Note that both Niagara and Ontario saw a decrease in the percentage of their populations earning less than $30,000
and between $30,000 and $60,999, and an increase in the percentage of their populations earning greater than $70,000.
Also note that population percentages across all income categories in Niagara were very similar to Ontario, with the
exception of the income category $100,000 and over, where Ontario has a 9% advantage in both 2000 and 2005.

Charts 19-21 illustrate family income trends over the two census periods within Niagara and in comparison to the
province. Note in Chart 19 below, the significant decrease in Niagara’s population earning less than $30,000, which
dropped from 19% in 2000 to 13% in 2005.

Chart 19 - % Family Income, Niagara Region 2000 and 2005

Source: Statistics Canada, 2001 and 2006 Censuses

Chart 20 shows the change in family incomes in Ontario over the two census periods. Note that Ontario also experienced
a significant drop over the two census periods in the percentage of its population earning less than $30,000, with a
drop from 18% in 2000 to 13% in 2005. Thus, the incidence of low income among Niagara’s population declined, to
8.4% (income after taxes) in 2005. Please note that while this is a promising indicator, it still represents more than
35,000 people, including a significant number of children. The Ontario-wide incidence stood at 11.1%.?8

Chart 20 - % Family Income, Ontario 2000 and 2005

Source: Statistics Canada, 2001 and 2006 Censuses

Family Income Distribution in Niagara is Very Consistent With Ontario Across All But the Highest Income Category
Chart 21 demonstrates the similarity of family income distribution between Niagara and Ontario, in 2005, across all
but the highest (100,000 and over) income category. Itis reasonable to deduce that this exception accounts largely

for the gap in average and median incomes in Niagara relative to Ontario.
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Chart 21 - % Family Income, Niagara and Ontario, 2005
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FAMILY INCOME BY FAMILY TYPE

Regional Census Families Saw a 20% Increase in Average Incomes

Chart 22 - Average Incomes by Family Type, Niagara 2000 and 2005
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Chart 23 - Average Incomes by Family Type, Ontario 2000 and 2005
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) Chart 24 - % Change in Average Income by Family Type, Niagara and Ontario, 2000 to 2005
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INCOME BY INCOME SOURCES

Niagara Has Experienced Significant Increases in the Number of People Reporting Income Through
Government Transfers and Self Employment

In this section two data sources are used to try to understand how Niagara’s income patterns have changed and
how they compare with Ontario. Table 12 and Charts 25 and 26, which are based upon the Survey of Labour and
Income Dynamics, show the number of people (estimated, based upon the sample) who receive each type of income
source. Whereas Tables 13 and 14 and Charts 27 and 28 provide a different vantage point, by showing the economic
dependency ratio (EDR) of each type of income source. The EDR is the ratio of transfer payment dollars for every $100
of employment income. The statistics are derived from annual tax files provided by the Canada Revenue Agency.

Table 12 shows regional income by various income sources. Charts 25 and 26 illustrate the percentage changein the

number of people receiving income by the various income source groupings, in Niagara and Ontario respectively.
Please note the Niagara data pertains to the Niagara CMA.

Table 12 — Income Sources, Niagara CMA, 2006-2001

Income Source 2001 2002 2003 2004 2005 2006
Total with income, in 000s 167,000 171,000 174,000 182,000 194,000 177,000
Market income 161,000 168,000 168,000 175,000 185,000 168,000
Wages, salaries and commissions 119,000 126,000 132,000 135,000 144,000 130,000
Self-employment income 24,000 30,000 25,000 29,000 34,000 30,000
Investment income 83,000 88,000 81,000 81,000 90,000 78,000
Retirement income 51,000 52,000 53,000 55,000 52,000 51,000
Otherincome 46,000 47,000 44,000 47,000 59,000 56,000
Government transfers 137,000 142,000 144,000 150,000 167,000 153,000
Income Source 2001 2002 2003 2004 2005 2006
0ld Age Security, Guaranteed Income Supplement, Spouse’s Allowance 46,000 44,000 46,000 45,000 49,000 46,000
(Canada Pension Plan 57,000 56,000 64,000 59,000 61,000 62,000
Child tax benefits 42,000 44,000 42,000 50,000 48,000 50,000
Employment Insurance 24,000 33,000 34,000 30,000 26,000 29,000
Workers' compensation benefits 10,000 16,000 13,000 11,000 13,000 F
Goods and Services Tax (GST) and Harmonized Sales Tax (HST) credits 76,000 79,000 81,000 88,000 113,000 102,000
Provincial and territorial tax credits 61,000 64,000 64,000 71,000 78,000 72,000
Social assistance 14,000 F 12,000 14,000 14,000 19,000

Source: Calculations by Niagara College using data from Statistics Canada, Income Trends in Canada 1976-2006, Survey of Labour and Income Dynamics; F=
Data Unreliable

With a 25% Increase in the Number of People Reporting Self-Employment Income, Niagara is Becoming a
Region of Entrepreneurs

According to the data, the biggest change in income sources in Niagara is in the social assistance, GST and HST tax
credits, and workers’ compensation benefits’ categories. Also of significance is the 25% increase in the number of
people reporting self-employment income. And by comparing the data presented in Charts 25 and 26, you can also
see the difference in the change in income sources between Niagara and Ontario, from 2001 to 2006. The greatest
variance in the change in income sources appears to be related to government transfers, with Niagara showing a much
higher increase relative to Ontario, in the number of people receiving income from sources such as child tax benefits,
employment insurance, workers’ compensation benefits, GST, HST and Provincial tax credits, and social assistance.
Also note Niagara'’s significantly higher growth in reported self-employment income relative to that of Ontario.
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Chart 25 - % Change in Income Source, All Families, Niagara CMA, 2006-2001
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Chart 26 - % Change inIncome Source, All Families, Ontario, 2006-2001
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REGIONAL ECONOMIC DEPENDENCY PROFILE
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Niagara Has a Greater Dependency Ratio Across Every Government Income Source and its Overall

Dependency Ratio Has Increased Relative to Ontario

The tables and charts on the following pages provide another perspective on the income sources of Niagara's residents.
They show the ratio of government transfer dollars to the total employment income reported by Niagara tax filers.
The economic dependency ratio (EDR) is the sum of transfer payment dollars received as benefits in a given area,
compared to every $100 of employment income for that same area. For example, where a table shows an Employ-
ment Insurance EDR of 4.69 it means that $4.69 in employment insurance benefits were received for every $100 of
employment income for the area. Therefore, a higher ratio indicates a greater dependency upon that particular source
of income. Table 13 and Chart 27 illustrate the EDR for various income sources for the Niagara Census Metropolitan
Area, for the years 2000 through 2006.
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Table 13 — Income Sources - Economic Dependency Profile, Niagara CMA, 2000-2006

Income Source 2000 2001 2002 2003 2004 2005 2006
Total Government Transfers 19.76 19.94 20.23 20.17 20.54 20.64 21.05
Employment Insurance 1.46 1.74 1.87 1.84 1.92 1.87 1.79
0ld Age Security and Net Federal Supplements 5.81 5.88 5.85 5.91 59 5.92 6.01
(anada Pension Plan 6.84 6.83 7.03 7.06 7.22 7.33 7.43
(anada Child Tax Benefit 1.26 1.34 1.38 1.4 1.46 1.49 1.67
GST/HST Credit 0.52 0.51 0.53 0.52 0.52 0.53 0.6
Workers’ Compensation 1.2 1.19 1.2 1.15 1.18 1.16 1.14
Social Assistance 2.11 1.91 1.85 1.81 1.82 1.85 1.86
Provincial Refundable Tax Credits & Family Benefits 0.56 0.54 0.52 0.5 0.52 0.5 0.57
Private Pensions 12.53 12.87 132 13.44 13.8 14.12 14.44

Source: Calculations by Niagara College using data from Statistics Canada, CANSIM, Table 111-0025 - Economic dependency profile?

And Table 14 and Chart 27 illustrate the EDR for various income sources for Ontario, for the years

2000 through 2006.

Table 14 — Income Sources - Economic Dependency Profile, Ontario, 2000-2006

Income Source 2000 2001 2002 2003 2004 2005 2006
Total Government Transfers 133 13.27 13.85 13.79 13.75 13.66 13.91
Employment Insurance 1.07 1.28 1.55 1.5 1.46 1.38 1.34
0ld Age Security and Net Federal Supplements 3.71 3.72 3.79 3.85 3.82 3.81 3.86
(Canada Pension Plan 43 424 4.42 443 4.45 4.46 4.48
(anada Child Tax Benefit 1.08 1.14 1.2 1.2 1.23 1.27 1.41
GST/HST Credit 0.42 0.41 0.42 0.42 0.41 0.41 0.47
Workers’ Compensation 0.76 0.76 0.76 0.74 0.73 0.72 0.7

Social Assistance 1.54 133 131 1.26 1.25 1.25 1.23
Provincial Refundable Tax Credits & Family Benefits 0.43 0.4 0.41 0.38 0.39 0.36 0.42
Private Pensions 7.91 8.08 8.5 8.58 8.74 8.85 9

Source: Calculations by Niagara College using data from Statistics Canada, CANSIM, Table 111-0025 - Economic dependency profile®

Chart 27 - % Change in Government Transfers, Niagara CMA and Ontario, 2000-2006
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A comparison of the two tables (Niagara and Ontario) clearly shows that Niagara has a greater dependency ratio
across every government income source and that its overall dependency ratio (Total Government Transfers) has
increased relative to Ontario through the 2000 to 2006 period.

Chart 27 illustrates the comparative change across the various types of government income sources, and Chart 28
illustrates how Niagara’s overall ratio of economic dependence has changed throughout the 2000 to 2006 period.

Chart 28 - Provincial Index of the Economic Dependency Ratio, Niagara CMA, 2001-2006
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O Niagara Business Patterns”

This section presents detailed information about the number, size and types of businesses found in Niagara. It
shows the continued transformation of Niagara's business community, and highlights the growth, decline and
changing composition of selected sectors. An understanding of the number, types and characteristics of local

businesses is critical to labour market planning.

BUSINESS COUNTS BY SECTOR

The Number of Businesses in Niagara Now Exceeds 25,000 Firms

Table 15, below, provides a detailed breakdown of the number of businesses within Niagara by industry sector, and
the change in business counts by sector from 2001 through 2007. In 2007 there were more than 25,000 businesses in
Niagara, which represented a 17% increase since 2001. The three sectors with the most businesses include construc-
tion, retail trade, and professional, scientific and technical services.

Table 15 - Business Counts by Sector, Niagara Region, June 2001-2007

Sector 2001 2007 2007-2001 2007-2001 %
11 - Agriculture, Forestry, Fishing and Hunting 1,275 1,377 102 8.00%
21 - Mining and Oil and Gas Extraction 28 29 1 3.57%
22 - Utilities 24 33 9 37.50%
23 - Construction 2,855 3,474 619 21.68%
31-33 - Manufacturing 1,192 1,162 -30 -2.52%
41 -Wholesale Trade 1,127 1,226 99 8.78%
44-45 - Retail Trade 2,714 2,912 198 7.30%
48-49 - Transportation and Warehousing 963 1,220 257 26.69%
51 - Information and Cultural Industries 177 245 68 38.42%
52 - Finance and Insurance 926 1,080 154 16.63%
53 - Real Estate and Rental and Leasing 1,652 2,363 n 43.04%
54 - Professional, Scientific and Technical Services 1,970 2,761 791 40.15%
55 - Management of Companies and Enterprises 640 689 49 7.66%
56 - Administrative and Support, Waste Management and Remediation Services 1,001 1,221 220 21.98%
61 - Educational Services 190 273 83 43.68%
62 - Health Care and Social Assistance 1,041 1,262 221 21.23%
71 - Arts, Entertainment and Recreation 442 611 169 38.24%
72 - Accommodation and Food Services 1,680 1,639 -41 -2.50%
81 - Other Services (except Public Administration) 2,021 2,177 156 1.72%
91 - Public Administration 17 17 0 0.00%
Total 21,935 25,762 3,827 17.45%

Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007

All but two of Niagara’s sectors saw an increase in the number of businesses from 2001 though 2007. The two
exceptions were in the accommodation and food services sector, which experienced a reduction of 41 businesses,
and in the manufacturing sector, with a decrease of 30 businesses. Chart 29 illustrates the change in total business
counts by year, from 2001 to 2007. And Chart 30 illustrates the change in business counts by sector, which is based
upon the North American Industry Classification System (NAICS) codes.
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Chart 29 - Business Counts, Niagara Region, 2001-2007
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Chart 30 - % Change in Business Counts by Sector, Niagara Region, 2001-2007
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BUSINESS COUNT PROFILE BY NUMBER OF EMPLOYEES
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47% of Niagara Businesses Have Employees

In 2007, 12,004 of Niagara’s 25,771 businesses had employees, which represented 47% of the total number of
businesses. Table 16 details the change in business counts by year and by number of employees. The firms in the
indeterminate category include businesses that do not have employees and businesses that may have contract
workers but do not maintain an employee payroll.3* The table clearly shows that the majority of Niagara’s increase
(in business counts) can be attributed to the indeterminate grouping. With 3,469 of the total increase, indeterminate
businesses account for 90% of the growth in Niagara area firms. In comparison, the increase of 367 employer firms
represents less than 10% of Niagara’s growth in business counts. Chart 31 illustrates this change in business count

composition by number of employees.

Table 16 - Change in Business Counts by # of Employees, Niagara Region, June 2001-2007

Total Indeterminate  Employer ~ 1-4 5-9 50-99  100-199 200-499 500+
2001 21,935 10,298 11,637 6,463 | 1986 | 1,485 | 1,023 | 376 194 79 31
2002 22,497 10,857 11,640 6,368 | 2,090 | 1,431 | 1,077 | 373 183 87 31
2003 23,387 11,670 1,717 6,380 | 2,073 | 1,488 | 1,089 | 390 179 86 32
2004 24,863 13,086 1,777 6,515 | 2,071 | 1,449 | 1,068 | 379 175 90 30
2005 24,396 12,709 11,687 6,219 | 2,09 | 1,561 | 1,118 | 388 187 90 28
2006 24,944 13,111 11,833 6,370 | 2,110 | 1,523 | 1,105 | 420 183 91 31
2007 25,771 13,767 12,004 | 6,660 | 2,09 | 1472 | 1,049 | 412 189 95 31
2007-2001 3,836 3,469 367 197 110 -13 26 36 -5 16 0

% Change

2007-2001 -0.88 2.54 9.57

-2.58 20.25 0.00

Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007
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73% of Businesses With Employees Have Fewer Than 10 Employees

Charts 32 through 34 illustrate some of the key trends in the composition of Niagara employer businesses and how
Niagara compares with Ontario. Chart 32 shows the 2007 composition of businesses with employees. Note that
55% of the employer businesses employ fewer than 5 people and 73% employ fewer than 10 people, which clearly
reinforces the critical importance of small businesses.

