost	
   one	
   half	
   of	
   them	
   self-­‐employed.	
   Despite	
   the	
   cost	
   and	
   time	
   dedicated	
   to	
   encourage	
  
employers	
  to	
  complete	
  the	
  survey,	
  fewer	
  than	
  one	
  hundred	
  (100)	
  employers	
  took	
  the	
  time	
  to	
  do	
  so.	
  

	
  
OUTREACH	
  STRATEGIES:	
  Various	
  outreach	
  strategies	
  were	
  used	
  including:	
  the	
  development	
  of	
  common	
  
branding	
   (employerone	
   logo,	
   banner,	
   posters	
   and	
   post	
   cards)	
   and	
   survey	
   implementation	
   timelines	
  
across	
   the	
   north;	
   use	
   of	
   local	
   media;	
   personal	
   employer	
   visits;	
   presentations;	
   emailing	
   employer	
  
databases	
  (limited	
  by	
  the	
  new	
  anti-­‐spam	
  legislation);	
  posting	
  the	
  survey	
  on	
  various	
  websites	
  employers	
  
might	
   visit;	
   reaching	
   out	
   to	
   organizations	
   that	
   connect	
   with	
   employers;	
   attending	
   employer-­‐related	
  
events;	
  and	
  mailing	
  surveys	
  with	
  return	
  self-­‐addressed	
  stamped	
  envelopes.	
  	
  
	
  
EMPLOYER/SECTOR	
  SELECTION	
  PROCESS:	
   Initially	
   local	
  boards	
   in	
   the	
  north	
  planned	
   to	
   target	
   the	
   top	
  
ten	
   industry	
   sectors	
   (according	
   to	
   recent	
   Statistics	
   Canada	
   data)	
   in	
   each	
   census	
   area.	
   The	
   WPSM	
  
catchment	
  includes	
  the	
  following	
  three	
  census	
  areas:	
  City	
  of	
  Greater	
  Sudbury,	
  District	
  of	
  Manitoulin	
  and	
  
District	
   of	
   Sudbury.	
   Unfortunately,	
   as	
   survey	
   implementation	
   progressed,	
   it	
   became	
   apparent	
   that	
  
limiting	
  industry	
  responses	
  could	
  result	
  in	
  an	
  even	
  lower	
  response	
  rate.	
  As	
  such,	
  local	
  boards	
  accepted	
  
responses	
   from	
  any	
   industry	
   sector	
   to	
   increase	
   responses.	
  Additionally,	
   those	
  employers	
  who	
  are	
   self	
  
employed	
  were	
  excluded	
  as	
  it	
  was	
  quickly	
  determined	
  that	
  many,	
  if	
  not	
  most,	
  were	
  not	
  planning	
  to	
  hire	
  
anyone	
  which	
  would	
  skew	
  the	
  results.	
  
	
  

FINDINGS 	
  please	
  note:	
  since	
  not	
  all	
   respondents	
  answered	
  every	
  question,	
  the	
  analysis	
   for	
  each	
  survey	
  question	
  
will	
  include	
  number	
  of	
  respondents;	
  and	
  percentages	
  have	
  been	
  rounded	
  off	
  and	
  therefore	
  totals	
  may	
  not	
  equal	
  100%.	
  
	
  
In	
  total,	
  98	
  employers	
  started	
  the	
  survey	
  and	
  72	
  completed	
  it.	
  91%	
  of	
  respondents	
  were	
  located	
  in	
  the	
  
District	
  of	
  Sudbury,	
  9%	
  in	
  the	
  District	
  of	
  Manitoulin	
  and	
  68%	
  indicated	
  that	
  they	
  were	
  a	
  head	
  office.	
  
	
  
1. Number	
  and	
  percent	
  of	
  respondents	
  by	
  industry:	
  	
  

Table	
  1:	
  Number	
  and	
  percent	
  of	
  	
  
respondents	
  by	
  industry	
  

INDUSTRY	
   NUMBER	
  (#)	
   PERCENT	
  (%)	
  
Accommodation	
  Services	
   5	
   5.2%	
  
Arts,	
  Entertainment	
  and	
  Recreation	
   1	
   1.0%	
  
Construction	
   13	
   13.4%	
  
Finance	
  and	
  Insurance	
   6	
   6.2%	
  
Healthcare	
  and	
  Educational	
  Services	
   15	
   15.5%	
  
Information	
  and	
  Cultural	
  industries	
   2	
   2.1%	
  
Manufacturing	
   6	
   6.2%	
  
Mining,	
  Quarrying	
  and	
  Oil	
  and	
  Gas	
  Extraction	
   6	
   6.2%	
  
Other	
  Services	
  (Except	
  Public	
  Administration)	
   13	
   13.4%	
  
Professional,	
  Scientific	
  and	
  Technical	
  Services	
   7	
   7.2%	
  
Public	
  Administration	
   3	
   3.1%	
  
Real	
  Estate	
   2	
   2.1%	
  
Retail	
  Trade	
   14	
   14.4%	
  
Transportation	
  and	
  Warehousing	
   2	
   2.1%	
  
Wholesale	
  Trade	
   2	
   2.1%	
  
TOTAL	
   97	
   100.0%	
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number	
  of	
  establishments	
  	
  
by	
  number	
  of	
  employees	
  (N=91)	
  

2. Number	
  of	
  establishments	
  by	
  number	
  of	
  employees:	
  	
  
	
  
	
  
	
  

	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
3. Number,	
   type	
   and	
   age	
   of	
   employees:	
   Employer	
   respondents	
   represented	
   3,160	
   employees	
   and	
  

were	
   asked	
   to	
   provide	
   the	
   number,	
   type	
   and	
   age	
   of	
   employees	
   as	
   tabulated	
   in	
   Table	
   3.	
   	
   Table	
   4	
  
provides	
   the	
   percentage	
   distribution	
   for	
   respondents	
   indicating	
   that	
   75%	
   of	
   employees	
   work	
   in	
  
permanent,	
  full-­‐time	
  jobs,	
  and	
  another	
  12%	
  in	
  part-­‐time	
  jobs.	
  About	
  one	
  third	
  of	
  employees	
  under	
  
25	
  years	
  of	
  age	
  work	
  part-­‐time,	
  while	
  part-­‐time	
  work	
  among	
  other	
  age	
  groups	
  is	
  considerably	
  less.	
  
	
  

Table	
  3:	
  Number	
  in	
  workforce,	
  by	
  age	
  and	
  employment	
  status	
  (N=92)	
  

AGE	
  
PERMANENT	
   TEMPORARY	
   Independent	
  

contractor	
   TOTAL	
  Full-­‐time	
   Part-­‐time	
   Full-­‐time	
   Part-­‐time	
  
Under	
  25	
   211	
   138	
   21	
   84	
   5	
   459	
  
25-­‐44	
   1273	
   131	
   41	
   153	
   19	
   1617	
  
45-­‐54	
   646	
   80	
   14	
   27	
   3	
   770	
  
55-­‐64	
   204	
   34	
   9	
   15	
   4	
   266	
  
65+	
   33	
   11	
   0	
   4	
   0	
   48	
  
TOTAL	
   2367	
   394	
   85	
   283	
   31	
   3160	
  

	
  
	
  

Table	
  4:	
  Percentage	
  of	
  workforce,	
  by	
  age	
  and	
  employment	
  status	
  

AGE	
  
PERMANENT	
   TEMPORARY	
   Independent	
  

contractor	
   TOTAL	
  Full-­‐time	
   Part-­‐time	
   Full-­‐time	
   Part-­‐time	
  