Chart 32 - % of Businesses by # of Employees, Niagara Region, June 2007
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Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007

Chart 33 - % Change in Business Counts by # of Employees, Niagara Region & Ontario, 2001-2007
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Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007

Chart 33 illustrates and compares Niagara’s changing business composition with that of Ontario. Note both juris-
dictions experienced an almost identical increase in their number of indeterminate businesses, at 34% and 35%
respectively.
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However note, that across all but two of the employee categories, Ontario experienced greater gains. Ontario’s growth
in firms across all employee categories, and in the 1-4, 10-19, 20-49, 100-199, 200-499, and 500+ outperformed Niagara’s
growth. Only in the 10-19 and 50-99 employee categories did Niagara’s growth percentage exceed that of Ontario.
The most notable comparison though relates to the large employer (500+) category, where Niagara remained flat
over the 2001 to 2007 period, but Ontario achieved a 19.6% increase.

Chart 34 furtherillustrates the changing composition of Niagara firms. It compares the percentage change in Niagara
businesses with employees to the percentage change in Niagara firms that fall within the indeterminate category,
from 2001 to 2007.

Note, that while the number of employer businesses increased by 367 firms, the percentage of Niagara employer
businesses actually decreased from 53% in 2001 to 47% in 2007. Conversely, the percentage of indeterminate firms
increased from 47% in 2001 to 53% in 2007.

Chart 34 - % Change in Business Categeries by Employees, Niagara Region, 2001-2007
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HIGHLIGHTS BY SELECTED BUSINESS SECTORS

The Construction; Retail Trade; and Professional, Scientific and Technical Service Sectors Accounted for
Greater Than 35% of All Area Businesses in 2007

As a percentage share of regional business, across all categories, the three top sectors in 2007 were in the construction
(NAICS # 23), 13.48%); retail trade (NAICS # 44-45), 11.3%; and the professional, scientific and technical services sector
(NAICS # 54), 10.72%. Collectively, these three sectors account for 35.5% of all Niagara firms.

The Professional, Scientific and Technical Service; Real Estate and Rental and Leasing; and Construction
Sectors, Experienced the Greatest Growth in Number of Firms Between 2001 and 2007

The three sectors with the largest increase in their number of firms, from 2001 to 2007 included the professional,
scientific and technical services sector (NAICS # 54), with an increase of 791firms; real estate and rental and leasing
(NAICS # 53), with an increase of 711 firms; and construction (NAICS # 23), with an increase of 619 firms.

Charts 35 through 40 provide a more detailed breakdown of the composition of the business firms within each
of Niagara’s top growth sectors. They include a look at the composition of employee categories and a look at the
specific types of businesses, or sub-sectors, within each sector. The growth of a fourth, smaller but emerging sector,
the information and cultural industries sector, is also explored in the charts following.

Chart 35 presents the change in the professional, scientific and technical services sector by the number of employees.

Note that 667 of 791, which is 84%, of the additional firms fall within the indeterminate category, and that 77 of the 124
firms with employees (62%) employ fewer than 5 people and a further 25 (20%) employ fewer than 10 employees.
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Chart 35 - Changes in Professional, Scientific and Technical Service Firms by # of Employees,
Niagara Region, 2001-2007
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Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007

Chart 36 reveals the changing composition of the types of businesses found within Niagara’s professional, scientific
and technical services sector. Note that 250 of the 791 additional firms (32%) fall within the management, scientific
and technical consulting services grouping; this is almost double the number of additional firms found in any other
sector grouping.

Chart 36 - Changes in Business Counts within Professional, Scientific and Technical Service Firms,
Niagara Region, 2001-2007
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Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007

The sub-sectors with the next largest increase in firms were in the other category, at 134 additional firms, and
the computer systems design and related services category, at 127 additional firms.

Chart 37 presents the change in the real estate and rental and leasing sector by the number of employees. Note that
666 of 711, which is 93%, of the additional firms fall within the indeterminate category, and that 25 of the 45 firms
with employees (55%) employ fewer than 5 people and a further 12 (27%) employ between 20-49 employees.
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Chart 37 - Changes in Real Estate, Rental and Leasing Firms by # of Employees, Niagara Region, 2001-2007
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Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007

Chart 38 reveals the composition of the types of businesses found within Niagara'’s real estate and rental and leasing
sector. Note that 88% of the additional 771 firms fall within two sub-sectors, namely the lessors of real estate grouping
(361 or 51%) and the offices of real estate agents and brokers grouping (268 or 38%).

Chart 38 - Changes in Business Counts within Real Estate, Rental and Leasing Service Firms,
Niagara Region, 2001-2007
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Chart 39 - Changes in Construction Firms by # of Employees, Niagara Region, 2001-2007
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Chart 39 presents the change in the construction sector by the number of employees. Note that the comparatively
higher number (130 of 619 or 21%) of the additional firms within the employer category, relative to the two other
sectors presented above. Note however, that the vast majority of employers continue to employ fewer than 5
employees (109 of 130 or 84%).%

Chart 40 reveals the composition of the types of businesses found within Niagara’s information and cultural industry
firms. Although the growth in the number of firms within this sector is relatively small, with 68 additional firms over
the 2001 to 2007 period, there is a nucleus of solid performers (i.e. Silicon Knights) and the potential to grow this
emerging sector.

Chart 40 - Changes in Business Counts within Information and Cultural Industry Firms, Niagara Region, 2001-2007
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Accommodation and Food Services, and Manufacturing Were the Only Two Sectors That Experienced a Small
Decline in the Number of Firms During the 2001 to 2007 Period

During the 2001 to 2007 period, two sectors experienced a small decline in their total number of firms, namely the
accommodations and food services (NAICS # 72) and manufacturing (NAICS #s 31-33) sectors. Accommodations
and food services saw a net loss of 41 firms, declining from 1,680 in 2001 to 1,639 in 2007, which represents a net
decline of 2.50%. Manufacturing saw a net loss of 30 firms, declining from 1,190 in 2001 to 1,160 in 2007, which
represents a net decline of 2.52%.

Chart 41 - Changes in Accommodation & Food Service by # of Employees, Niagara Region, 2001-2007
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Source: Calculations by Niagara College using data from Statistics Canada, Canadian Business Patterns, June 2007
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Charts 41 and 42 show the changing composition of each sector by the number of businesses found within each
employee grouping. Note that in both sectors, most of the gains were in the indeterminate category and most of
the losses were in the employer category.

In the accommodations and food services sector, the only employer category that saw a net gain in the number of
firms was in the 50-99 grouping. Whereas in the manufacturing sector the only employer category that saw a net gain
in the number of firms was in the 5-9 grouping. Also of note, over 60% (-51 firms) of net losses in the manufacturing
sector were within the 1-4 grouping, and over 70% (-61 firms) of net losses in the accommodations and food services
sector were within the 10-19 grouping.

Chart 42 - Changes in Manufacturing Firms by # of Employees, Niagara Region, 2001-2007
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Chart 43 - Growth in Selected Manufacturing Firms, Niagara Region, 2001-2007
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Niagara's Beverage Manufacturing Saw an Increase in its Firm Counts

Four sub-sectors within Niagara’s manufacturing sector experienced an increase in business counts over the 2001
to 2007 period. Beverage manufacturing firms led the way with a net increase of 32 firms, followed by household
& institutional furniture (+14 firms), machine shop manufacturing (+11 firms) and metalworking machinery manu-
facturing (+8 firms).
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7 Labour Force Demand Trends

This section of the report takes a more comprehensive look at the changing composition of Niagara's labour
force by economic sectors and occupational clusters. Data has primarily been drawn from the two most recent
(2001 and 2006) censuses, and Statistics Canada’s Labour Force Survey. A review of employment earnings by
specific occupations will also be touched upon. As well, broad based employment demand projections will
be presented in this section based upon recent and historical economic and labour force trends, anticipated
future economic activity and employer demand projections.

LABOUR FORCE TRENDS BY SECTOR

The Composition of Niagara's Labour Force Continues to Evolve

In the mid 80s Niagara’s manufacturing sector accounted for approximately 29% of Niagara’s labour force, in 1991
it accounted for approximately 23% of Niagara’s labour force and by 2001 it had declined to approximately 17% of
Niagara'’s labour force. The decline in its share of the region’s total employment has continued since 2001, dipping
to approximately 13% in 2007. Conversely, Niagara’s present-day services sector now employs approximately 75%
of Niagara’s workforce and accounts for more than 60% of the region’s gross domestic product (GDP).

Census and labour force survey data are presented in Tables 17 and 18 and Charts 44 and 45. Table 17 and Charts 44
and 45, show Niagara'’s labour force composition by sector, and the change within each sector from 2001 to 2006.

Table 17 — Labour Force® by Industry Sector®’, Niagara Region, 2001 and 2006

Sector 2001 2006 2006-2001 2006-2001 %
11 - Agriculture, Forestry, Fishing and Hunting 6,860 6,715 -145 -2.11%
21 - Mining and Oil and Gas Extraction 500 355 -145 -29.00%
22 - Utilities 1,585 1,475 -110 -6.94%
23 - Construction 12,000 14,080 2,080 17.33%
31-33 - Manufacturing 36,545 30,500 -6,045 -16.54%
41 -Wholesale Trade 8,105 8,605 500 6.17%
44-45 - Retail Trade 25,265 25,510 245 0.97%
48-49 - Transportation and Warehousing 9,430 10,445 1,015 10.76%
51 - Information and Cultural Industries 3,185 3,500 315 9.89%
52 - Finance and Insurance 6,445 6,970 525 8.15%
53 - Real Estate and Rental and Leasing 2,690 3,215 525 19.52%
54 - Professional, Scientific and Technical Services 7,940 9,255 1,315 16.56%
55 - Management of Companies and Enterprises 195 205 10 5.13%
56 - Administrative and Support, Waste Management and Remediation Services 8,580 11,970 3,390 39.51%
61 - Educational Services 12,790 13,735 945 7.39%
62 - Health Care and Social Assistance 18,645 21,565 2,920 15.66%
71 - Arts, Entertainment and Recreation 8,200 10,605 2,405 29.33%
72 - Accommodation and Food Services 20,020 24,330 4310 21.53%
81 - Other Services (except Public Administration) 10,360 10,840 480 4.63%
91 - Public Administration 8,245 8,785 540 6.55%
Total 207,545 222,760 15,215 7.33%

Source: Calculations by Niagara College using data from Statistics Canada, Census 2006 & 2001
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Manufacturing Holds the Second Largest Share of Niagara's Labour Force

Note that although Niagara’s manufacturing labour force experienced the greatest decline between the two census
periods, in 2006, it still held the largest share of Niagara’s labour force. As of the end of 2008 it will, in all probability,
come in at closer to 23,000, and may drop to the second largest labour force behind retail trade. The four other
leading sectors include accommodation and food services, health care and social assistance, educational services
and construction.

Chart 44 - % Change in Labour Force by Industry Sector, Niagara Region, 2001-2006
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Please note that Charts 44 and 45 reflect the same data; Chart 44 simply shows the percent change within each sector
from 2001 to 2006, whereas Chart 45 illustrates the actual change (raw number).
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Chart 45 - Changes in Labour Force by Industry Sector, Niagara Region, 2001-2006
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Table 18, below, reflects the annual change in employment by industry sector from 2000 to 2007 and Chart 46 shows
the recent (2000-2007) and historic (1987-2007) employment trends by sector.

Table 18 — Employment® by Industry Sector®, Niagara CMA, 2000-2007

Employment, 000s 2000 2001 2002 2003 2004 2005 2006 2007 2007-2000
All industries 190.4 186.3 188.1 192.1 187.4 191.9 190.2 193.5 3.1
Goods-producing sector 53.2 48.7 45.7 483 43 45.1 48.2 46.1 -1.1
Agriculture 4.7 3.4 33 37 3.6 5.1 73 6.4 1.7
Construction 10.7 13 1.4 13 11.6 121 12,5 13.0 23
Manufacturing 35.5 32,5 29.5 30.2 259 26.4 26.8 254 -10.1
Services-producing sector 137.1 1376 1424 1438 1444 1468 142 1474 10.3
Trade 29.9 324 373 30.1 29.4 30.9 314 30.2 0.3
Transportation and warehousing 7.2 7.7 7.8 9.3 6.8 7.5 8.2 73 0.1
Finance, insurance, real estate and leasing 8.4 7.1 7.2 9.1 1.3 9.0 7.8 1.6 -0.8
Professional, scientific and technical services 73 7.7 7.3 6.9 8.6 1.6 6.9 7.6 0.3
Business, building and other support services 7.4 8.3 8.6 10.1 1.4 1.2 12.1 1.1 3.7
Educational services 9.7 1.2 1.7 1.3 10.9 1.9 1.3 123 2.6
Health care and social assistance 19.2 17 17.6 20.6 19.3 21.2 193 222 3.0
Information, culture and recreation 12.8 124 12.6 13.6 153 12.2 12.3 13.8 1.0
Accommodation and food service 18.2 19.1 17.6 19.4 183 20.1 18.2 18.7 0.5
Other services 9.7 7.8 73 6.8 6.7 8.3 6.7 8.7 -1

Source: Calculations by Niagara College using data from Statistics Canada, Labour Force Survey
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Chart 46 - Changes in Employment by Industry Clusters, Niagara CMA, 2007-1987, 2007-2000
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Niagara’s Total Employment Level Experienced a Net Gain of Approximately 3,100

From 2000 to 2007 Niagara's total employment level experienced a net gain of approximately 3,100 people, with the
greatest gains found in the business, building and other support services (3,100), educational services (+2,600)and
construction (+2,300). Manufacturing (-10,100) accounted for over 90% of the gross losses in Niagara’s employment
composition. Alook at the longer term period, from 1987 to 2007, shows that the recent trends have historical roots.
The employment trends within all but one sector, the exception being finance, insurance and real estate (FIRE), are

consistent during both the 1987 to 2007 and 2000 to 2007 periods.

LABOUR FORCE TRENDS OCCUPATIONAL CLUSTER

As the composition of Niagara’s economic sectors evolves, it follows that its occupational composition evolves as well.
Since the mid 80s the biggest decline can be found in the cluster of occupations unique to processing, manufacturing
and utilities (-8,500) and the largest gains can be found in occupations unique to the services sector, such as sales and
service occupations (+16,500), and occupations in social service, education, government service and religion (+6,600).
Census and labour force survey data are presented in Table 19 and Charts 47 through 49. Table 19 and Charts 47 and

48 show Niagara’s labour force composition by occupational clusters, and the change within each sector.
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Table 19 — Labour Force® by Occupational Cluster !

Niagara Region, 2001, 2006

2006-  2006-2001
Sector 2001 2006 500 % Childcare and home support 3,240 2720 | 520 | -16.05%
Management 20,130 20,030 -100 -0.50% Other sales and service 19,505 22,415 2,910 14.92%
Senior management 2,085 2,005 -80 -3.84% Zralie;:spzpigta;f & related 34215 35,705 1,490 4.35%
Specialist managers 4,045 4,665 620 15.33% L :
" in retail rade. food Contractors and supervisors 1,965 1,735 -230 -11.70%
anagers in retail trade, foo
and acommodation 8,025 7665 | -360 | -4.49% Construction trades 4395 5725 | 1330 | 30.26%
Other managers 5,985 5,695 -290 -4.85% Stationary engineers, power
Busi . p station operators, electrical and 2,675 2,365 -310 -11.59%
a(‘j’;']?:f:t'ra;\f:‘e o 32,05 | 35550 | 355 | 11.01% telecommunications
Machinists, metal forming,
Professional 3,345 3,625 280 8.37% shaping and erecting . 5,420 4,895 -525 -9.69%
Finance and insurance 2,675 2,840 165 6.17% Mechanics 5975 5130 145 2.75%
Secretaries 4,095 3,450 -645 -15.75% Other trades 1630 1740 110 6.75%
Administrative and regulatory 3,875 4,215 340 8.77% Heavy equipment, crane a0 355 N S
(lerical supervisors 1,085 1,260 175 16.13% operators and drillers ' ! oo
Clerical occupations 16,965 20,115 3,150 18.57% Transportation equipment 7085 7720 635 8.96%
Natural and applied sciences 8,680 9,425 745 8.58% operators, excluding labourers : :
Ffassiiane] 3,820 3,900 80 2.09% Helpers and labourers 4,340 4,975 635 14.63%
Technical 4830 5520 690 14.29% Primary industry-specific 8,830 8,805 -25 -0.28%
Health occupations 10,280 12,745 2,465 23.989% Agriculture excluding labourers 6,660 6,100 -560 -8.41%
Professional 1725 | 1975 | 250 | 1449% Forestry, mining,oil and gas
- extraction, and fishing, 135 125 -10 -1.41%
Nurses and supervisors 3,385 3,890 505 14.92% excluding labourers
Technical occupations 2,570 3,040 470 18.29% Primary production labourers 2,030 2,540 510 25.12%
Assisting/support occupations 2,605 3,805 1,200 46.07% Processing, manufacturing and - S L0 e
jal sci i utilities ' ! o B
Sodal sdence, e;'“‘f“.‘m' 13475 | 15910 | 2435 | 18.07%
government and religion Supervisors in manufacturing 1,435 1,315 -120 -8.36%
Judges, lawyers, psychologists, ; ; ~
social workers, ministers of 2815 3425 610 21.67% zitc:rlir:];operators i mand 6,975 5,190 -1,785 -25.59%
religion, policy and program ! ! 200 - -
s Assemblers in manufacturing 5,285 4,165 -1,120 -21.19%
Teachers and professors 7,510 8,425 915 12.18% If-:cbtzl:if:;:dplrﬁicﬁtsisei:g’ manu- 3,630 3,095 535 14.74%
Paralegals, social service X Y
workers and occupations in 340 | 4045 | 905 | 2882% Alloccupations 207,570 22,710 15200 7.32%
education and religion Source: Calculations by Niagara College using data from Statistics Canada,
Art, culture, recreation and sport | 4,305 5,375 1,070 24.85% Census 2006 & 2001
Professional occupations 1,640 1,865 225 13.72% . L . .
Technicaloccupations 3 685 3525 520 - The occupational composition presented in Table 19 is
F——— 5&; " 65' w0 7w | e divided into ten broad occupational clusters (orange; e.g.
dies andserice : : 4 20 Health occupations) and forty-eight minor occupational
Supervisors 1770 2435 665 37.57% clusters (e.g. Assisting/ support occupations). From 2001
Wh|°'9t53t'e' telc""k:'(li"ﬂ"anfef 1030 a0 i 016 to 2006, Niagara experienced a net gain in its labour
ﬁzofésglzzz:sg’r;eina;);yers g : 0% force of approximately 15,200. Slightly less than half of
all gains were found in one broad occupational cluster,
Retail salespersons and clerks 9,120 10,195 1,075 11.79% . . C .
namely sales and service occupations, which includes a
i 0, N . . . .
IR e e Al A% wide range of occupations, including retail salespersons,
Chefs and cooks 3,265 3955 | 690 | 21.13% chefs and cooks, and police officers and fire-fighters.
Food and beverage service 5,575 5,815 240 4.30% Other broad clusters that saw some gains include busi-
Protective services 3,145 3,745 600 19.08% ness, finance and administrative, health occupations, and
Travel & accommodation, 3035 4835 590 o occupations in social science, education, government

recreation & sport attendants

and religion.
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Please note that Charts 47 and 48 reflect the same data; Chart 47 simply shows the percent change within each
occupational cluster from 2001 to 2006, whereas Chart 48 illustrates the actual change (raw number).

Chart 49 shows the recent (2000-2007) and historic (1987-2007) employment trends by ten broad occupational
clusters and twenty-one minor occupational clusters.*

The Greatest Employment Gains Were Found in the Occupations in Social Science, Education, Government
and Religion

From 2000 to 2007 the greatest gains in employment were found in the occupations in social science, education,
government and religion (2,400), retail salespersons, sales clerks, cashiers, and supervisors (+2,300)and technical,
assisting and related occupations in health (+2,100). Occupations unique to processing, manufacturing and utilities
(-4,500) accounted for the greatest decrease in any one occupational cluster. Alook at the 1987 to 2007 period shows
that the recent occupational trends have generally been consistent throughout the past two decades.

Chart 47 - % Change in Labour Force by Occupational Cluster, Niagara Region, 2001-2006
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Chart 48 - Changes in Labour Force by Occupational Clusters, Niagara Region, 2001-2006
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Most occupational clusters that show growth from 2000 to 2007 also show growth over the 1987 to 2007 period, and
clusters that saw a decline in employment from 2000 to 2007 also demonstrate a decline over the longer timeframe.
There are a few exceptions however. Notable exceptions include the broad cluster of management occupations,
childcare and home support workers, transport and equipment operators, and wholesale, technical, insurance, and real
estate sales specialists. The management occupations’ cluster, for example, shows a decline during the 2000 to 2007
period but a gain over the longer term (1987-2007). A look at the specific occupations within the management cluster
suggests that the decline over the short-term may reflect more of a shift in the specific composition of management
occupations, and not necessarily a longer-term decline. To illustrate, the number of senior management occupations
declined as Niagara's business composition continued to drop its share of larger firms, but specialist mangers (finance,
human resource, purchasing) grew in numbers in conjunction with Niagara’s growth in small firms.
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Chart 49 - Changes in Employment by Occupational Clusters, Niagara CMA, 1987-2007
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EARNINGS BY OCCUPATION

The following tables provide a breakdown of the average and median full-time, employment income by occupational
clusters and by occupation. Tables 20-29 deal with income data within each of the ten major occupational group-
ings, for example, group A-Management occupations. Table 30 provides a comparative look at incomes by major
occupational groupings (A-J) and Table 31 lists the top twenty-five occupations by employment income.

Please note that the category entitled all occupations, total work activity, includes all types of employment situa-
tions, full-time, part-time, year-round and seasonal. All other occupational clusters and occupations, including the
category entitled all occupations, worked full year, full-time reflect the earnings of individuals who worked at least
forty-nine weeks during the reference year and primarily full-time. In Niagara, across all occupations, this represents
approximately 53% of all labour force earners.

Statistics Canada defines earnings or employment income as the total income received by persons 15 years of age
and over during the 2005 calendar year, as wages and salaries, netincome from a non-farm unincorporated business
and/or professional practice, and/or net farm self-employment income.
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The average income of individuals refers to the weighted mean total income of individuals 15 years of age and
over who reported income for 2005. Average income is calculated from un-rounded data by dividing the aggregate
income of a specified group of individuals (e.g., B53 Finance and insurance clerks) by the number of individuals with
income in that group.

Table 20 — Employment Incomes, by Selected ‘A"Occupations, Full-time, Niagara CMA, 2005%

Standard error
of average
employment

Total - Population 15 Median Average
Occupation years and over with employment employment
employment income income $ income $

income $

A - Management occupations 13,635 50,323 66,929 2,193
A0 Senior management occupations 1,390 74,365 124,046 17,396
A013 Senior managers - Financial, communications and other business services 230 71,466 117,124 19,430
A015 Senior managers - Trade, broadcasting and other services, n.e.c. 410 57,908 170,009 56,680
?:r: S6tr5uecrtlll(())rr] managers - Goods production, utilities, transportation and 245 85,161 109,621 9,583
A1 Specialist managers 3,285 63,587 74,926 3,638
A11 Administrative services managers 1,335 64,187 71,484 4,339
A111 Financial managers 510 62,193 82,259 10,875
A112 Human resources managers 295 66,303 69,420 3,324
A114 Other administrative services managers 390 57,345 57,886 3,176
A12 Managers in engineering, architecture, science and information systems 430 73,861 115,697 20,149
A122 Computer and information systems managers 240 67,851 80,777 6,787
A13 Sales, marketing and advertising managers 1,085 61,497 70,746 4,746
A14 Facility operation and maintenance managers 435 56,800 55,932 2,674
A21 Managers in retail trade 5,100 33,206 40,740 1,147
A211 Retail trade managers 3,455 34,189 42,499 1,559
A22 Managers in food service and accommodation 1,645 30,325 37,041 1,451
A221 Restaurant and food service managers 1,150 28,303 33,252 1,542
A222 Accommodation service managers 490 37,998 45,907 2,951
A3 Other managers, n.e.c. 3,860 61,418 74,132 2,534
A30 Managers in financial and business services 595 52,856 68,664 5,206
A302 Banking, credit and other investment managers 375 56,178 70,889 5,570
A32 Managers in health, education, social and community services 565 79,018 76,541 2,92
ﬁjjjaiic::ol principals and administrators of elementary and secondary 270 97523 89,734 2696
A34 Managers in art, culture, recreation and sport 170 38,330 53,285 6,840
A36 Managers in other services 340 38,521 45,172 3,695
A37 Managers in construction and transportation 1,000 54,849 74,244 7,840
A371 Construction managers 475 60,057 88,306 14,930
A372 Residential home builders and renovators 255 33,495 42,846 6,984
A373 Transportation managers 265 64,777 79,449 11,695
A39 Managers in manufacturing and utilities 970 74,872 87,467 4,600
A391 Manufacturing managers 855 72,471 88,275 5,142

Source: 2006 Census, St. Catharines-Niagara CMA

Niagara's Labour Market in Transition | 46



Table 21 — Employment Incomes, by Selected 'B'Occupations, Full-time, Niagara CMA, 2005%

Total - Population 15 Median Average Standard error of
Occupation years and over with employment employment average employment
employment income income $ income $ income $

B Business, finance & administrative occupations 19,475 36,705 42,007 499
BO Professional occupations in business & finance 2,360 51,030 66,349 2,717
BO1 Auditors, accountants and investment professionals 1,860 53,218 70,091 3,389
B011 Financial auditors and accountants 985 58,491 68,847 3,389
B012 Financial and investment analysts 250 46,225 49,959 3,800
B014 Other financial officers 550 52,053 77,283 8,522
B02 Human resources and business service professionals 500 49,619 52,531 1,889
B021 Specialists in human resources 330 52,755 56,366 2,309
B022 Professional occupations in business services to management 170 42,563 45,130 2,986
B11 Finance and insurance administration occupations 1,495 35,668 39,804 1,613
B111 Bookkeepers 665 31,686 35,785 3,131
B112 Loan officers 320 41,078 46,731 2,428
B116 Customs, ship and other brokers 285 34,153 35,292 1,484
B2 Secretaries 1,540 32,486 34,877 914
B3 Administrative and regulatory occupations 2,535 45,175 49,612 1,802
B311 Administrative officers 1,150 38,631 43,737 1,333
B314 Property administrators 250 38,508 43,868 4,037
B315 Purchasing agents and officers 285 56,355 55,143 2,989
B318 Immigration, employment insurance and revenue officers 500 58,089 59,376 1,739
B4 Clerical supervisors 805 43,950 48,991 1,725
B5 Clerical occupations 10,740 33,602 35,662 337
B51 Clerical occupations, general office skills 2,530 33,159 34,761 629
B511 General office clerks 1,605 34,859 36,555 873
B514 Receptionists and switchboard operators 800 31,344 30,535 799
B52 Office equipment operators 390 31,742 30,854 1,649
B522 Data entry clerks 355 32,034 31,500 1,797
B53 Finance and insurance clerks 2,555 33,767 35,530 639
B531 Accounting and related clerks 1,105 34314 35,971 953
B532 Payroll clerks 335 43,841 46,771 2,088
B533 Customer service reps - Financial services 640 30,599 30,362 864
B54 Administrative support clerks 795 37,137 39,909 1,428
B55 Library, correspondence and related information clerks 2,055 27,645 29,660 601
B553 Customer service, information and related clerks 1,980 27,628 29,740 608
B56 Mail and message distribution occupations 520 46,231 41,351 1,407
B57 Recording, scheduling and distributing occupations 1,895 37,848 41,195 966
B571 Shippers and receivers 830 34,898 37,130 1,378