Under	
  25	
   7%	
   4%	
   1%	
   3%	
   0%	
   15%	
  
25-­‐44	
   40%	
   4%	
   1%	
   5%	
   1%	
   51%	
  
45-­‐54	
   20%	
   3%	
   0%	
   1%	
   0%	
   24%	
  
55-­‐64	
   7%	
   1%	
   0%	
   1%	
   0%	
   9%	
  
65+	
   1%	
   0%	
   0%	
   0%	
   0%	
   1%	
  
TOTAL	
   75%	
   12%	
   2%	
   10%	
   1%	
   100%	
  

	
  
	
  
4. Separations:	
  70%	
  (seven	
  out	
  of	
  ten)	
  respondents	
  experienced	
  at	
  least	
  one	
  workforce	
  separation	
  in	
  

the	
   last	
   12	
  months.	
   Table	
  5	
  presents	
   the	
  number	
  of	
   separations	
  by	
  occupational	
   category	
   and	
  by	
  
reason	
  for	
  the	
  separation.	
  Table	
  6	
  presents	
  the	
  percentage	
  distribution	
  for	
  the	
  same.	
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Table	
  5:	
  Number	
  of	
  separations	
  
by	
  occupational	
  category	
  and	
  reason	
  for	
  separation	
  (N=60)	
  

OCCUPATION	
   quit	
   retirement	
  
temporary	
  
lay-­‐off	
  

permanent	
  
lay-­‐off	
   dismissal	
   other	
   total	
  

Managers/Executives	
   8	
   8	
   0	
   1	
   1	
   1	
   19	
  
Professionals	
   23	
   0	
   1	
   1	
   1	
   0	
   26	
  
Technical	
   10	
   1	
   2	
   8	
   0	
   0	
   21	
  
Trades	
   68	
   0	
   37	
   32	
   8	
   2	
   147	
  
Apprentices	
   27	
   0	
   15	
   0	
   4	
   0	
   46	
  
Sales	
  &	
  Marketing	
   4	
   1	
   1	
   3	
   1	
   0	
   10	
  
Admin	
  &	
  Clerical	
   19	
   2	
   2	
   5	
   0	
   0	
   28	
  
Production	
  Workers	
   60	
   0	
   2	
   2	
   0	
   0	
   64	
  
Service	
  Workers	
   30	
   0	
   14	
   3	
   9	
   2	
   58	
  
Other	
   15	
   1	
   0	
   1	
   3	
   5	
   25	
  
TOTAL	
   264	
   13	
   74	
   56	
   27	
   10	
   444	
  

	
  
As	
  noted	
  in	
  Table	
  6,	
  according	
  to	
  60	
  employers	
  who	
  responded	
  to	
  this	
  question,	
  close	
  to	
  60%	
  of	
  all	
  
employment	
  separations	
  are	
  as	
  a	
  result	
  of	
  the	
  employee	
  quitting	
  and	
  it	
  is	
  not	
  known	
  whether	
  or	
  not	
  
they	
  went	
  to	
  a	
  similar	
  job	
  elsewhere	
  or	
  why	
  they	
  quit.	
  Another	
  30%	
  are	
  as	
  a	
  result	
  of	
  lay-­‐off,	
  either	
  
temporary	
  (17%)	
  or	
  permanent	
  (13%).	
  Only	
  6%	
  of	
  separations	
  are	
  due	
  to	
  dismissals,	
  and	
  3%	
  are	
  due	
  
to	
  retirements.	
  

	
  
Table	
  6:	
  percentage	
  distribution	
  of	
  separations,	
  	
  

by	
  occupational	
  category	
  and	
  reason	
  for	
  separation	
  

OCCUPATION	
   quit	
   retirement	
  
temporary	
  
lay-­‐off	
  

permanent	
  
lay-­‐off	
   dismissal	
   other	
   total	
  

Managers/Executives	
   2%	
   2%	
   0%	
   0%	
   0%	
   0%	
   4%	
  
Professionals	
   5%	
   0%	
   0%	
   0%	
   0%	
   0%	
   5%	
  
Technical	
   2%	
   0%	
   1%	
   2%	
   0%	
   0%	
   5%	
  
Trades	
   15%	
   0%	
   8%	
   7%	
   2%	
   1%	
   33%	
  
Apprentices	
   6%	
   0%	
   3%	
   0%	
   1%	
   0%	
   10%	
  
Sales	
  &	
  Marketing	
   1%	
   0%	
   0%	
   1%	
   0%	
   0%	
   2%	
  
Admin	
  &	
  Clerical	
   4%	
   1%	
   1%	
   1%	
   0%	
   0%	
   7%	
  
Production	
  Workers	
   14%	
   0%	
   1%	
   1%	
   0%	
   0%	
   16%	
  
Service	
  Workers	
   7%	
   0%	
   3%	
   1%	
   2%	
   1%	
   14%	
  
Other	
   3%	
   0%	
   0%	
   0%	
   1%	
   1%	
   5%	
  
TOTAL	
   59%	
   3%	
   17%	
   13%	
   6%	
   2%	
   100%	
  

	
  
It	
  is	
  important	
  to	
  note	
  that	
  one	
  third	
  of	
  all	
  separations	
  involve	
  employees	
  in	
  the	
  Trades,	
  and	
  another	
  
10%	
   involve	
   Apprentices;	
   in	
   other	
   words	
   trade-­‐related	
   jobs.	
   This	
   is	
   interesting,	
   as	
   it	
   has	
   been	
  
reported	
  by	
   various	
   employers	
   that	
  when	
   trade-­‐related	
   jobs	
   are	
   in	
   high	
  demand,	
   other	
   employers	
  

”poach”	
   them;	
   meaning	
   they	
   offer	
   salary	
   and	
   other	
  
enticements	
   to	
   lure	
   them	
   to	
   away	
   from	
   their	
   current	
  
employer	
  which	
  may	
  attribute	
  to	
  the	
  higher	
  “quit”	
  reason	
  
for	
   separation.	
   The	
   other	
   occupations	
   with	
   prominent	
  
separation	
   numbers	
   are	
   Production	
  Workers	
   and	
   Service	
  
Workers.	
   Additionally,	
   in	
   the	
   case	
   of	
   Managers	
   and	
  
Executives,	
   half	
   of	
   the	
   separations	
   involve	
   employees	
  
quitting,	
  the	
  other	
  half	
  involve	
  retirement,	
  although	
  those	
  
numbers	
  are	
  very	
  small.	
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5. New	
   hires:	
  According	
   to	
   the	
   70	
   employers	
  who	
   responded	
   to	
   this	
   question,	
   five	
   out	
   of	
   every	
   six	
  
respondents	
  (83%)	
  hired	
  someone	
  in	
  the	
  last	
  12	
  months.	
  Table	
  7	
  presents	
  the	
  number	
  of	
  employees	
  
hired	
   by	
   occupational	
   category	
   and	
   type	
   of	
   employment.	
   Table	
   8	
   provides	
   the	
   percentage	
  
distribution	
  of	
  the	
  same.	
  	