Source: 2006 Census, St. Catharines-Niagara CMA
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Table 22 — Employment Incomes, by Selected'C' Occupations, Full-time, Niagara CMA, 20054

Total - Population 15 Standard error of

. . Median employment  Average employment
Occupation years and over with . Pioy g POy average employment
. income $ income $ 8
employmentincome income $

(CNatural and applied sciences and related occupations 5,940 54,823 58,814 917

(0 Professional occupations in natural and applied sciences 2,680 61,027 65,925 1,620
(03 Civil, mechanical, electrical and chemical engineers 680 72,831 80,249 5,242
€031 Civil engineers 275 68,704 68,110 3,765
(032 Mechanical engineers 270 69,561 92,589 11,935
(04 Other engineers 445 70,956 78,852 2,576
(041 Industrial and manufacturing engineers 300 69,790 79,826 3,004
(07 Computer and information systems professionals 1,070 51,660 54,053 1,518
(071 Information systems analysts and consultants 455 56,025 57,414 2,263
€074 Computer programmers and interactive media developers 385 51,287 54,427 2,454
(1 Technical occupations related to natural and applied sciences 3,265 50,190 52,978 962

(11 Technical occupations in physical sciences 210 46,243 52,766 2,958
(111 Chemical technologists and technicians 175 49,920 53,991 3,362
(12 Technical occupations in life sciences 225 48,079 52,239 4,026
(125 Landscape and horticultural technicians and specialists 160 46,625 48,738 4,888
E;Z iLeecehrr;ri]cgal occupations in civil, mechanical and industrial 655 57938 57637 1863
tCe1 (3h3n|ir(]i(;l:lssmal engineering and manufacturing technologists and 200 57938 57011 3,355
(134 Construction estimators 220 51,539 53,816 2,700
(14 Technical occupations in electronics and electrical engineering 695 50,016 50,066 1,912
tC::::ﬂE(I;c;zlcal and electronics engineering technologists and 180 55,446 63,630 357
E:Ijizpieec:tr;)mc service technicians (household and business 10 1514 40,484 2,205
fn1 :prei;f;nlcal occupations in architecture, drafting, surveying and 385 45,028 46315 1.968
(153 Drafting technologists and technicians 255 44,623 46,119 2,032
(16 Other technical inspectors and regulatory officers 350 58,998 59,162 2,625
(17 Transportation officers and controllers 125 82,159 91,784 9,011
(18 Technical occupations in computer and information systems 620 41,271 44,484 2,010
(181 Computer network technicians 290 48,660 50,353 2,683
(182 User support technicians 330 31,025 39,378 2,836

Source: 2006 Census, St. Catharines-Niagara CMA

The median income of individuals is the value which splits their income size distribution into two halves; the incomes
of the first half of individuals are below the median, while those of the second half are above the median. Median
income is calculated from the un-rounded number of individuals (e.g., A211 Retail trade managers) with income in
that group.
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Table 23 — Employment Incomes, by Selected ‘D’ Occupations, Full-time, Niagara CMA, 2005%

Standard error
of average
employment

Total - Population 15 Median Average
Occupation years and over with employment employment
employment income income $ income $

income $

D Health occupations 6,505 44,813 59,348 1,452
DO Professional occupations in health 1,095 85,664 121,048 7,049
D01 Physicians, dentists and veterinarians 525 146,101 175,504 12,784
D011 Specialist physicians 155 199,554 232,068 30,576
D012 General practitioners and family physicians 215 160,547 181,559 14,808
D03 Pharmacists, dieticians and nutritionists 195 97,558 88,913 6,051
D04 Therapy and assessment professionals 270 55,967 54,516 2,716
D1 Nurse supervisors and registered nurses 2,140 62,693 59,578 912
D112 Registered nurses 2,040 63,521 59,771 936
D2 Technical and related occupations in health 1,445 44,235 48,282 1,275
D21 Medical technologists and technicians (except dental health) 460 56,262 53,118 2,204
D22 Technical occupations in dental health care 240 54,895 52,870 3,198
D222 Dental hygienists and dental therapists 155 56,138 51,851 3,127
D23 Other technical occupations in health care (except dental) 745 41,505 43,823 1,723
D233 Licensed practical nurses 335 42,481 42,084 758
D234 Ambulance attendants and other paramedical occupations 165 61,810 55,670 3,236
D235 Other technical occupations in therapy and assessment 155 33,166 30,860 1,801
D3 Assisting occupations in support of health services 1,825 31,601 30,875 499
D311 Dental assistants 250 30,600 30,516 1,050
D312 Nurse aides, orderlies and patient service associates 1,150 32,177 30,844 623
D313 Other assisting occupations in support of health services 425 28,155 31,171 1,172

Source: 2006 Census, St. Catharines-Niagara CMA

The standard error of average income refers to the estimated standard error of average income for an income size
distribution. It serves as a rough indicator of the precision of the corresponding estimate of average income. For about
68% of the samples which could be selected from the sample frame, the difference between the sample estimate
of average income and the corresponding figure based on complete enumeration would be less than one standard
error. For about 95% of the possible samples, the difference would be less than two standard errors and, in about
99% of the samples, the difference would be less than approximately two and one half standard errors.®®
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Table 24 — Employment Incomes, by Selected 'E'Occupations, Full-time, Niagara CMA, 2005 “

Total - Population 15 Median Average Standard error of
Occupation years and over with employment employment average employment
employment income income $ income $ income $

E Occupations in social science, education, government service and religion 8,825 52,169 54,676 745
E?;;r(;ies(;:ﬁac\zrysers, Psychologists, Social Workers, Ministers of Religion, & Policy & 2025 47213 57,220 2,285
E01 Judges, lawyers and Quebec notaries 300 72,020 112,256 12,093
E02 Psychologists, social workers, counsellors, clergy and probation officers 1,035 44,426 44,654 1343
E022 Social workers 430 47,056 45,284 1,738
E023 Family, marriage & other related counsellors 195 39,224 40,112 1,955
E024 Ministers of religion 335 44,361 42,340 2,425
E025 Probation and parole officers and related occupations 695 47,106 52,086 2,278
E033 Business development officers and marketing researchers and consultants 250 45,370 45,965 3,420
E1 Teachers and professors 4,955 64,379 62,353 742
E11 University professors and assistants 465 77,409 78,917 5331
E111 University professors 375 90,344 89,486 5,734
E112 Post-secondary teaching & research assistants 90 26,954 36,438 9,179
E12 College and other vocational instructors 340 60,234 58,947 2,458
E13 Secondary and elementary school teachers and educational counsellors 4,145 64,147 60,766 588
E131 Secondary school teachers 1,660 69,802 64,808 915
E132 Elementary school and kindergarten teachers 2,390 60,299 58,164 760
E2 Paralegals, social services workers & occupations in education & religion, n.e.c. 1,845 30,067 31,270 781
E211 Paralegal and related occupations 175 30,112 33,267 2,154
£212 Community and social service workers 820 36,543 36,972 1,100
E217 Early childhood educators and assistants 625 22,058 21,561 1,108

Source: 2006 Census, St. Catharines-Niagara CMA
Table 25 — Employment Incomes, by Selected 'F'Occupations, Full-time, Niagara CMA, 2005 *

Total - Population 15 Median Average Standard error of
Occupation years and over with employment employment average employment
employment income income $ income $ income $

F Occupations in art, culture, recreation and sport 1,935 33,289 36,099 1,334
FO Professional occupations in art and culture 690 38,939 43,396 2,233
F02 Writing, translating and public relations professionals 420 40,083 44,197 2,859
F024 Professional occupations in public relations and communications 140 47,828 53,489 5,994
F03 Creative and performing artists 175 32,271 37,169 5,000
F033 Musicians and singers 45 27,501 23,938 4,605
F1 Technical Occupations in Art, Culture, Recreation and Sport 1,250 29,137 32,078 1,610

F12 Photographers, graphic arts technicians and technical & co-ordinating occupations in

motion pictures, broadcasting & the performing arts 185 21115 31934 5249
F13 Announcers and other performers 70 16,712 22,621 3,010
F14 Creative designers and craftspersons 660 30,054 34,526 2,354
F141 Graphic designers and illustrators 385 34,514 35,452 2,324
F144 Artisans and craftspersons 170 26,918 23,794 2314
F15 Athletes, Coaches, Referees and Related Occupations 280 24,660 28,592 2,699
F154 Program Leaders and Instructors in Recreation and Sport 200 21,880 25,012 2,474

Source: 2006 Census, St. Catharines-Niagara CMA
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Table 26 — Employment Incomes, by Selected'G’' Occupations, Full-time, Niagara CMA, 2005%°

Total - Population 15 Median Average Standard error of
Occupation years and over with employment employment  average employment
employment income income $ income $ income $

G Sales and service occupations 24,230 29,060 34,092 335
GO Sales and service supervisors 1,460 29,393 32,810 920
G011 Retail trade supervisors 620 29,709 31,632 1,073
G012 Food Service Supervisors 365 21,384 25,283 1,318
G016 Other Service Supervisors 205 32,959 36,014 2,640
G1Wholesale, technical, insurance, real estate sales specialists, & retail, wholesale & grain buyers 2,485 46,558 54,335 1,760
G11 Sales representatives, wholesale trade 1,120 45910 48,036 1,703
G111 Sales representatives - wholesale trade (non-technical) 1,115 45,910 48,036 1,703
G12 Technical sales specialists, wholesale trade 400 54,991 61,662 3,418
G13 Insurance and real estate sales occupations and buyers 965 40,159 58,582 3,697
G131 Insurance agents and brokers 425 41,113 64,543 5,090
G132 Real estate agents and salespersons 460 37,454 56,486 6,099
G2 Retail salespersons and sales clerks 3,295 26,220 33,070 925
G3 Cashiers 955 21,242 23,599 821
G4 Chefs and Cooks 1,535 26,019 26,640 784
G411 Chefs 405 38,069 35,628 1,748
G412 Cooks 1,130 22,224 23,429 778
G5 Occupations in Food and Beverage Service 1,550 15,790 18,550 560
G511 Maitres d’hotel and Hosts/Hostesses 85 16,011 17,690 2,869
G512 Bartenders 405 21,59 20,921 1,138
G513 Food and Beverage Servers 1,060 14,440 17,703 643
G6 Occupations in Protective Services 2,265 59,155 57,403 1,086
G61 Police officers and firefighters 1,205 74,610 73,189 1,128
G611 Police officers (except commissioned) 805 76,944 75,125 1,475
G612 Firefighters 400 72,815 69,281 1,608
G62 Other occupations in protective service 300 48,970 52,542 2,459
463 Security guards and related occupations 760 37,011 34,074 1,125
G7 Occupations in travel and accommodation, including attendants in recreation and sport 2,645 39,813 39,456 755
G71 Occupations in travel and accommodation 475 25,009 29,605 2,032
G711 Travel counsellors 135 36,249 45,773 5,974
G715 Hotel front desk clerks 295 23,872 22,023 683
G72 Tour and recreational guides and casino occupations 1,915 43,425 43,440 790
G723 (asino occupations 1,860 43,655 43,685 785
G73 Other occupations in travel, accommodation, amusement and recreation 255 25,249 27,923 1,964
G731 Operators and attendants in amusement, recreation and sport 170 24,944 29,274 2,831
G8 Child care and home support workers 635 25,756 27,130 959
G871 Child care and home support workers 630 25,756 27,130 959
G811 Visiting homemakers, housekeepers and related occupations 410 25,874 26,943 1,265
G812 Elementary and secondary school teacher assistants 145 31,274 32,827 1,570
G814 Babysitters, nannies and parents’helpers 75 18,372 17,236 1,406
(9 Sales and service occupations, n.e.c. 7,405 24,095 25,706 367
G91 Technical occupations in personal service 715 18,721 22,417 1,297
G911 Hairstylists and barbers 645 17,450 19,605 1,081
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492 Other occupations in personal service 360 19,684 17,694 1,349
(922 Estheticians, electrologists and related occupations 165 17,712 17,836 1,914
4923 Pet groomers and animal care workers 145 20,439 17,774 2,170
G93 Cleaners 3,235 29,818 30,274 600

G931 Light duty cleaners 1,265 23,827 24,018 631

(932 Specialized cleaners 310 29,116 30,256 2,335
4933 Janitors, caretakers and building superintendents 1,660 34,806 35,037 904

(94 Butchers and bakers, retail and wholesale 495 24,951 26,424 1,236
G941 Butchers, meat cutters and fishmongers, retail and wholesale 190 31,126 30,670 2,196
(942 Bakers 305 22,966 23,768 1,390
496 Food counter attendants, kitchen helpers and related occupations 1,180 18,346 20,531 625

497 Other sales and related occupations 870 20,312 20,573 788

@971 Service station attendants 85 19,037 20,802 1,353
G972 Grocery clerks and store shelf stockers 425 21,125 21,706 1,171
(973 Other elemental sales occupations 360 19,162 19,192 1,260
498 Other elemental service occupations 550 26,062 26,917 1,315
G981 Dry cleaning and laundry occupations 245 25,045 22,798 1,672
(983 Other elemental service occupations 295 27,320 29,819 1,890

Source: 2006 Census, St. Catharines-Niagara CMA

Table 27 — Employment Incomes, by Selected ‘H Occupations, Full-time, Niagara CMA, 20057

Standard error

0 ; Total - Population_15 Median Average of average
ccupation years and over with employment employment employment
employment income income $ income $ [

All occupations, total work activity 207,670 26,779 34,527 207

Mowpators workedfullyer fulltime ——mas a3 g 36
H Trades, transport and equipment operators and related occupations 19,695 46,423 48,494 393
HO Contractors and supervisors in trades and transportation 1,090 57,433 62,549 2,807
HO1 Contractors and supervisors, trades and related workers 1,035 57,527 63,234 2,922
H019 Contractors and supervisors, other construction trades, installers, repairers and servicers 245 55,052 54,433 2,452
H1 Construction trades 2,735 37,121 40,348 996
H11 Plumbers, pipefitters and gas fitters 715 53,906 54,640 2,149
H111 Plumbers 325 38,753 42,187 2,595
H112 Steamfitters, pipefitters and sprinkler system installers 245 77,405 77,862 3,291
H12 Carpenters and cabinetmakers 960 36,790 36,243 1,331
H121 Carpenters 755 38,518 37,185 1,557
H122 Cabinetmakers 205 30,492 32,717 2,325
H13 Masonry and plastering trades 405 30,480 34,580 1,613
H131 Bricklayers 80 41,997 36,879 3,487
H134 Plasterers, drywall installers and finishers and lathers 235 30,434 34,760 1,944
H14 Other construction trades 660 28,950 34,402 2,240
H141 Roofers and shinglers 110 35,776 44,846 10,145
H144 Painters and decorators 190 25,859 25,704 2,471
H145 Floor covering installers 165 28,565 28,175 2,043
H2 Stationary engineers, power station operators, electrical trades, telecommunications occupations 1,630 64,646 63,534 1,338
H21 Electrical trades and telecommunications occupations 1,395 63,178 61,746 1,470
H211 Electricians (except industrial and power system) 485 44,991 45,676 2,333
H212 Industrial electricians 515 72,337 74,921 2.082
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H22 Stationary engineers and power station and system operators 230 75,163 74,292 2,739
H3 Machinists, metal forming, shaping and erecting occupations 3,085 54,737 56,573 884

H31 Machinists and related occupations 1,285 62,096 62,662 1,471
H311 Machinists and machining/ tooling inspectors 780 55,507 57,626 1,805
H312Tool and die makers 505 67,967 70,398 2327
H32 Metal forming, shaping and erecting trades 1,795 50,195 52,203 1,043
H321 Sheet metal workers 190 46,167 48,563 3,101
H323 Structural metal and platework fabricators and fitters 265 54,971 52,695 2,021
H326 Welders and related machine operators 1,175 49,033 51,595 1,276
H4 Mechanics 3,180 49,287 51,760 946

H41 Machinery and transportation equipment mechanics (except motor vehicle) 1,340 61,947 61,154 1,379
H411 Construction millwrights and industrial mechanics (except textile) 740 67,678 68,157 1,726
H413 Refrigeration and air conditioning mechanics 245 52,174 57,189 3,337
H42 Automotive service technicians 1,655 44,600 44,402 1,052
H421 Automotive service technicians, truck and bus mechanics and mechanical repairers 1,350 45,088 45,052 1,131
H422 Motor vehicle body repairers 305 44,337 41,531 2,739
H43 Other mechanics 185 41,831 49,568 6,717
H5 Other trades, n.e.c. 890 37,764 38,465 1,507
H51 Upholsterers, tailors, shoe repairers, jewellers and related occupations 135 25,976 26,088 2,81
H52 Printing press operators, commercial divers and other trades and related occupations, n.e.c. 175 50,013 50,540 3,588
H53 Other installers, repairers and servicers 575 38,183 37,620 1,756
H531 Residential and commercial installers and servicers 310 37,705 37,626 2,694
H6 Heavy equipment and crane operators, including drillers 820 49,708 51,407 1,400
H61 Heavy equipment operators 525 47,972 47,929 1,554
H611 Heavy equipment operators (except crane) 350 50,115 51,215 1,993
H62 Crane operators, drillers and blasters 295 56,394 57,584 2,576
H621 Crane operators 275 56,356 57,840 2,733
H7 Transportation equipment operators and related workers, excluding labourers 4,115 41,404 41,318 673

H71 Motor vehicle and transit drivers 4,005 41,125 40,768 675

H711 Truck drivers 2,630 43,781 44,750 813

H712 Bus drivers and subway and other transit operators 425 41,581 39,067 1,749
H713 Taxi and limousine drivers and chauffeurs 315 15,605 21,218 1,915
H714 Delivery and courier service drivers 630 35,362 34,952 1,590
H73 Other transport equipment operators and related workers 65 56,594 57,982 2,163
H8 Trades helpers, construction and transportation labourers and related occupations 2,145 37,806 40,722 986

H81 Longshore workers and material handlers 1,200 38,354 43,655 1,450
H812 Material handlers 1,170 37,724 42,941 1,441
H82 Trades helpers and labourers 695 35,305 35,239 1,451
H821 Construction trades helpers and labourers 670 35,183 34,422 1,437
H83 Public works and other labourers, n.e.c. 250 44,036 41,898 2,200
H831 Public works and maintenance labourers 245 43,938 41,556 2,187

Source: 2006 Census, St. Catharines-Niagara CMA
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Table 28 — Employment Incomes, by Selected I’ Occupations, Full-time, Niagara CMA, 2005

Total - Population 15 Median Average Standard error of
Occupation yearsand over with ~ employment  employment  average employment
employment income income $ income $§ income §

| Occupations unique to primary industry 2,505 25,978 33,196 1,685
10 Occupations unique to agriculture, excluding labourers 2000 25,206 32,762 2,046
101 Contractors, operators and supervisors in agriculture, horticulture and aquaculture 1,220 26,017 34,220 2,546
1011 Farmers and farm managers 805 24,238 32,306 2,870
1014 Nursery and greenhouse operators and managers 155 35,541 52,937 1,719
102 Agriculture and horticulture workers 775 24,693 30,467 3,414
1021 General farm workers 250 28,245 28,523 4371
1022 Nursery and greenhouse workers 525 23,986 31,390 4,559
12 Primary production labourers 450 30,004 32,035 1,897
1212 Landscaping and grounds maintenance labourers 405 31,232 32,720 2,063

Source: 2006 Census, St. Catharines-Niagara C(MA

Table 29 - Employment Incomes, by Selected )’ Occupations, Full-time, Niagara CMA, 2005

Total - Population 15 Median Average Standard error of
Occupation years and over with employment  employment  average employment
employment income income $ income $ income $

J Occupations unique to processing, manufacturing and utilities 8,465 49,498 51,599 560

JO Supervisors in manufacturing 925 66,013 68,437 2,075
J01 Supervisors, processing occupations 465 64,811 66,305 2,763
102 Supervisors, assembly and fabrication 460 67,808 70,611 3,094
1021 Supervisors, motor vehicle assembling 265 83,291 79,779 3,923
J1 Machine operators in manufacturing 3,165 46,476 49,340 868

J11 Central control and process operators in manufacturing and processing 190 68,822 72,488 2,221
J12 Machine operators and related workers in metal and mineral products processing 310 53,035 55,352 3,234
J13 Machine operators and related workers in chemical, plastic and rubber processing 385 47,635 48,314 1,885
J16 Machine operators and related workers in fabric, fur and leather products manufacturing 130 20,612 20,1971 1,267
J17 Machine operators and related workers in food, beverage and tobacco processing 495 40,797 44,832 2,293
J18 Printing machine operators and related occupations 205 30,017 32,731 2,364
J19 Machining, metalworking, woodworking and related machine operators 1,235 52,130 53,594 1,292
J191 Machining tool operators 675 56,842 57,983 1,886
J194 Metalworking machine operators 380 50,256 49,481 2,018
J2 Assemblers in manufacturing 2,690 55,391 55,358 929

J21 Mechanical, Electrical and Electronics Assemblers 2,020 59,384 59,796 982

1212 Motor Vehicle Assemblers, Inspectors and Testers 1,615 64,613 62,415 1,077
1216 Mechanical Assemblers and Inspectors 200 56,010 57,938 2,135
J22 Other Assembly and Related Occupations 665 36,957 41914 1,943
1226 Painters and Coaters - Industrial 160 44,513 49,102 3,566
1228 Other Assemblers and Inspectors 240 49,673 51,191 3,877
J3 Labourers in Processing, Manufacturing and Utilities 1,675 38,583 40,535 1,025
J31 Labourers in Processing, Manufacturing and Utilities 1,680 38,583 40,535 1,025
J311 Labourers in Mineral and Metal Processing 225 56,173 55,052 1,891
J317 Labourers in Food, Beverage and Tobacco Processing 445 31,329 33,152 1,371
J319 Other Labourers in Processing, Manufacturing and Utilities 545 31,117 38,735 2,149

Source: 2006 Census, St. Catharines-Niagara CMA
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In the table below, the major occupational clusters are listed from highest average employment income to lowest
average employment income. The average employment income for all occupations is also included as a compara-
tor. Note that six clusters (A, D, C, E, J and H) had average incomes above the overall average across all occupational
clusters, and four (B, F, G and ) were below.

Table 30 — Employment Incomes, by Occupational Clusters, Full-time, Niagara CMA, 2005

Total - Population 15 Median \EEN Standard error of

Occupation yearsand over with  employment ~ employment  average employment
employment income income $ income $ income $

A - Management occupations 13,635 50,323 66,929 2,193

D Health occupations 6,505 44,813 59,348 1,452

(Natural and applied sciences and related occupations 5,940 54,823 58,814 917

E Occupations in social science, education, government service and religion 8,825 52,169 54,676 745

J Occupations unique to processing, manufacturing and utilities 8,465 49,498 51,599 560

H Trades, transport and equipment operators and related occupations 19,695 46,423 48,494 393

All occupations, worked full year, full-time 111,215 40,386 47,833 336

B Business, finance & administrative occupations 19,475 36,705 42,007 499

F Occupations in art, culture, recreation and sport 1,935 33,289 36,099 1,334

G Sales and service occupations 24,230 29,060 34,092 335

| Occupations unique to primary industry 2,505 25,978 33,19 1,685

Source: 2006 Census, St. Catharines-Niagara C(MA

Table 31 lists the top twenty-five occupations, starting with the highest average employment income.

Table 31 — Employment Incomes, by Top 25 Occupations, Full-time, Niagara CMA, 2005

Total - Population 15 Median Average Standard error of
Occupation yearsand over with ~ employment  employment  average employment
employment income income $§ income $ income $

A0 Senior management occupations 1,390 74,365 124,046 17,396
DO Professional occupations in health 1,095 85,604 121,048 7,049
A1 Specialist managers 3,285 63,587 74,926 3,638
A3 Other managers, n.e.c. 3,860 61,418 74,132 2,534
J0 Supervisors in manufacturing 925 66,013 68,437 2,075
(0 Professional occupations in natural and applied sciences 2,680 61,027 65,925 1,620
H2 Stationary engineers, power station operators & electrical trades & telecommunications occ. 1,630 64,646 63,534 1,338
HO Contractors and supervisors in trades and transportation 1,090 57,433 62,549 2,807
E1Teachers and professors 4,955 64,379 62,353 742
D1 Nurse supervisors and registered nurses 2,140 62,693 59,578 912
G6 Occupations in Protective Services 2,265 59,155 57,403 1,086
E0 Judges, Lawyers, Psychologists, Social Workers, Ministers of Religion, & Policy & Program Officers 2,025 47,213 57,220 2,285
H3 Machinists, metal forming, shaping and erecting occupations 3,085 54,737 56,573 884
J2 Assemblers in manufacturing 2,690 55,391 55,358 929
(1 Technical occupations related to natural and applied sciences 3,265 50,190 52,978 962
H4 Mechanics 3,180 49,287 51,760 946
H6 Heavy equipment and crane operators, including drillers 820 49,708 51,407 1,400
J1 Machine operators in manufacturing 3,165 46,476 49,340 868
D2 Technical and related occupations in health 1,445 44,235 48,282 1,275
All occupations, worked full year, full-time 111,215 40,386 47,833 336
FO Professional occupations in art and culture 690 38,939 43,396 2,233
H7 Transportation equipment operators and related workers, excluding labourers 4,115 41,404 41,318 673
H8 Trades helpers, construction and transportation labourers and related occupations 2,145 37,806 40,722 986
H1 Construction trades 2,735 37,121 40,348 996
G7 Occupations in travel and accommodation, including attendants in recreation and sport 2,645 39,813 39,456 755
H5 Other trades, n.e.c. 890 37,764 38,465 1,507

Source: 2006 Census, St. Catharines-Niagara C(MA
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EMPLOYER DEMAND CHALLENGES AND OPPORTUNITIES

In an effort to better understand the projected demand for labour, a small sample of Niagara employers were asked
to tell us about their recent recruiting, training and retention activities, use of labour market information, and future
hiring needs. A total of 74 employers participated in interviews or completed surveys and more than 120 employer
representatives participated in focus group discussions. Survey respondents were from a wide cross-section of sec-
tors, whereas focus group participants were from the construction, tourism/ hospitality, and manufacturing sectors.
A brief summary of findings can be found below.

EMPLOYER SURVEY FINDINGS

Vast Majority of Employers Plan to Hire in 2009 and in 2010/2011

Approximately 85% of the employer survey respondents indicated they intend to hire in 2009 and in 2010 and or 2011.
Respondents indicated they intend to hire one or more people in each of the following occupational categories, in
20009.

+  Management (31%)

«  Professional (37%)

«  Technical (27%)

- Skilled Trade (22%)

«  Clerical/ Administrative (37%)

- Sales/ Service (41%)

« Machine Operator/ Assembly (6%)
«  Cashier/ Helper/ Labourer (31%)

Almost half (48%) of the employers anticipate difficulty recruiting in 2009. Respondents indicated they intend to hire
one or more people in each of the following occupational categories, in 2010 and/ 2011.

+  Management (31%)

«  Professional (39%)

«  Technical (30%)

- Skilled Trade (36%)

«  Clerical/ Administrative (36%)

- Sales/ Service (34%)

+ Machine Operator/ Assembly (8%)
«  Cashier/ Helper/ Labourer (23%)

Over 60% of the employers anticipate difficulty recruiting in 2010/2011. Below is a list of some of the critical attributes
and generic skills, and/ or knowledge employer respondents look for in hiring new employees.

Independent work ethic; interest and/or experience in heritage/library/tourism; strong generic work behaviours and
computer skills; good with the public (especially seniors and ethno-cultural groups)

+  Skilful, committed and flexible
«  Overall ability, people skills, managements skills, work ethic

«  Education level, overall attitude, adaptable, interested in change and position, specific skills, stability of work
history

«  Positive attitude, experience, willingness to learn, willingness to work, literacy
+  Reliability, self-motivation, customer service skills

«  Ability to balance quality and quantity of work; Able to plan and organize well; Can demonstrate independence
and initiative; Work well in a team environment; Good communication skills; Good attendance and punctuality;
Adaptable and flexible; Good enthusiasm & motivation
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+  WORKETHIC!!!