  

	
  
Table	
  7:	
  Total	
  number	
  of	
  hires	
  

compared	
  to	
  total	
  number	
  of	
  separations	
  (N=	
  70)	
  
HIRINGS	
  	
  

	
  
	
  
	
  

OCCUPATION	
  
PE

RM
AN

EN
T	
  

FU
LL
-­‐T
IM

E	
  

PE
RM

AN
EN

T	
  
PA

RT
-­‐T
IM

E	
  

TE
M
PO

RA
RY

	
  
FU

LL
-­‐T
IM

E	
  

TE
M
PO

RA
RY

	
  
PA

RT
-­‐T
IM

E	
  

IN
D
EP

EN
D
EN

T	
  
CO

N
TR

AC
TO

R	
   	
  
	
  
	
  

TOTAL	
  
HIRES	
  

	
  
	
  
	
  

TOTAL	
  
SEPARATIONS	
  

Managers/Executives	
   31	
   0	
   0	
   0	
   0	
   31	
   19	
  
Professionals	
   29	
   0	
   5	
   0	
   0	
   34	
   26	
  
Technical	
   18	
   0	
   0	
   0	
   0	
   18	
   21	
  
Trades	
   79	
   12	
   2	
   0	
   0	
   93	
   147	
  
Apprentices	
   11	
   2	
   17	
   0	
   0	
   30	
   46	
  
Sales	
  &	
  Marketing	
   11	
   3	
   1	
   3	
   1	
   19	
   10	
  
Admin	
  &	
  Clerical	
   42	
   5	
   0	
   1	
   0	
   48	
   28	
  
Production	
  Workers	
   15	
   0	
   0	
   0	
   0	
   15	
   64	
  
Service	
  Workers	
   13	
   124	
   7	
   18	
   1	
   163	
   58	
  
Other	
   24	
   3	
   2	
   13	
   4	
   46	
   25	
  
TOTAL	
   273	
   149	
   34	
   35	
   6	
   497	
   444	
  

	
  
Table	
  7	
  also	
  compares	
  number	
  of	
  hires	
  to	
  number	
  of	
  separations	
  by	
  occupational	
  category.	
  In	
  some	
  
cases,	
  number	
  of	
  hires	
  and	
  number	
  of	
  separations	
  is	
  almost	
  the	
  same	
  and	
  in	
  other	
  cases,	
  number	
  of	
  
separations	
  is	
  notably	
  higher.	
  This	
  is	
  especially	
  true	
  in	
  the	
  Trades	
  and	
  Apprentices,	
  where	
  number	
  of	
  
separations	
   is	
   50%	
   higher	
   than	
   number	
   of	
   hires	
   in	
   both	
   instances.	
   Service	
  Workers	
   on	
   the	
   other	
  
hand	
  had	
  a	
  considerably	
  higher	
  number	
  of	
  hires	
  compared	
  to	
  separations:	
  163	
  versus	
  58.	
  
	
  

Table	
  8:	
  Percentage	
  distribution	
  of	
  hires	
  (N=70)	
  

	
  
	
  
	
  
	
  

OCCUPATION	
  

PE
RM

AN
EN

T	
  
FU

LL
-­‐T
IM

E	
  

PE
RM

AN
EN

T	
  
PA

RT
-­‐T
IM

E	
  

TE
M
PO

RA
RY

	
  
FU

LL
-­‐T
IM

E	
  

TE
M
PO

RA
RY

	
  
PA

RT
-­‐T
IM

E	
  

IN
D
EP

EN
D
EN

T	
  
CO

N
TR

AC
TO

R	
   	
  
	
  
	
  

TOTAL	
  
HIRES	
  

Managers/Executives	
   6%	
   0%	
   0%	
   0%	
   0%	
   6%	
  
Professionals	
   6%	
   0%	
   1%	
   0%	
   0%	
   7%	
  
Technical	
   4%	
   0%	
   0%	
   0%	
   0%	
   4%	
  
Trades	
   16%	
   2%	
   0%	
   0%	
   0%	
   18%	
  
Apprentices	
   2%	
   0%	
   3%	
   0%	
   0%	
   5%	
  
Sales	
  &	
  Marketing	
   2%	
   1%	
   0%	
   1%	
   0%	
   4%	
  
Admin	
  &	
  Clerical	
   9%	
   1%	
   0%	
   0%	
   0%	
   10%	
  
Production	
  Workers	
   3%	
   0%	
   0%	
   0%	
   0%	
   3%	
  
Service	
  Workers	
   3%	
   25%	
   1%	
   4%	
   0%	
   33%	
  
Other	
   5%	
   1%	
   0%	
   3%	
   1%	
   10%	
  
TOTAL	
   56%	
   30%	
   5%	
   7%	
   1%	
   100%	
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6. Education	
  of	
  new	
  hires:	
  Of	
  497	
  new	
  hires	
  in	
  the	
  previous	
  12	
  months,	
  227	
  (46%),	
  or	
  just	
  under	
  half	
  of	
  
all	
  new	
  hires,	
  had	
  a	
  post-­‐secondary	
  degree	
  or	
  diploma.	
  Of	
  the	
  post-­‐secondary	
  degree	
  holders,	
  52%	
  
held	
  a	
  college	
  diploma	
  and	
  48%	
  possessed	
  a	
  university	
  degree.	
  

	
  
7. Occupation	
   of	
   new	
   hires:	
   There	
   were	
   slightly	
   over	
   100	
   different	
   occupations	
   named	
   when	
  

respondents	
  were	
  asked	
  what	
  occupations	
  they	
  hired	
  in.	
  Table	
  9	
  lists	
  only	
  those	
  occupations	
  with	
  at	
  
least	
  10	
  new	
  hires.	
  These	
  12	
  occupations	
  account	
   for	
  half	
   (52%)	
  of	
  all	
  hiring	
  done	
  by	
  respondents	
  
and	
  of	
  these	
  12	
  occupations,	
  more	
  than	
  half	
  (59%)	
  of	
  these	
  were	
  in	
  a	
  health-­‐related	
  field.	
  

	
  

Table	
  9:	
  Occupations	
  with	
  at	
  least	
  	
  
10	
  new	
  hires	
  

OCCUPATION	
   NUMBER	
  
Personal	
  Support	
  Worker	
   66	
  
Health	
  Care	
  Aide	
   35	
  
Millwright	
   21	
  
Registered	
  Nurse	
   21	
  
Registered	
  Practical	
  Nurse	
   20	
  
Retail	
  Clerk	
   20	
  
Machinist	
   15	
  
Welder	
   14	
  
Roofing	
  Apprentice	
   12	
  
Scaffolder	
   12	
  
Staff	
  Accountant	
   12	
  
Supportive	
  Housing	
  Aide	
   11	
  
TOTAL	
   259	
  

	
  
	
  

8. Recruitment	
   methods	
   and	
   geographic	
   target	
   areas:	
   Respondents	
   were	
   asked	
   to	
   indicate	
   what	
  
mechanisms	
   they	
  used	
   to	
   recruit	
   job	
   candidates	
   for	
   these	
  high	
   frequency	
  hires.	
   These	
   results	
   are	
  
reported	
  in	
  two	
  ways:	
  (1)	
  the	
  number	
  of	
  times	
  an	
  employer	
  used	
  a	
  particular	
  recruitment	
  method;	
  
and	
  (2)	
  the	
  number	
  of	
  jobs	
  that	
  were	
  recruited	
  for	
  using	
  a	
  particular	
  method.	
  	
  
	
  

Table	
  10:	
  Frequency	
  of	
  use	
  of	
  recruitment	
  methods	
  and	
  	
  
number	
  of	
  jobs	
  by	
  recruitment	
  method	
  

	
  
RECRUITMENT	
  METHOD	
  

Frequency	
  
of	
  use	
  

Number	
  
of	
  jobs	
  

word	
  of	
  mouth	
  /	
  personal	
  contacts	
  /	
  referrals	
  /	
  informal	
  networks	
   109	
   371	
  
online	
  job	
  boards	
  /	
  postings	
   65	
   311	
  
company's	
  own	
  internet	
  site	
   55	
   191	
  
government	
  employment	
  centres	
  or	
  websites	
  	
   37	
   166	
  
unsolicited	
  resumes	
   35	
   232	
  
newspaper	
  ads	
   35	
   147	
  
on-­‐site	
  recruitment	
  at	
  schools,	
  colleges,	
  or	
  universities	
   21	
   208	
  
on-­‐site	
  job	
  signs	
  or	
  posters	
   19	
   212	
  
job	
  fairs	
   12	
   96	
  
other	
   10	
   81	
  
trade	
  or	
  professional	
  association	
  publications	
   10	
   25	
  
executive	
  search	
  companies	
  or	
  temporary	
  help	
  agencies	
   9	
   45	
  
non-­‐government	
  or	
  community	
  employment	
  service	
  centres	
  or	
  websites	
   7	
   21	
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By	
   far,	
   most	
   recruitment	
   still	
   relies	
   upon	
   word-­‐of-­‐mouth	
   and	
   personal	
   contacts.	
   But	
   many	
  
employers	
   also	
   rely	
   upon	
   online	
   job	
   boards	
   or	
   their	
   own	
   websites	
   to	
   publicize	
   job	
   vacancies.	
  
Conversely,	
   few	
   employers	
   make	
   use	
   of	
   non-­‐government	
   or	
   community	
   employment	
   service	
  
centres.	
   Executive	
   search	
   companies	
   and	
   temporary	
   help	
   agencies,	
   trade	
   or	
   professional	
  
association	
  publications,	
  and	
  job	
  fairs	
  are	
  also	
  used	
  much	
  less.	
  	
  
	
  
In	
   terms	
   of	
   recruitment,	
   sixty-­‐six	
   (66)	
   employers	
   responded	
   to	
   the	
   question	
   of	
   geographic	
   areas	
  
they	
  targeted.	
  Of	
  these	
  employer	
  respondents,	
  442	
  job	
  recruitment	
  activities	
  were	
  targeted	
  within	
  
the	
  Sudbury	
  and	
  Manitoulin	
  Districts	
  and	
  132	
  within	
  the	
  Province	
  of	
  Ontario.	
  Very	
  little	
  recruitment	
  
extends	
  across	
  Canada	
  at	
  45	
  and	
  almost	
  none	
  internationally	
  at	
  5.	
  
	
  

9. Assistance	
  from	
  a	
  free	
  employment	
  service	
  agency:	
  Respondents	
  were	
  asked	
   if	
   they	
  received	
  any	
  
assistance	
  from	
  a	
  free	
  employment	
  service	
  agency	
  representing	
  specific	
  populations.	
  In	
  over	
  80%	
  of	
  
the	
   instances	
   when	
   employers	
   were	
   recruiting,	
   they	
   received	
   no	
   such	
   assistance.	
   In	
   most	
   cases,	
  
reliance	
   on	
   such	
   assistance	
   amounted	
   only	
   to	
   a	
   handful	
   as	
  
follows:	
  
• 13	
   instances	
   where	
   an	
   employer	
   indicated	
   they	
   received	
  

employment	
   services	
   from	
   an	
   agency	
   assisting	
   youth	
   (15-­‐24	
  
years	
  of	
  age);	
  

• 6	
  instances	
  of	
  assistance	
  from	
  an	
  agency	
  serving	
  persons	
  with	
  
disabilities;	
  

• 3	
   instances	
  of	
  assistance	
   from	
  an	
  agency	
   serving	
   immigrants	
  
or	
  visible	
  minorities;	
  

• 1	
  instance	
  of	
  assistance	
  from	
  an	
  agency	
  serving	
  older	
  workers	
  
(55	
  years	
  and	
  older);	
  and	
  

• 1	
  instance	
  of	
  assistance	
  from	
  an	
  agency	
  serving	
  Aboriginals.	
  	
  
	
  
10. Paid	
   recruitment	
  agency:	
  Of	
   the	
  66	
  employers	
  who	
  answered	
  this	
  question,	
  8	
   indicated	
   that	
   they	
  

used	
  a	
  paid	
  recruitment	
  agency.	
  
	
  
11. Hard	
   to	
   fill	
   positions	
   and	
   reasons	
   why:	
   Employers	
   were	
   asked	
   about	
   hard	
   to	
   fill	
   positions	
   and	
  

reasons	
  why.	
  Of	
  the	
  69	
  employers	
  that	
  responded,	
  45%	
  said	
  they	
  had	
  difficulty	
  filling	
  positions	
  and	
  
55%	
  said	
  no.	
  Employers	
  were	
  then	
  asked	
  to	
  identify	
  why	
  these	
  jobs	
  were	
  difficult	
  to	
  fill.	
  The	
  answers	
  
in	
  Table	
  11	
  (on	
  the	
  following	
  page)	
  represent	
  the	
  number	
  of	
  jobs	
  associated	
  with	
  a	
  given	
  reason.	
  By	
  
far,	
   the	
   recruitment	
  difficulty	
   cited	
   for	
   the	
  most	
  number	
  of	
   jobs	
  was	
   that	
   there	
  were	
  not	
  enough	
  
applicants	
  to	
  choose	
  from.	
  The	
  next	
  three	
  reasons	
  all	
  referred	
  to	
  qualifications	
  where	
  applicants:	
  

• did	
  not	
  meet	
  the	
  educational	
  qualification	
  requirements;	
  
• did	
  not	
  meet	
  the	
  work	
  experience	
  requirements;	
  and/or	
  
• did	
  not	
  meet	
  the	
  skills	
  requirements.	
  

	
  
On	
  the	
  other	
  hand,	
  the	
  following	
  reasons	
  were	
  infrequently	
  cited	
  as	
  the	
  cause	
  for	
  a	
  job	
  being	
  hard	
  
to	
  recruit	
  for:	
  	
  

• inability	
  to	
  assess	
  a	
  foreign	
  educational	
  credential	
  (no	
  employer	
  cited	
  this	
  as	
  a	
  reason);	
  	
  
• no	
  applicants	
  at	
  all;	
  	
  
• applicants	
  did	
  not	
  meet	
  the	
  language	
  requirements;	
  	
  
• inability	
  to	
  compete	
  with	
  other	
  employers	
  due	
  to	
  a	
  lack	
  of	
  advancement	
  opportunities;	
  and	
  
• inability	
   to	
   compete	
  with	
  other	
  employers	
  due	
   to	
   the	
  nature	
  of	
   the	
  work	
   (seasonal,	
   shift	
  

work,	
  irregular	
  hours,	
  job	
  content).	
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Table	
  11:	
  Reasons	
  why	
  it	
  is	
  hard	
  to	
  recruit	
  and	
  	
  
the	
  number	
  of	
  jobs	
  associated	
  with	
  that	
  reason	
  

	
  
REASON	
  

NUMBER	
  
OF	
  JOBS	
  

not	
  enough	
  applicants	
   175	
  
applicants	
  not	
  meeting	
  qualification	
  requirements	
  (education	
  level	
  /	
  credentials)	
   148	
  
applicants	
  not	
  meeting	
  work	
  experience	
  requirements	
   141	
  
applicants	
  not	
  meeting	
  skills	
  requirements	
   127	
  
inability	
  to	
  compete	
  with	
  other	
  employers	
  due	
  to	
  pay	
  &	
  benefits	
   96	
  
applicants	
  not	
  meeting	
  motivation,	
  attitude,	
  or	
  interpersonal	
  skills	
  requirements	
   91	
  
inability	
  to	
  compete	
  with	
  other	
  employers	
  due	
  to	
  remote	
  location	
  /	
  poor	
  public	
  transit	
   69	
  
no	
  local	
  qualified	
  applicants	
   63	
  
inability	
  to	
  compete	
  with	
  other	
  employers	
  due	
  to	
  nature	
  of	
  work	
  (seasonal,	
  shift	
  work,	
  
irregular	
  hours,	
  job	
  content)	
  

	
  