«  Professional attitudes towards their job and to their employer. Understanding of the responsibilities to do their
job well and to their employer

- Competencies, customer service, attitude, team work, flexibility, ability to change, ability to learn, computer
skills, communication skills

«  Communication skills, personality/attitude and must be able to work in a team atmosphere are the first things
we look for... The ability to listen and be taught for we are always learning new procedures and regulations

« New hires need to be self-directed and creative problem-solvers who dig below the surface for answers. We are
looking for employees who understand AND accept the unique characteristics of a start-up company, which are
entirely different than a small established company. We look for people who can think for themselves and can
work in an environment that does not impose rigid structures, but expects integrity and excellence

« ...Self starter, independent...

«  Superior customer service experience , excellent communication skills, strong computer proficiency

« Being the best at what they do. Being able to deal with any kind of personality... Working on their own
« Positive attitude, organizational skills, well spoken & personable

« Interpersonal skills, collaborative/engagement skills, adaptable, Self-motivated, Eager to Learn

«  Fit for the Company; able to multi-task

«  Work ethic, maturity, skills match resume

« Positive attitude, teachable, great people skills

«  Computer savvy, organizational ability, proposal writing training and development

«  Showing up on time..., quick study, willing to work hard

Other related comments/suggestions:

« Regarding literacy, | frequently get applications that are written/presented in ‘text message’ lingo. If there is
one thing | could suggest to persons with whom you will be working, it would be to craft written documents in
English

« There are not enough skilled tradespeople in St. Catharines. We are hiring workers from the Netherlands who
are moving here because the skills needed for us to grow are not present in St. Catharines. We need skilled wood
workers. St. Catharines contains many wood working facilities, but no technical education or emphasis is placed
on the industry

«  Students must not only be taught the skills to work, but the skills to be good employees. They often lack the
“real”world experience required to succeed, such as, understanding that they have to earn promotions and extra
responsibilities

«  Most applicants for heavy equipment operator positions do not have sufficient training. A 6 to 10 week course is
not adequate to train someone. A bulldozer operator who can only work on flat ground is not an asset. He should
be taught the skills to operate on rough areas, swales, ditches, hills, etc. The same applies for loader/excavator
trainees. They do not have the knowledge to properly operate equipment on an actual job site. A trainee should
have had more than a few hours on each piece of equipment

«  English writing skills are not taught anymore--very difficult to find someone who can type without errors or type
a business communication

+  We have recently implemented a major re-organization of our company due to the disappointing results we have
seen in hiring the kind of employees the company needs

«  Need more carpenters. Often have to take on employees as unskilled and train them

«  Find it extremely difficult to find help for agricultural positions... especially growers
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Attracting Qualified Workers Greatest Challenge Cited by Employers

Employer respondents were asked to identify human resource issues they needed to address in 2008. The most
significant factors cited were: attracting qualified workers (65%); skill enhancement of the workforce (42%); enhancing
productivity (39%); retaining workers (35%); healthy workplace (35%); work-life balance (33%); the need to downsize
and/ or reorganize staff (30%); and succession planning- preparing for retirement of ageing workforce (30%).

More than 80% of the employer respondents recruited/ hired new employees in 2008. The most prevalent reason for
recruiting/hiring new employees was to replace turnover due to other reasons (e.g. quit, termination) (72%), and was
followed by seasonal hiring (51%); new skills required because of organizational/ process changes (38%); expansion
(38%); backfill employees who have been promoted (20%); and replace turnover due to retirement (20%).

Word of Mouth and Job Boards/Internet Deemed Most Effective Recruitment Methods

Most used a variety of sources when recruiting. The most popular sources/ methods included job boards/ Internet
(79%); advertisements in newspapers and/ or trade journals (71%); word of mouth (63%); local employment agen-
cies (39%); job/ career fairs (37%); and business/ company websites (32%). The methods that respondents deemed
most effective were word of mouth (35%); job boards/ Internet (32%); and advertisements in newspapers and/or
trade journals (19%). The other methods cited by employers, which were not rated as very effective, included job/
career fairs (8%); business/ company websites (3%); head hunters, professional recruiters (3%); and local employment
agencies (0%). Almost three-quarters (74%) of the employer respondents indicated they had difficulty recruiting for
positions in 2008. The two most dominant reasons employers gave related to a lack of adequate personal attributes/
‘good fit’with the organization (86%) and skill shortages (79%). A third reason was the challenge of competing with
the wages and benefits of larger companies (25%).

Job Description Information/Occupational and Skill Profiles Most Sought LMI

Employers use a variety of information, tools and services to support their decisions about recruiting and/or hiring
employees. Approximately half of the employer respondents looked outside of their organizations for labour market
information. The most prevalent type of information sought was job description information/ occupational and
skill profiles. It was followed by wage rates and benefits; employer recruitment practices; and training institutions
for specific occupations. Employers who did not look outside of their organization for labour market information
indicated they chose not to because they already have enough information internally. Some employers, though to
a lesser extent, also indicated they don't generally use information for this type of need and/ or they never thought
of getting information for this need.

Colleagues Most Frequently Cited Source for LMI

By far their most frequently cited source for labour market information, with over 66% of respondents citing this source,
is colleagues. It was followed in popularity by professional associations/ unions/ employee associations; educational
institutions; provincial government websites/ publications; and federal government websites/publications, such as
Business Service Centres, Job Futures, HRDC, Industry Canada, Service Canada, and Statistics Canada. Most employ-
ers found the information very useful (41%) and somewhat useful (50%). Those who did not find the information
useful cited the lack of specific/ detailed information. Employer respondents provided a number of comments and
suggestions about improving the quality of labour market information, tools and services.

Selected comments and/ or suggestions are listed below.
+  More accessible

+  Cost reduction, wider distribution
« It was too general, it focused on the main industry of cabinet making, didn’t target small industries

«  Recruiting agencies or professional training schools such as Niagara College need to work more with the smaller
independent businesses, not just the large employers

« It should have been presented in a more objective manner. The information was presented in an adversarial
manner: employee versus management. This caused serious tension in the office
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«  Perhaps a labour ready workforce pre-qualified list would help when we completed the process

Needs to be able to customized information/tools

« When you call the HRSDC you get multiple answers

Only 27% of the respondents reported they had received assistance from someone else to locate, access, or work
with and interpret the information they found; 73% did not receive any assistance. The top source of assistance was
friends, relatives and/colleagues. When looking for LMI, employer respondents indicated they would have benefited
from assistance in applying the information to their specific situation and finding the appropriate information.

Internet the Most Preferred Format for LM

Employer respondents overwhelmingly (98%) indicated it was important they have access to information on labour
market and job trends that is specific to Niagara. Their preferred format to access labour market information included
Internet (83%), print (32%), and in-person presentations/ discussions (17%). Many employers indicated a willingness
to share their information needs and insights about Niagara’s evolving labour market on a regular basis. Their most
preferred methods of communicating included semi-annual updates by email or telephone (15 to 45 minutes in
duration) (38%); an annual update by email or telephone (15 to 45 minutes in duration) (29%); an annual update
through group meeting (60 to 90 minutes in duration) (21%); and monthly updates by email or telephone (15 to 45
minutes in duration) (21%).

EMPLOYER FOCUS GROUP FINDINGS

Attracting Qualified Workers Greatest Challenge Cited by Focus Group Participants

Asked a series of open-ended questions, employer focus group participants identified dozens of human resource
issues facing their sectors. The first question asked employers to identify the major human resource issues they faced.
The six most dominant issues identified are listed below.

Attracting qualified workers

Skill shortages

Lack of adequate personal attributes of applicants/workers (e.g. work ethic)
Retaining qualified workers

Labour shortages

Negative image of industry/occupations within sector

oA wWwN =

All six of the top issues were cited by all three sectors (construction, tourism/ hospitality, and manufacturing). The
challenge of finding and attracting qualified candidates was by far and away the most frequently cited issue. Three
of the other top six issues are closely tied to the first issue, namely skills shortages, lack of personal attributes and
labour shortages.
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Employers Need to be More Active in Raising Awareness About Their Sectors

Employers were also asked to identify the supports and/or systems required to address the major human resource
issues they faced. Focus group participants suggested a variety of strategies to address their major human resource
issues. The six most prevalent strategies are listed below.

Awareness & orientation to sectors and careers

Central, regional information depository

Specific retraining programs to match job seekers to employment opportunities
Training incentives/wage subsidies for participants and employers

Public transportation

Integration of employment support services

ounp,rwN =

All six of the top strategies were cited by all three sectors. The first strategy listed, essentially for employers to raise
greater awareness of their industries and provide concrete opportunities for students and potential workers to
access and acquire hands-on experience , was cited more than double that of any other strategy that was proposed.
Strategies 3,4 and 6 in particular, illustrate participating employers’clear recognition of the need to help support and
reintegrate Niagara’s displaced workers. The second strategy put forward, a central, regional information depository,
related principally to labour market information and included a wide range of suggestions, from demographic profiles
and labour statistics to job boards, wage rates, and training and support services and programs.

Employers Need to be More Active in Providing Experiential Opportunities

Thirdly, employers were asked how they could contribute to meeting their people development needs. Employer
participants proposed a variety of ways for employers to get more involved in helping to address their major human
resource challenges. Their suggestions can be clustered around three key themes, namely sharing information,
providing opportunities and developing partnerships.

Sharing Information

Employer respondents indicated their willingness to share a wide range of information about, for example, their
workforce needs, job openings, wage rates and business directions. They also expressed their willingness to participate
in brief presentations, surveys, interviews and/or discussions about their people development needs.

Providing Opportunities

Many employers expressed their willingness to provide experiential opportunities through co-op experiences and
apprenticeships. Many also indicated their interest in providing on-site training and mentoring to prospective
employees.

Developing Partnerships

Respondents cited their interest in working more collaboratively with a number of service providers, and in particular
with high schools and post-secondary institutions, to help build awareness and understanding of their industries,
contribute to curriculum and enhance linkages.

IMPLICATIONS FOR LABOUR DEMAND IN THE NEAR FUTURE, 2009-2012

This section presents projected labour demand for the 2009 to 2012 period. The historic and more recent economic
and labour force trends, anticipated future economic activity, and employer demand projections presented earlier
provide the basis for the broad employment demand projections presented on the following pages. It s critical to
acknowledge that it is very difficult to accurately project future demand at the best of economic times, and in the
current global economic downturn and turmoil, it is particularly challenging.
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A second important limitation is that most of the occupational data is based upon existing occupational classifications
andisincomplete. It tells us little about how occupations are evolving or about emerging and new occupations. An
existing occupation refers to any occupation identified and defined in the most current occupational classification
system (i.e. in Canada, this is the 2006 National Occupational Classification system.) An emerging occupation refers
to an existing occupation which has small employment numbers, but has demonstrated recent growth and/ or is
projected to experience growth in the future.

An evolving occupation refers to an existing occupation which is undergoing significant change in how tasks are
performed. For example, animators shifting from two-dimensional hand-drawn work to three-dimensional computer
modeling. And a new occupation refers to an occupation which has recently surfaced (e.g. through job postings) but
is not identified in the most current occupational classification system.*® Projecting labour demand involves estimating
net job gains/declines in existing occupations, and adding projected job replacements in existing occupations and
projected growth in emerging and new occupations. It also involves an analysis of how evolving jobs will impact
labour demand and future knowledge and skill requirements.

BROAD DEMAND PROJECTIONS

Majority of Near Future Job Openings Will be Driven by Retirements

As of early 2009, a cautious optimism would suggest that Niagara’s employment levels will continue to decline (-5,000)
over the calendar year. Employment demand will be tied primarily to retirement and replacement needs, specific
infrastructure investments, and sectors least susceptible to the current recession. Anticipating some strengthening
of the international, Canadian and Ontario economies early in 2010, suggests Niagara may see an average annual
employment growth of .057% through to 2012. This translates, approximately, to a projected annual growth in
employment of 1,250 people for the 2010 to 2012 period. Once again, during this period, it is anticipated that the
greatest demand will be driven by retirements. Conservative estimates suggest demand, due to retiring labour, will
be in excess of 4,000 people annually, during the 2009 to 2012 period.*’

Projected Demand Opportunities by Sector

Good ‘bets’ include Educational services, Health care and social assistance, Business, building and other support
services, Construction, and selected industries within Public administration, such as Police services.

In assessing demand opportunities by sector, it is important to recognize from the start that some sectors are less
negatively affected by an economic downturn. Good ‘bets’include Educational services, Health care and social as-
sistance, and selected industries within Public administration, such as Police services. Then some other sectors, such
as Construction, may also benefit from government interventions, for example through investments in infrastructure.
There are also sectors which tend to have a higher percentage of mature workers, and will therefore experience
greater replacement demands due to retiring personnel. For example, industries that are heavily unionized, such
as Educational services, Health care and social assistance, Public administration, Utilities, and larger Manufacturers.
Sectors that demonstrated employment growth in recent years, such as Business, building and other support services,
Health care and social assistance, Construction, and Educational services also point toward where the greatest
demand opportunities may lie.

Emerging Industry Clusters Include Bio-products Manufacturing, Digital/Interactive Media, Health and
Wellness, Logistics, and Environmental, Energy and Other Green Technologies

Emerging industry clusters have also been recently defined by Niagara government, education and business leaders.
The Niagara Economic Growth Strategy describes the following four pivotal, emerging industry clusters: bio-products
manufacturing, digital/interactive media, health and wellness, logistics, and environmental, energy and other green
technologies.’® They also point toward the vital roles of Niagara’s post-secondary institutions in producing skilled
labour to match existing and future demand, attracting new employers and investment, and providing and supporting
effective innovation and technology transfer.
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Projected Demand Opportunities by Occupational Clusters/Occupations

Tables 32 through 41 draw attention to specific occupations projected to offer the better employment prospects
in Niagara over the 2009 to 2012 period. Projections do not include a specified number of jobs for each occupa-
tion, but rather, they offer a select list of the most promising occupations within each of the ten major (NOC)
occupational clusters. The selection of highlighted occupations and sectors are based upon an analysis of recent
economic and labour force trends, anticipated future economic activity, and the employer demand projections
presented earlier. Furthermore, projections take into account anticipated replacement needs in existing occupa-
tions with a significant proportion of the local labour force, and emerging/new occupations with a smaller/limited
local labour force and a demonstrated growth trend. Tables are organized by the ten major (NOC) occupational
clusters, and within each table, highlighted occupations are linked to the sectors where they are most found and
with the best projected prospects. Detailed profiles of listed occupations, including job definitions and educa-
tional requirements, can be found through the NOC descriptions; see the following link:

http://www.statcan.gc.ca/subjects-sujets/standard-norme/soc-cnp/2001/noc2001-cnp2001-menu-eng.htm

Table 32 — Demand Highlights, Occupational Cluster A, Niagara, 2009-2012
Management occupations (A) Sectors, particularlyin. ..
Specialist managers Found in all sectors

Retail and Wholesale trade
Professional, scientific and technical services

Retail Trade
Accommodation and food services

Sales, marketing and advertising managers

Managers in retail trade, food and accommodation services

Construction
Other managers Finance and insurance
Found in all sectors

Table 33 — Demand Highlights, Occupational Cluster B, Niagara, 2009-2012

Business, finance & administrative occupations (B) Sectors, particularly in. ..