28	
  

inability	
  to	
  compete	
  with	
  other	
  employers	
  due	
  to	
  lack	
  of	
  promotion	
  opportunities	
   18	
  
applicants	
  not	
  meeting	
  language	
  requirements	
   17	
  
no	
  applicants	
  at	
  all	
   2	
  
inability	
  to	
  assess	
  a	
  foreign	
  educational	
  qualification	
  or	
  credential	
   0	
  
	
  
	
  

12. Hiring	
   plans	
   for	
   the	
   next	
   12	
  months,	
   reasons	
  why	
   and	
   in	
  what	
   occupational	
   categories:	
  Almost	
  
three-­‐quarters	
   (73%)	
   of	
   86	
   respondents	
   indicated	
   that	
   they	
   planned	
   on	
   hiring	
   over	
   the	
   next	
   12	
  
months.	
   Table	
   12	
   shows	
   the	
   number	
   of	
   expected	
   job	
   hirings	
   over	
   the	
   next	
   12	
   months,	
   by	
  
occupational	
   category	
   and	
   by	
   employment	
   type.	
   Of	
   the	
   expected	
   465	
   hirings,	
   224	
   (48%)	
   are	
  
permanent,	
  full-­‐time	
  positions.	
  This	
  compares	
  to	
  497	
  reported	
  hirings	
  over	
  the	
  previous	
  12	
  months	
  
(so	
  the	
  previous	
  year’s	
  and	
  the	
  prospective	
  hirings	
  are	
  roughly	
  in	
  the	
  same	
  ballpark),	
  of	
  which	
  55%	
  
were	
  permanent	
  full-­‐time	
  positions.	
  	
  
	
  

Table	
  12:	
  Number	
  of	
  expected	
  hirings,	
  	
  
by	
  occupational	
  category	
  and	
  type	
  of	
  employment	
  (N=86)	
  

	
  	
  
	
  

permanent	
  
full-­‐time	
  

permanent	
  
part-­‐time	
  

temporary	
  
full-­‐time	
  

temporary	
  
part-­‐time	
  

independent	
  
contractor	
  

TOTAL	
  

Managers/Executives	
   9	
   3	
   0	
   0	
   0	
   12	
  
Professionals	
   22	
   0	
   2	
   1	
   0	
   25	
  
Technical	
   14	
   0	
   0	
   0	
   0	
   14	
  
Trades	
   59	
   5	
   62	
   0	
   0	
   126	
  
Apprentices	
   21	
   14	
   20	
   0	
   0	
   55	
  
Sales	
  &	
  Marketing	
   36	
   1	
   4	
   1	
   0	
   42	
  
Admin	
  &	
  Clerical	
   19	
   1	
   2	
   0	
   0	
   22	
  
Production	
  Workers	
   11	
   3	
   0	
   0	
   0	
   14	
  
Service	
  Workers	
   21	
   53	
   0	
   28	
   0	
   102	
  
Other	
   12	
   33	
   2	
   6	
   0	
   53	
  
TOTAL	
   224	
   113	
   92	
   36	
   0	
   465	
  
	
  

Table	
  13	
  takes	
  the	
  same	
  numbers	
  and	
  provides	
  the	
  percentage	
  distribution.	
  The	
  largest	
  amount	
  of	
  
projected	
  hiring	
  reported	
  is	
  in	
  the	
  Trades	
  at	
  27%	
  of	
  all	
  hiring	
  (compared	
  to	
  19%	
  over	
  the	
  previous	
  
12	
   months).	
   This	
   is	
   even	
   more	
   significant	
   when	
   one	
   adds	
   in	
   Apprentices	
   which	
   are	
   also	
   trade-­‐
related.	
  When	
  combined,	
  they	
  make	
  up	
  39%	
  of	
  all	
  projected	
  hirings.	
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7%	
  

29%	
  

45%	
  

19%	
   excellent	
  

good	
  

fair	
  

poor	
  

Table	
  13:	
  Number	
  of	
  expected	
  hirings,	
  	
  
by	
  occupational	
  category	
  and	
  type	
  of	
  employment	
  (N=86)	
  

	
  	
   permanent	
  
full-­‐time	
  

permanent	
  
part-­‐time	
  

temporary	
  
full-­‐time	
  

temporary	
  
part-­‐time	
  

independent	
  
contractor	
  

TOTAL	
  
%	
  

Managers/Executives	
   2%	
   1%	
   0%	
   0%	
   0%	
   3%	
  
Professionals	
   5%	
   0%	
   0%	
   0%	
   0%	
   5%	
  
Technical	
   3%	
   0%	
   0%	
   0%	
   0%	
   3%	
  
Trades	
   13%	
   1%	
   13%	
   0%	
   0%	
   27%	
  
Apprentices	
   5%	
   3%	
   4%	
   0%	
   0%	
   12%	
  
Sales	
  &	
  Marketing	
   8%	
   0%	
   1%	
   0%	
   0%	
   9%	
  
Admin	
  &	
  Clerical	
   4%	
   0%	
   0%	
   0%	
   0%	
   4%	
  
Production	
  Workers	
   2%	
   1%	
   0%	
   0%	
   0%	
   3%	
  
Service	
  Workers	
   5%	
   11%	
   0%	
   6%	
   0%	
   22%	
  
Other	
   3%	
   7%	
   0%	
   1%	
   0%	
   11%	
  
TOTAL	
   50%	
   24%	
   18%	
   7%	
   0%	
   100%	
  
	
  
	
  	
  For	
   all	
   occupations,	
   by	
   far	
   the	
  main	
   reason	
   for	
   hiring	
  due	
   to	
   an	
   expansion	
  or	
   restructuring	
   of	
   the	
  
business.	
   However,	
   in	
   the	
   case	
   of	
   Trades	
   and	
   Service	
  Workers,	
   “other”	
   as	
   a	
   reason	
  was	
   also	
   high	
  
relative	
   to	
   other	
   occupations.	
   It	
   is	
   however	
   possible	
   that	
   this	
   may	
   include	
   higher	
   turn-­‐over	
   rates	
  
and/or	
  more	
  seasonality	
  among	
  these	
  jobs.	
  Table	
  14	
  provides	
  the	
  responses	
  from	
  all	
  employers	
  and	
  
their	
  expected	
  reason	
  for	
  the	
  hiring.	
  

	
  
Table	
  14:	
  Reason	
  for	
  expected	
  hiring	
  

	
   Expansion	
  
restructuring	
   Retirements	
   Technological	
  

	
  change	
   Other	
   N/A	
   TOTAL	
  

Managers/Executives	
   6	
   1	
   0	
   4	
   2	
   13	
  
Professionals	
   12	
   1	
   0	
   2	
   2	
   17	
  
Technical	
   10	
   1	
   0	
   0	
   2	
   13	
  
Trades	
   10	
   1	
   0	
   7	
   1	
   19	
  
Apprentices	
   7	
   0	
   0	
   2	
   3	
   12	
  
Sales	
  &	
  Marketing	
   6	
   0	
   1	
   2	
   3	
   12	
  
Admin	
  &Clerical	
   11	
   1	
   0	
   3	
   0	
   15	
  
Production	
  Workers	
   4	
   1	
   0	
   1	
   3	
   9	
  
Service	
  Workers	
   8	
   0	
   0	
   6	
   3	
   17	
  
Other	
  	
   1	
   1	
   0	
   5	
   1	
   8	
  
TOTAL	
   75	
   7	
   1	
   32	
   20	
   135	
  

	
  
	
  
13. Availability	
   of	
   qualified	
   workers:	
   Figure	
   1	
   illustrates	
   the	
  

responses	
  of	
  83	
  employers	
  when	
  asked	
  –	
  how	
  do	
  you	
  rate	
  the	
  
availability	
   of	
   qualified	
   workers	
   in	
   the	
   Districts	
   of	
   Sudbury	
   &	
  
Manitoulin?	
   Employers	
   that	
   responded	
   felt	
   that	
   the	
   pool	
   of	
  
qualified	
  workers	
   in	
   the	
  Districts	
   is	
   fair	
   to	
  good,	
   but	
   that	
   few	
  
candidates	
  are	
  excellent.	
  	
  
	
  

14. Minimum	
  level	
  of	
  education	
  required	
  for	
  new	
  hires	
  in	
  various	
  
occupations:	
   Employers	
   were	
   asked	
   to	
   list	
   the	
   minimum	
  
educational	
   attainment	
   requirements	
   for	
   the	
   broad	
   occupational	
   categories.	
   Table	
   15	
   lists	
   the	
  
percentage	
   distribution	
   of	
   the	
   responses.	
   Light-­‐shaded	
   cells	
   indicate	
   values	
   of	
   over	
   15%,	
   and	
   the	
  

Figure	
  1:	
  availability	
  of	
  qualified	
  workers	
  (N=83)	
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darker	
  shaded	
  cells	
  indicate	
  values	
  of	
  50%	
  or	
  more.	
  For	
  certain	
  occupations,	
  one	
  specific	
  designation	
  
is	
  the	
  clear	
  choice:	
  67%	
  of	
  employers	
  expect	
  a	
  tradesperson	
  to	
  have	
  a	
  trades’	
  certificate;	
  whereas	
  a	
  
high	
  school	
  diploma	
  is	
  sufficient	
  for	
  an	
  apprentice,	
  a	
  production	
  worker	
  or	
  a	
  service	
  worker.	
  By	
  and	
  
large,	
   managers	
   are	
   expected	
   to	
   have	
   a	
   college	
   diploma	
   or	
   higher,	
   and	
   the	
   same	
   goes	
   for	
  
professionals,	
   with	
   41%	
   of	
   employer	
   respondents	
   expecting	
   a	
   professional	
   degree	
   for	
   these	
  
occupational	
  categories.	
  
	
  

Table	
  15:	
  Minimum	
  educational	
  requirements	
  by	
  occupational	
  categories	
  
	
  

	
  
high	
  school	
   some	
  post-­‐

secondary	
  
trades	
  

certificate	
  
college	
  
diploma	
  

under-­‐	
  
graduate	
  
degree	
  

professional	
  or	
  
graduate	
  
degree	
  

Managers/Executives	
   9%	
   17%	
   7%	
   26%	
   22%	
   19%	
  
Professionals	
  	
   0%	
   9%	
   6%	
   21%	
   24%	
   41%	
  
Technical	
  	
   17%	
   11%	
   22%	
   36%	
   11%	
   3%	
  
Trades	
  	
   21%	
   3%	
   67%	
   10%	
   0%	
   0%	
  
Apprentices	
   53%	
   19%	
   16%	
   13%	
   0%	
   0%	
  
Sales	
  and	
  Marketing	
   20%	
   24%	
   2%	
   29%	
   18%	
   7%	
  
Admin/	
  Clerical	
  	
   29%	
   21%	
   7%	
   35%	
   5%	
   3%	
  
Production	
  Workers	
   68%	
   10%	
   7%	
   13%	
   3%	
   0%	
  
Service	
  Workers	
  	
   50%	
   21%	
   6%	
   15%	
   6%	
   3%	
  
Other	
   47%	
   7%	
   7%	
   27%	
   7%	
   7%	
  

	
  
15. Top	
  3	
  necessary	
  competencies	
  most	
  employees	
  need	
  to	
  possess:	
  Table	
  16	
  tabulates	
  the	
  scoring	
  of	
  

all	
  employer	
  respondents	
  who	
  identified	
  the	
  top	
  three	
  competencies	
  that	
  their	
  employees	
  needed	
  
to	
  possess,	
  both	
  for	
  their	
  current	
  as	
  well	
  as	
  future	
  workforce.	
  This	
  question	
  was	
  asked	
  in	
  relation	
  to	
  
all	
  jobs,	
  as	
  well	
  as	
  only	
  hard-­‐to-­‐fill	
  jobs.	
  

	
  
Table	
  16:	
  Necessary	
  competencies,	
  current	
  and	
  future	
  workforces,	
  

	
  all	
  jobs	
  and	
  hard-­‐to-­‐fill	
  jobs	
  
	
  

COMPETENCY	
  

ALL	
  JOBS	
   HARD-­‐TO-­‐FILL	
  

TO
TA

L	
  

Cu
rr
en

t	
  
W
or
kf
or
ce
	
  

Fu
tu
re
	
  

W
or
kf
or
ce
	
  

Cu
rr
en

t	
  
W
or
kf
or
ce
	
  

Fu
tu
re
	
  

W
or
kf
or
ce
	
  

work	
  ethic,	
  dedication,	
  &	
  dependability	
   28	
   28	
   25	
   29	
   110	
  
technical	
  skills	
  	
   24	
   22	
   27	
   26	
   99	
  
customer	
  service	
  skills	
   35	
   23	
   13	
   13	
   84	
  
self-­‐motivation/	
  work	
  with	
  little	
  or	
  no	
  supervision	
   24	
   18	
   22	
   19	
   83	
  
professionalism	
   22	
   20	
   14	
   16	
   72	
  
teamwork/interpersonal	
  skills	
   28	
   22	
   11	
   11	
   72	
  
willingness	
  to	
  learn	
   22	
   20	
   14	
   11	
   67	
  
communication	
  skills	
  (both	
  oral	
  and	
  written)	
   24	
   16	
   10	
   14	
   64	
  
problem	
  solving,	
  reasoning,	
  creativity	
   19	
   18	
   9	
   13	
   59	
  
time	
  management	
  or	
  organizational	
  skills	
   17	
   14	
   11	
   6	
   48	
  
computer	
  literacy	
  skills	
   14	
   7	
   5	
   2	
   28	
  
analytical	
  /	
  research	
  skills	
   7	
   3	
   5	
   6	
   21	
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These	
  competencies	
  are	
  listed	
  in	
  order	
  of	
  total	
  number	
  of	
  times	
  they	
  were	
  named.	
  Work	
  ethic	
  and	
  
technical	
  skills	
  are	
  cited	
  the	
  most,	
   followed	
  by	
  customer	
  service	
  skills	
  and	
  self-­‐motivation.	
  Lowest	
  
on	
  the	
  list	
  are	
  computer	
  literacy	
  skills	
  and	
  analytical/research	
  skills.	
  
	
  

16. Provision	
   of	
   workplace-­‐relevant	
   training	
   to	
   students	
   and	
   future	
   workers:	
   Some	
   employers	
   do	
  
provide	
   opportunities	
   for	
   students	
   or	
   for	
   unemployed	
   individuals	
   to	
   acquire	
   some	
   workplace	
  
experience,	
  either	
  through	
  co-­‐op,	
  internship	
  or	
  apprenticeship	
  placements	
  or	
  through	
  mentorships.	
  
Table	
   17	
   indicates	
   how	
   many	
   employers	
   actually	
   provide	
   such	
   opportunities,	
   according	
   to	
   four	
  
possibilities:	
   unpaid	
   co-­‐op	
   or	
   internship	
   placements,	
   paid	
   co-­‐op	
   or	
   internship	
   placements,	
  
apprenticeships	
  or	
  mentoring.	
  