Retail and Wholesale trade

Transportation and warehousing

Credit intermediation and related activities

Public administration

Administrative and support, waste management and remediation services
Found in all sectors

(lerical occupations

Finance and insurance clerks Finance and insurance

Administrative and support, waste management and remediation services
Finance and insurance

Credit intermediation and related activities

Retail and Wholesale trade

Customer service, information and related clerks

Professional, scientific and technical services
Health care and social assistance
Educational services

Found in all sectors

Secretaries

Finance and insurance

Professional, scientific and technical services
Credit intermediation and related activities
Public administration

Auditors, accountants and investment professionals

Transportation and warehousing

Dispatchers and radio operators Truck transportation

Emerging Administrative and support, waste management and remediation services
Public administration
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Table 34 — Demand Highlights, Occupational Cluster C, Niagara, 2009-2012

Natural and applied sciences and related occupations (C) Sectors, particularlyin. ..

Administrative and support, waste management and remediation services
User support technicians Professional, scientific and technical services
Wholesale trade

Chemical manufacturing

Chemical technologists and technicians - Emerging Professional, scientific and technical services

Construction estimators - Emerging Construction

Manufacturing

Mechanical engineering technologists and technicians - Emerging Professional. scientific and technical services

Professional, scientific and technical services
Public administration

Finance and insurance

Credit intermediation and related activities

Information systems analysts and consultants

Web designers and developers - Emerging Professional, scientific and technical services

Public administration

Database analysts and data administrators - Emerging Health care and social assistance

Professional, scientific and technical services

. . ) . . Construction
Civil, mechanical, electrical and electronics engineers . L
Public administration
Manufacturing
Industrial and manufacturing engineers Manufacturing

Professional, scientific and technical services

Biological technologists and technicians - Emerging s

Table 35 — Demand Highlights, Occupational Cluster D, Niagara, 2009-2012

Health occupations (D) Sectors, particularlyin. ..

Registered nurses
Licensed practical nurses

Nurse aides, orderlies and patient service associates Nursing and residential care facilities
Hospitals
Ambulatory health care services

Dental hygienists and dental therapists Ambulatory health care services
Physiotherapists

Specialist physicians Hospitals

Ambulatory health care services
Pharmacists Health and personal care stores

Veterinary and animal health technologists and technicians -

. Professional, scientific and technical services
Emerging

Optometrists - Emerging Ambulatory health care services
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Table 36 — Demand Highlights, Occupational Cluster E, Niagara, 2009-2012

Occupations in social science, education, government service and

religion (E)

Sectors, particularlyin. ..

Community and social service workers

Early childhood educators and assistants

Post-secondary teaching and research assistants

Business development officers and marketing researchers and
consultants

Lawyers

Recreation, sports and fitness program supervisors and consultants -
Emerging

Social policy researchers, consultants and program officers - Emerging

Social workers

Ministers of religion

Social assistance
Nursing and residential care facilities

Social assistance
Other services (except public administration)

Elementary school and kindergarten teachers
Educational counsellors - Emerging
University professors

Educational services

Professional, scientific and technical services
Educational services

Transportation and warehousing

Wholesale trade

Professional, scientific and technical services

Amusement, gambling and recreation industries
Other services (except public administration)

Public administration
Other services (except public administration)

Social assistance
Nursing and residential care facilities
Ambulatory health care services

Religious, grant-making, civic, and professional and similar organizations

Table 37 — Demand Highlights, Occupational Cluster F, Niagara, 2009-2012

Occupations in art, culture, recreation and sport (F)

Program leaders and instructors in recreation, sport and fitness (e.g.
lifequards, fitness instructors, golf instructor, recreation program
leader)

Graphic designers and illustrators

Authors and writers - Emerging

Professional occupations in public relations and communications

Library and archive technicians and assistants - Emerging
Painters, sculptors and other visual artists - Emerging

Film and video camera operators - Emerging

Sectors, particularly in. ..

Amusement, gambling and recreation industries
Accommodation services
Nursing and residential care facilities

Printing and related support activities
Professional, scientific and technical services
Publishing and information services

Performing arts, spectator sports and related industries

Publishing and information services
Other services (except public administration)

Performing arts, spectator sports and related industries

Professional, scientific and technical services

Publishing and information services
Educational services

Performing arts, spectator sports and related industries

Publishing and information services
Motion picture and sound recording industries
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Table 38 — Demand Highlights, Occupational Cluster G, Niagara, 2009-2012

Sales and service occupations (G)

Light duty cleaners

Cooks

Janitors, caretakers and building superintendents

Specialized cleaners

(asino occupations
Sales representatives, wholesale trade and retail trade

Occupations in travel and accommodation

Security Guards

Police officers and firefighters

Estheticians, electrologists and related occupations - Emerging

Pet groomers and animal care workers - Emerging
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Sectors, particularly in. ..

Accommodation services

Administrative and support services
Amusement, gambling and recreation industries
Nursing and residential care facilities

Hospitals

Other services (except public administration)

Accommodation and food services
Nursing and residential care facilities

Educational Services
Accommodation services
Administrative and support services

Repair and maintenance
Retail trade
Administrative and support, waste management and remediation services

Arts, entertainment and recreation
Retail and Wholesale trade

Food counter attendants, kitchen helpers and related occupations
Food and beverage servers
Accommodation services

Administrative and support services
Amusement, gambling and recreation industries
Accommodation services

Public administration

Local, municipal and regional public administration

Personal and laundry services
Retail trade

Personal and laundry services
Arts, entertainment and recreation
Retail trade



Table 39 — Demand Highlights, Occupational Cluster H, Niagara, 2009-2012

Trades, transport and equipment operators and related occupations (H) Sectors, particularly in. ..
Truck transportation

Truck drivers Wholesale trade
Construction
Construction

Construction trades helpers and labourers ) .
Transportation and warehousing

Repair and maintenance
Automotive service technicians Motor vehicle and parts dealers
Transportation and warehousing

Construction

Residential and commercial installers and servicers - Emerging Retail trade

Construction

Electricians (except industrial and power system) A R g A e e T

Local, municipal and regional public administration

Public works and maintenance labourers S . .
Administrative and support, waste management and remediation services

Furniture and related product manufacturing

(abinetmakers - Emerging Construction

Refrigeration and air conditioning mechanics - Emerging Construction

Fabricated metal product manufacturing
Structural metal and platework fabricators and fitters Primary metal manufacturing
Transportation equipment manufacturing

Roofers and shinglers - Emerging Construction
Construction
Gas fitters - Emergin i
9ing Utilities
Construction

Plasterers, drywall installers and finishers and lathers - Emerging Building material and supplies wholesaler-distributors

Construction

(able television service and maintenance technicians - Emerging Broadcasting and telecommunications

Table 40 — Demand Highlights, Occupational Cluster |, Niagara, 2009-2012

Occupations unique to primary industry (1) Sectors, particularlyin. ..

Administrative and support services
Landscaping and grounds maintenance labourers Heritage institutions
Accommodation services

Farms

Nursery and greenhouse workers o
yandg Farm product wholesaler-distributors

General farm workers
Farmers and farm managers Harvesting labourers - Emerging
Farms

Table 41 — Demand Highlights, Occupational Cluster J, Niagara, 2009-2012

Occupations unique to processing, manufacturing and utilities (J) Sectors, particularlyin. ..

Food manufacturingo
Labourers in food, beverage and tobacco processing Beverage and tobacco product manufacturingo
Food, beverage and tobacco wholesaler-distributors

Furniture finishers and refinishersEmerging Furniture and related product manufacturing
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& Labour Force Supply Trends

This section looks at two basic sources of labour. The first includes those who are not currently employed and
or significantly under-employed, and the second basic source takes into account prospective new entrants.
More specifically, labour supply trends reviews recent patterns pertaining to regional unemployment and so-
cial assistance, secondary and post-secondary enrolment and graduation, and apprentice registration. It also
touches upon labour supply and labour market information challenges and opportunities, from the perspec-
tive of regional job seekers.

UNEMPLOYMENT AND SOCIAL ASSISTANCE PATTERNS

Unemployment and Social Assistance are on the Rise

The two major streams of social assistance in Ontario are Ontario Works and the Ontario Disability Support Program.
In 2008, approximately 15,000 people received some form of social assistance in Niagara, which represented a 3%
increase over 2007. Approximately 40% received support through Ontario Works and 60% through of the Ontario
Disability Support Program. Typically, about 75% of Ontario Disability Support Program recipients are single adults;
for Ontario Works, single adults have typically represented approximately 50% of all recipients, though recent trends
show their numbers increasing.

Almost 40% of Ontario Works'Recipients are Sole Support Parents>®

Recent layoffs and business closures have led to increasing unemployment levels. See Table 42, below, to see Niagara’s
recent labour force performance characteristics. Note the dramatic increase, over the year, in the monthly unemploy-
ment numbers, and an estimated annual unemployment rate of 7.4% for 2008, which represents an increase of 1.4%
over 2007. Increasing unemployment levels are expected to translate into a growing demand for support, with the
number of social assistance recipients projected to reach over 16,000 by the third quarter of 2009.%°

Table 42 — Labour Force Characteristics, Niagara CMA, 2008

Labour Force Characteristics January April uly December 2008
(adjusted)”  (adjusted)  (adjusted)  (adjusted) (estimated)

Population, aged 15 and over 3287 328.8 329.2 329.8 3293
Labour Force 212.8 2149 213 213.5 213.2
Employment 199.6 200.8 202 194.7 197.4
Unemployment 13.2 14.1 198 18.7 15.8
Participation rate 64.7 65.4 64.7 64.7 64.7
Unemployment rate 6.2 6.6 7 8.8 7.4

Employment rate 60.7 61.1 60.1 59 59.9

Source: Statistics Canada, Labour Force Survey; Monthly data for CMA are seasonally adjusted
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SECONDARY SCHOOL GRADUATE PATTERNS

Graduate Projections Point Toward a 9% Drop in Annual Secondary Enrolment by 2012

In 2008, there were approximately 24,000 students enrolled in Niagara’s 32 secondary schools, and approximately
4,000 students completed their studies and graduated. Enrolment projections point toward a 9% drop in annual
secondary enrolment by 2012. The projections would thereby suggest that the annual number of regional secondary
graduates would decrease to approximately 3,600 by 2012.52

POST-SECONDARY GRADUATE PATTERNS

Post-Secondary Graduate Numbers Have Risen Dramatically in Recent Years; Enrolment Trends Suggest a
Levelling-Off in the Near Future

Full-time enrolment levels at Brock University have consistently ranged between 13,000 and 14,000 over the past
three years and reflect significant growth since 2000, when full-time enrolment stood at approximately 7,200 students.
Niagara College has also experienced significant growth in its full-time enrolment numbers, with the number of
students hovering between 6,100 and 7,100 in recent years. This represents more than a 35% growth in full-time
enrolment since 2002.

Brock University awarded approximately 3,800 undergraduate degrees and 430 graduate degrees in 2008, which
represents more than a 66% increase since 2000. Bachelor of Arts Degrees typically represent 40% to 45% of all
Bachelor-level degrees awarded. Bachelor of Science Degrees typically represent approximately 10% of the Bachelor-
level degrees awarded by Brock University annually. Two additional, popular options include Bachelor of Education
(17-19%) and Bachelor of Business Administration Degrees (8-9%).

Over the past three years, Niagara College has annually awarded approximately 2,500 post-secondary diplomas/
certificates. Niagara College offers more than 90 diploma and advanced level programs at campuses throughout the
region. Areas of specialization include hospitality and tourism, technology and community safety. In recent years,
major graduating streams have included: Police Foundations; Culinary Management; Educational Assistant; Business
Sales and Marketing; Auto Service Technician; Hospitality Management; Dental Assisting; Broadcasting - Radio,
Television and Film; and Personal Support Worker.

Chart 50 illustrates recent graduate patterns for Niagara's two leading post-secondary institutions. Please note that
the university and college grad numbers do not include continuing education certificates.

Chart 50 - Post Secondary Graduates, Niagara Region, 2000-2008
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APPRENTICE REGISTRATION PATTERNS

New Apprentice Registrations Rose Dramatically From 2001 to 2007

Niagara saw a dramatic and consistent rise in its annual number of new apprentice registrations over the 2000 to
2007 time period. From a low of 409 new registrations in 2001, to a high of 926 new registrations in 2007, Niagara’s
apprenticeship system experienced a 126% growth in its annual number of new apprentice registrations. During
this seven year period, a total of 5,120 new apprentices were registered. Chart 51 illustrates the number of new
registrations per year for the years 2000 to 2007.

Chart 51 - New Apprentice Registrations by Year, Niagara Region, 2000-2007
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Four trades (automotive service technician, hairstylist, construction electrician and cook) account for over half of all
new registrations during the 2000 to 2007 period, and ten trades account for 75% of all new registrations. The ten
trades with the highest number of new registrants during the 2000-2007 time period are listed in Table 43.

Most of the growth in the trade of horticultural technician occurred in 2006 and 2007, with 100 of its 143 registrations
falling within this two year period.