	
  
Table	
  17:	
  workplace-­‐relevant	
  training	
  

	
  
Paid	
  co-­‐op	
  or	
  
internship	
  

Unpaid	
  co-­‐op	
  or	
  
internship	
   Apprentice	
   Mentoring	
  

High	
  school	
  student	
   11	
   25	
   10	
   8	
  
College	
  student	
   13	
   17	
   11	
   9	
  
University	
  student	
   11	
   8	
   4	
   5	
  
Job	
  seeker	
   3	
   3	
   5	
   7	
  
TOTAL	
   38	
   53	
   30	
   29	
  

	
  
Overall,	
   employers	
   are	
   more	
   likely	
   to	
   provide	
   such	
   assistance	
   to	
   high	
   school	
   students,	
   and	
   these	
  
opportunities	
   drop	
   off	
   as	
   one	
   goes	
   from	
   college	
   students,	
   university	
   students	
   and	
   then	
   to	
   job	
  
seekers.	
  When	
  employers	
  do	
  provide	
  co-­‐op	
  or	
  internship	
  placements,	
  these	
  are	
  far	
  more	
  likely	
  to	
  be	
  
unpaid	
  when	
  it	
  comes	
  to	
  high	
  school	
  students,	
  but	
  equally	
  likely	
  to	
  be	
  paid	
  or	
  unpaid	
  when	
  it	
  comes	
  
to	
  college	
  or	
  university	
  students,	
  or	
  to	
  job	
  seekers.	
  
	
  

SUMMARY 
Implementation	
  of	
  the	
  employerone	
  survey	
  was	
  met	
  with	
  some	
  challenges	
  in	
  this	
  first	
  year	
  and	
  

as	
  noted,	
  various	
   limitations	
   likely	
  contributed	
   to	
   lower	
   response	
   rates.	
  Nevertheless,	
   the	
   information	
  
that	
  employers	
  (who	
  responded	
  and	
  completed	
  the	
  survey)	
  did	
  provide,	
  yielded	
  some	
  valuable	
  nuggets	
  
of	
   insight	
   into	
   current	
   and	
   projected	
   hiring,	
   hiring	
   practices,	
   occupations	
   in	
   demand	
   and	
   employee	
  
competencies	
  expected.	
  	
  
	
  
Employer	
  responses	
  and	
  demographics:	
  Although	
  outreach	
  and	
  promotional	
  efforts	
   attempted	
   to	
  
contact	
  as	
  many	
  employers	
   in	
   the	
  Districts	
  and	
  across	
   the	
  various	
   sectors	
  as	
  possible,	
   the	
  majority	
  of	
  
responses	
   came	
   from	
   employers	
   in	
   the	
   District	
   of	
   Sudbury	
   at	
   91%	
   and	
   from	
   the	
   following	
   industry	
  
sectors:	
  healthcare;	
  construction;	
  retail	
  trade;	
  and	
  mining/manufacturing	
  combined.	
  As	
  a	
  result,	
  it	
  is	
  not	
  
surprising	
  that	
  the	
  majority	
  of	
  current	
  hires	
  and	
  projected	
  hires	
  are	
  occupations	
  within	
  these	
  industries.	
  
Employers	
  that	
  responded	
  represent	
  3,160	
  employees	
  and	
  77%	
  said	
  that	
  their	
  business	
  was	
  established	
  
(as	
  opposed	
  to	
  start-­‐up	
  or	
  growth).	
  

While	
  it	
  was	
  difficult	
  to	
  recruit	
  employers	
  to	
  respond	
  to	
  a	
  lengthy	
  survey,	
  it	
  is	
  hoped	
  that	
  once	
  
they	
   see	
   the	
  value	
  of	
   their	
   input,	
   that	
   current	
   respondents	
  will	
   continue	
   to	
  provide	
   their	
   thoughts	
  on	
  
future	
   surveys	
   and	
   that	
   this	
  may	
  encourage	
  other	
   employers	
   to	
  do	
   the	
   same.	
   Since	
   this	
  was	
   the	
   first	
  
large	
  employer	
   survey	
   the	
  WPSM	
  has	
   conducted	
   that	
   is	
  not	
   sector	
   specific,	
  building	
  up	
  a	
  database	
  of	
  
employer	
   contacts	
   and	
   focussing	
  outreach	
  efforts	
  will	
   hopefully	
   yield	
   increased	
  numbers	
  of	
   employer	
  
responses	
  for	
  future	
  surveys.	
  	
  	
  
	
  
Current	
  and	
  projected	
  hiring:	
  Sixty	
  (60)	
  employers	
  reported	
  that	
  they	
  hired	
  497	
  people	
  over	
  the	
  last	
  
year,	
  with	
  85%	
  of	
  those	
  jobs	
  listed	
  as	
  permanent	
  fulltime	
  (55%)	
  or	
  permanent	
  part	
  time	
  (30%)	
  positions.	
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The	
   top	
   ten	
   occupations	
   when	
   combined	
   accounted	
   for	
   259	
   hirings	
   and	
   fell	
   into	
   the	
   following	
  
categories:	
   61%	
   (152	
   jobs)	
   in	
   Health	
   and	
   Social	
   Service	
   occupations;	
   28.5%	
   (74	
   jobs)	
   in	
   the	
   Trades	
  
(including	
   Apprentices)	
   and	
   10.5%	
   are	
   split	
   amongst	
   service	
   (20	
   Retail	
   Trade)	
   and	
   finance	
   (12	
   staff	
  
Accountants)	
  occupations.	
  	
  

Although	
  the	
  same	
  level	
  of	
  occupation	
  detail	
   is	
  not	
  available	
  for	
  projected	
  hires,	
  86	
  employers	
  
who	
  responded	
  said	
  that	
  they	
  plan	
  to	
  hire	
  465	
  employees	
  over	
  the	
  next	
  year	
  with	
  the	
  majority	
   falling	
  
into	
   the	
   following	
   job	
  categories:	
  Trades/Apprentices	
  at	
  39%	
  followed	
  by	
  Service	
  Workers	
  at	
  22%	
  and	
  
Sales	
  and	
  Marketing	
  at	
  9%.	
  Expansion	
  or	
  restructuring	
  was	
  the	
  top	
  reason	
  for	
  hiring	
  (N=75)	
  and	
  contrary	
  
to	
  popular	
  belief	
  that	
  technology	
  is	
  impacting	
  on	
  jobs,	
  technological	
  change	
  was	
  the	
  least	
  cited	
  reason	
  
(N=1)	
  by	
  employers	
  surveyed.	
  	
  

Again,	
   these	
   outcomes	
   need	
   to	
   be	
   taken	
  with	
   caution	
   as	
   they	
   are	
   based	
   on	
   the	
   sectors	
   that	
  
employer	
   respondents	
   represent.	
   Nevertheless,	
   it	
   is	
   important	
   to	
   note	
   that	
   the	
   majority	
   of	
   jobs	
   are	
  
permanent	
  full	
  time	
  or	
  part	
  time	
  as	
  opposed	
  to	
  temporary.	
  	
  
	
  
Separations:	
  Of	
  the	
  444	
  employee	
  separations	
  (quit,	
  retired,	
  lay-­‐off,	
  dismissal	
  or	
  other)	
  reported	
  by	
  60	
  
employers,	
  the	
  majority	
  of	
  separations	
  were	
  the	
  result	
  of	
  employees	
  quitting	
  their	
  job	
  (60%)	
  followed	
  by	
  
permanent	
   and	
   temporary	
   lay-­‐offs	
   (30%).	
   Only	
   6%	
   were	
   dismissals	
   and	
   3%	
   retried.	
   Trades	
   and	
  
Apprentices	
   combined	
   represented	
   the	
   highest	
   percentage	
   of	
   employees	
   that	
   quit	
   their	
   jobs	
   at	
   43%	
  
(N=193).	
   	
  As	
  noted,	
  the	
  survey	
  does	
  not	
  unfortunately	
  provide	
  any	
   information	
  as	
  to	
  why	
  they	
  quit	
  or	
  
left	
   their	
   current	
   employer.	
   In	
   the	
   Sudbury	
   area,	
   there	
   have	
   been	
   numerous	
   discussions	
   about	
  
employers	
  “poaching”	
   from	
  each	
  other,	
  especially	
   in	
   the	
  Trades;	
  however	
  the	
  employerone	
   survey	
  did	
  
not	
  specifically	
  ask	
  why	
  employees	
  left,	
  where	
  they	
  went	
  and/or	
  if	
  they	
  remained	
  in	
  the	
  Trades.	
  Others	
  
have	
  speculated	
  that	
  it	
  may	
  also	
  be	
  the	
  result	
  of	
  increased	
  demands	
  by	
  the	
  Ontario	
  College	
  of	
  Trades.	
  
	
  
Recruitment:	
  Employers	
  were	
  asked	
  a	
  number	
  of	
  questions	
  related	
  to	
  recruitment	
  including:	
  how	
  they	
  
recruit;	
   challenges	
   with	
   recruiting;	
   and	
   top	
   three	
   competencies	
   they	
   are	
   looking	
   for.	
   Word	
   of	
  
mouth/personal	
   contacts/referrals	
   and	
   informal	
   networks	
   are	
   the	
   more	
   frequently	
   used	
   recruitment	
  
methods	
  followed	
  by	
  online	
  job	
  boards/postings	
  and	
  a	
  company’s	
  own	
  internet	
  site.	
  About	
  one	
  half	
  of	
  
the	
  employers	
  surveyed	
  said	
  that	
  they	
  had	
  difficulty	
  filling	
  their	
  high	
  frequency	
  jobs.	
  From	
  the	
  applicants	
  
that	
  they	
  received,	
  these	
  employers	
  stated	
  that	
  there	
  were	
  not	
  enough	
  to	
  choose	
  from	
  and/or	
  they	
  did	
  
not	
  meet	
  educational	
  qualifications,	
  experience	
  or	
  skills	
  requirements.	
  This	
   is	
  consistent	
  with	
  what	
  we	
  
are	
   hearing	
   from	
   other	
   consultations.	
   Employers	
   are	
   looking	
   for	
   potential	
   employees	
   who	
   are	
   both	
  
educated	
  and	
  have	
  experience	
  in	
  the	
  field.	
  	
  

Just	
  over	
  70%	
  of	
  the	
  66	
  employers	
  who	
  answered	
  this	
  question	
  targeted	
  the	
  Sudbury	
  Manitoulin	
  
area	
  for	
  their	
   job	
  recruitment	
  activities	
  and	
   less	
  than	
  1%	
  looked	
  internationally.	
  As	
  well	
  12%	
  indicated	
  
that	
  they	
  used	
  a	
  paid	
  recruitment	
  agency.	
  	
  
	
  
Top	
  3	
  competencies:	
  Employer	
  respondents	
  identified	
  work	
  ethic,	
  dedication	
  and	
  dependability	
  as	
  the	
  
top	
   competency	
   for	
   all	
   current	
   and	
   future	
   employees.	
   This	
  was	
   followed	
  by	
   technical	
   skills,	
   customer	
  
service	
  skills	
  and	
  self-­‐motivation.	
  Lowest	
  on	
  the	
  list	
  were	
  computer	
  literacy	
  skills	
  and	
  analytical/research	
  
skills.	
  This	
  was	
  the	
  case	
  for	
  all	
  jobs	
  including	
  hard-­‐to-­‐fill	
  jobs.	
  These	
  three	
  top	
  competencies	
  all	
  fall	
  into	
  
what	
   is	
   known	
  as	
  basic	
   and	
  essential	
   skills,	
   and	
  are	
  often	
   cited	
  by	
  employers	
  as	
  one	
  of	
   their	
   greatest	
  
concerns	
  with	
  those	
  applying	
  for	
  jobs	
  in	
  their	
  organization.	
  	
  
	
  
Workplace	
   training:	
   Only	
   49	
   employers	
   provide	
   some	
   sort	
   of	
   workplace	
   experience	
   opportunity.	
  
Overall	
  employers	
   tend	
  to	
  provide	
  more	
  assistance	
   to	
  high	
  school	
   students	
  and	
   these	
  drop	
  off	
  as	
  one	
  
goes	
  from	
  college	
  students,	
  to	
  university	
  students	
  and	
  then	
  job	
  seekers.	
  	
  This	
  is	
  a	
  significant	
  concern	
  as	
  
employers	
  on	
  the	
  other	
  hand	
  report	
  that	
  they	
  want	
  to	
  recruit	
  employees	
  with	
  experience.	
  It	
  stands	
  to	
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reason	
   that	
   if	
   an	
   employer	
   does	
   not	
   provide	
   experiential	
   learning	
   opportunities,	
  where	
   are	
   students,	
  
graduates	
  and	
  job	
  seekers	
  supposed	
  to	
  obtain	
  that	
  experience?	
  And	
  whose	
  job	
  is	
  it	
  to	
  provide	
  training?	
  
	
  

FINAL COMMENTS  
Although	
  the	
  number	
  of	
  employers	
  who	
  responded	
  to	
  this	
  survey	
  was	
  lower	
  than	
  expected,	
  the	
  

employerone	
   survey	
   for	
   2014	
   yielded	
   some	
   interesting	
   insights	
   into	
   the	
   needs	
   of	
   local	
   employers	
   in	
  
several	
  specific	
  sectors.	
  Future	
  surveys	
  of	
  this	
  nature	
  will	
  require	
  the	
  implementation	
  of	
  an	
  even	
  greater	
  
outreach	
   strategy	
   and	
   it	
   may	
   be	
   important	
   to	
   form	
   partnerships	
   with	
   specific	
   sector	
   or	
   business	
  
organizations	
   to	
   increase	
   response	
   rates.	
   As	
   well,	
   while	
   the	
   ideal	
   is	
   to	
   utilize	
   the	
   exact	
   same	
   survey	
  
instrument,	
  it	
  may	
  be	
  necessary	
  to	
  review	
  the	
  current	
  instrument	
  to	
  make	
  it	
  more	
  end-­‐user	
  friendly.	
  	
  
	
   While	
  broader	
  labour	
  market	
  data	
  is	
  key	
  to	
  understanding	
  what	
  is	
  happening	
  in	
  industry	
  (trends,	
  
changes	
   and	
   growth/decline)	
   and	
   what	
   occupations	
   people	
   are	
   employed	
   in,	
   direct	
   employer	
  
information	
  and	
  feedback	
  provides	
  yet	
  another	
  critical	
  piece	
  to	
  a	
  very	
  complex	
  picture.	
  Only	
  by	
  hearing	
  
from	
  employers	
  who	
  are	
  willing	
  to	
  share	
  information	
  on	
  questions	
  related	
  to	
  their	
  workforce	
  and	
  their	
  
workforce	
  needs	
  will	
  we	
  begin	
  to	
  gain	
  a	
  true	
  understanding	
  of	
  what	
  employers	
  are	
  looking	
  for	
   in	
  their	
  
current	
  and	
  future	
  workforce.	
  This	
  will	
   in	
  turn	
  help	
  planners,	
  economic	
  development	
   leads,	
  educators,	
  
employment	
   service	
   providers,	
   decision-­‐makers,	
   students	
   and	
   job	
   seekers	
   to	
   understand	
  where	
   their	
  
efforts	
  should	
  be	
  place	
  and	
  who,	
  at	
  the	
  end	
  of	
  the	
  day	
  is	
  hiring,	
  what	
  they	
  are	
  looking	
  for	
  and	
  why.	
  	
  
	
   	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  
	
  