There are also four trades whose increasing numbers sug-
gest a growing interest in the apprenticeship training

pathway for their specific occupation. These four emerging Table 43 —Top Ten Trades, Niagara, 2000-200/

trades include cabinetmaker (76), early childhood educator  EFS N # of Registrants,
(59), water meter installer (55) and educational assistant ALBGAL
(39). Chart 52, on page 70, shows how their numbers have  Automotive Service Technician 1,044
grown from 2000 to 2007. Hairstylist 733
Cook 702
As of S etptembter: 1,N %008 th;re Yvere rgore thar‘I 4'(10? a1Ct7i;)/g Electrician - Construction & Maintenance 334
apprentices in the Niagara Region and approximately 1,
employer sponsors. © The 2002 NTAB study, entitled Skilled General Carpenter 199
for Life, provided a comprehensive profile of Niagara’s _Horse Groom 195
journeypersons by age and gender. It showed that the  Truck& CoachTechnician 174
largest percentage of the region’s journeypersons was  Plumber 167
between 40 and 49 years of age, that less than 10% were ganeral Machinist 148
under 35 years of age and that only 8% were female. Recent .\ o ipot i 3

anecdotal estimates from the Ministry of Training, Colleges el T T e T T Tl T
and Universities suggest that little has changed since the 0¥ 0L e TEJIZIONS In 0P e races :

release of the 2002 study. Source: Ministry of Training, Colleges and Universities, 2008
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Chart 52 - Emerging Skilled Trades, New Apprentice Registrations, Niagara, 2000-2007
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Rise in New Apprentice Registrations Led by the Service Sector

Niagara’s dramatic rise in its annual number of new apprentice registrations over the 2000 to 2007 time period
has been led by the service sector trades’ cluster. With more than 2,100 new registrants, the service sector cluster
accounts for 42% of all new registrations. New registrations in the construction and motive power sectors also rose
consistently throughout the 2000 to 2007 time period. Although the industrial sector had the fewest number of
new registrations, it showed increased strength from 2005 on. Table 44 outlines the annual number of registrations
by sector and Chart 53 illustrates these data trends graphically.

Table 44 — Apprentice Registrations by Sector, Niagara, 2000-2007
Sector 2000 2001 2002 2003 2004 2005 2006 2007 2007-2000

Construction 86 67 74 19 137 148 175 166 972
Industrial 58 28 4 45 49 109 69 86 480
Motive Power 154 125 150 189 192 248 207 250 1,515
Service 164 189 172 219 223 345 417 424 2,153
Totals 462 409 437 572 601 850 868 926 5,120

Source: Ministry of Training, Colleges and Universities, 2008

Chart 53 - New Apprentice Registrations by Sector, Niagara, 2000-2007
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LABOUR SUPPLY CHALLENGES AND OPPORTUNITIES

In an effort to better understand the needs of Niagara’s local labour, a small sample of job seekers were asked to
tell us about their recent job search initiatives, use of labour market information and career goals. A total of 77 job
seekers participated in the survey. A brief summary of the survey findings can be found below.

Word of Mouth and Job Boards/Internet Deemed Most Effective Job Search Methods

Approximately 85% of the respondents indicated they had searched for a new job at some point within the past twelve
months, with most using a variety of methods when looking for a new job. The most popular methods included job
boards/Internet; word of mouth; advertisements in newspapers and/or trade journals; local employment agencies;
business websites and job/career fairs. The methods that respondents deemed most effective were word of mouth
and job boards/ Internet. Other methods deemed somewhat effective included local employment agencies, job/
career fairs, and advertisements in newspapers and/or trade journals.

Federal Government Websites/Publications Most Used Sources of Local LM|

Job seekers use a variety information, tools and services in making decisions about the jobs they are seeking. The
top four include job description information/ occupational and skill profiles; job/resume banks; wage rates and
benefits; and employer websites. They also access, though to a lesser extent, licensing/credential requirements and
employer databases/links. By far their most frequently cited source for labour market information, with over 70% of
respondents citing this source, is federal government websites/publications, such as Business Service Centres, Job
Futures, HRDC, Industry Canada, Service Canada, and Statistics Canada. It was followed in popularity by colleagues
(37%); provincial government websites/publications (28%); educational institutions (25%); and professional associa-
tions/unions/ employee associations (19%). More than 27% reported they found the information, tools or services
they used in helping conduct their job search to be very useful and 54% reported it was only somewhat useful. Just
under 1in 5 (18%) indicated the information, tools or services they used were not useful in their search for a job.
The primary reasons the information, tools or services were not deemed very useful by respondents included the
lack of detailed information and the need for more assistance. Respondents provided a number of comments and
suggestions about improving the quality of labour market information, tools and services. Selected comments and/
or suggestions follow.

«  More timely and accessible, don’t have to spend hours researching

« Theinformation found is not a problem, but nothing helps anybody to find a decent job in this region

« Iflcould find a subsidy for my age or disability or | could find useful assistance to start my own company
- To be better sorted, there is not enough info about Federal & Provincial government jobs

«  Service providers must be accessible by available transportation

«  Have more books on what'’s going on, where to find information and work

«  Provide more details about jobs

« Update postings regularly

«  Better description, people hiring for what you know rather than who you know

«  Website could be more user friendly, easier to navigate

«  There have been several instances where | would have made a good candidate for (re)training programs but was
not qualified to attend

Almost 53% of the respondents reported they had received assistance from someone else to locate, access, or work
with and interpret the information they found; 47% did not receive any assistance. The top two sources of assistance
were job developers and friends, relatives and/ colleagues. Those who did receive assistance were more likely to
deem the information, tools or services to be very useful.
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Internet is the Most Preferred Format for Local LMI

Over 70% of respondents indicated it was important they have access to information on labour market and job trends
that is specific to Niagara. Their preferred format to access labour market information included Internet (85%), print
(51%), and in-person presentations/ discussions (40%).

A Lack of Suitable Job Opportunities Most Significant Barrier

Respondents were asked which factors may be hindering them from getting a job and/or a better job. The most
significant factors cited were: a lack of suitable job opportunities (61%); a lack of adequately paying jobs (43%); a
lack of transportation (26%); career indecision (20%); and a lack of accessibility to relevant training/ education (20%).
Factors deemed to be somewhat of a hindrance included career indecision (36%); a lack of related work experience
(34%); a lack of adequately paying jobs (32%); and my age (24%).
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L.ocal Labour Market Information
Framework

Arguably, Canada has developed one of the most enviable national labour market information systems in the
world. Statistics Canada, Human Resource and Social Development Canada, two of the leading players, produce
a wide and comprehensive range of labour market information. Such information is intended to contribute
positively to the functioning of the labour market. But is it easily accessible? Can users interpret and draw
meaning from its content? Does it help people make informed decisions? The basic premise underlying these
questions is that labour market information must fundamentally serve the decision making needs of job seekers,
students, employers, intermediaries and educators. Yet much of what is made available appears to be targeted
more to policy makers and academics. Much of what is disseminated is fragmented.

Section 3 introduces a framework designed to make labour market information more accessible, more meaningful
and more useable. Itis expected that it will be further refined by Niagara Workforce Planning Board and incorporated
into the Integrated Local Labour Market Plan. The framework specifies the focus, audience, content, dissemination
options and governance requirements for an accessible local labour market information resource.

An effective local LMI framework focuses upon the compilation of provincial and national level data and informa-
tion, collection and processing of local data and information, and the synthesis and dissemination of this data and
information. Its content should include both quantitative and qualitative data/information about the past, present
and future composition and characteristics of the local economy and labour force.

FOCUS OF A LOCAL LMI RESOURCE

Local LMI Needs to be Made More Accessible, Meaningful and Useful to its Primary Audiences, Particularly Job
Seekers, Students and Employers

There is an abundance of labour market information available to Canadians. Much of it is readily accessed by secondary
users, such as academics, government and educators, who certainly play a vital role in analyzing and responding to
identified needs. However, it can have much greater value if it is made more accessible, meaningful and useful to
its primary audiences, particularly job seekers, students and employers. Career and employment service providers
could also be included in this primary user group because of the critical role they can play in helping interpret LMI.
The information has to go beyond the collection and presentation of generalized data; it has to be practical and
enabling. A model that was put forward in 2003 by the Forum of Labour Market Ministers offers some insight to
making LMI more valuable. It divides and ranks LMl into four stages, and relates each stage to its associated actions
and results.®* Figure 1, illustrates the value adding stages of their model.

Based upon this value added model and the needs of primary users, three core principles are proposed as the focus
for developing a local labour market information source. An effective local LMI needs to be made more accessible,
more meaningful and more useful. LMI has to be accessible to both primary and secondary audiences. For primary
audiences in particular, this means it should be available for free, accessible on and off-line, easy to navigate, and
easy to read.

LMI has to be meaningful to the primary users and it needs to be presented in a manner that fosters personal meaning.
For example, job seekers need to be able to relate accessed labour market information to their own experience, and
their own knowledge of the occupations, industries and support mechanisms within their community.

LMl also has to be useful to its primary users. It should be presented in a manner which fosters and enables users to
make good decisions. Useful LMl enables job seekers and students to make sound decisions about career pathways,
education and training requirements, and job search strategies and supports. Useful LMl enables small employers
to make sound decisions about attracting, developing and engaging employees.
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PRIMARY AUDIENCES FOR A LOCAL LMI RESOURCE

The primary audience for a local labour market resource includes at least four segments. Most obviously, it includes
job seekers and students. Job seekers and students can use local LMI to help them make informed decisions about
their work futures. For example, to help choose career directions, identify occupations that will be in demand,
what they can expect to be paid and

the educational requirements for each Figure 1%
occupation. The Value Adding Stages of LMI
Businesses can also be primary users of Action Result

local LMI. For example, they can use local
LMI to help them make decisions for mar-
keting, determining the available labour
pool, hiring and training staff, paying
wages or expanding their businesses.

Inform,
make accessible
and disseminate

A fourth primary user includes organiza-
tions that provide services to job seekers,
students or businesses, such as employ-
ment service providers, career and/or
guidance counsellors, and economic/
community developers.

Analyse,

Value Added

CONTENT OF A LOCAL LMI RESOURCE

The content should consist of a common core of LMI, which would be of value to the various audiences, and a more
audience-specific content which would be driven by the information and decision-making needs of individual audi-
ences. A preliminary outline of content is listed below. It is suggested that a representative sample of users make
the final selection of the content to be included in the local LMI resource.

Table 45 - Preliminary/ lllustrative Outline of Content Areas

Participation, Employment and Unemployment Rates Employment Trends by Industry
Labour Force Trends Labour Force Demand Trends
Population Characteristics Labour Force Supply Trends
Economic Activity by Industry Income Trends
Infrastructure and Investment Earnings by Occupation
Regional/ Industry GDP Education and Training Resources
Business Patterns by Industry Business Directories

Job Seekers Employers

Industry Profiles
Occupational Profiles
Projected Employment Prospects by Industry
Projected Employment Prospects by Occupation
Job Vacancies/ Employment Opportunities

Wage Rates by Industry/ Occupation
Attract, Develop & Engage Employees
Labour Legislation
Adjustment and Layoff
Investment/Tax Incentives

Intermediaries — Employment Support/ Service Providers Intermediaries — Business Support/Service Providers
Intake and Assessment Support Services
Support Services Expansion/ Growth Planning
(areer/ Educational Planning Marketing & Export
Job Retention/ Advancement Business Development/ Advisement

Sector Support/ Advocacy
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DISSEMINATION CONSIDERATIONS FOR A LOCAL LMI RESOURCE

There are many different ways of disseminating LMI. A few common examples include the following.

- National/Provincial Web Sites
«  Periodic Compilation Reports
« Electronic/Print Newsletters

+  Presentations

«  Educational Seminars

«  Online Tutorials

« Local LMl and Services Portal
«  Social Networking and LMI

Some of the methods cited above are already available, notably the first three, others may have been available
sporadically in the past or have never been available. The selection of distribution methods will largely be influenced
by the resources which can be accessed, particularly the financial resources. A feasibility assessment of the various
dissemination options is well beyond the scope of this study, however, some basic accessibility and effectiveness-
related considerations are briefly put forward below, based upon the findings from the study’s employer and job

seeker surveys, interviews and group discussions.

The first consideration relates to the various options and deci-
sions affecting accessibility. Audience access may be affected
by how, when and what information is disseminated, and who
disseminates the information. Figure 2 highlights some of these
basic considerations. Itillustrates a simple continuum of options
pertaining to five basic factors which may affect the accessibility
of an LMI resource.

Each of the five basic factors sits at heads each band; options
are listed below in italics. ‘Channels’ refers to the methods of
dissemination. Some of the most apparent options include
in-person presentations and educational seminars for example;
print-based reports and newsletters or bulletins; and web-based

Figure 2 — Accessibility Factors
Channels
in-person - Print-based - Web-based
Timing
Periodic — Continuous
Depth
Shallow - Deep

Width

Narrow - Broad

Currency
Weekly —-Monthly - Yearly

resources. ‘Timing' refers to the frequency of distributing the data and information, and may range from periodic
releases to continuous or ongoing availability of and accessibility to LMI data and information. ‘Depth’refers to the
level of rigor or detail of the LMI content. ‘Width'refers to the range in the type of data and information to be included.
And ‘Currency’ refers to the regularity of updates to the source content.

Figure 3- Key Factors Influencing Effectiveness
of Dissemination Initiatives®
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A second critical consideration relates to the effectiveness
of the dissemination strategies. There are two fundamental
roles involved in any dissemination process, namely the role
of information provider and the role of information recipient.
How well these two roles are able to relate is essentially what
determines the effectiveness of the dissemination process. In
order to gauge the effectiveness and/ or projected effective-
ness of dissemination methods, consider whether the selected
method will lead to an increase in the recipient’s knowledge and/
or skills; a change in the recipient’s attitude; and/ or a change
in the recipient’s behaviour. Ultimately, the model proposed
in this report is directed toward enhancing the capacity for
recipients to make effective decisions using the labour market
information they've accessed.

Figure 3 suggests there are three key factors that influence the
success of dissemination initiatives. It also illustrates the intercon-
nectedness of the factors. Each factor is briefly described.



Directing Data and Information to the Intended Audiences

Information providers must make a concerted effort to understand their intended audiences, and consider what
affect the cultural, socio-economic, attitudinal, and knowledge and skills’ characteristics of their intended audiences
will have upon the success of dissemination initiatives. By incorporating an understanding of the intended audience
into the process of selecting their media and methods of disseminating information, providers can greatly enhance
the effectiveness of their initiatives.

The Role and Use of Opinion Leaders Who Can Influence the Intended Audiences

Leaders who are recognized and respected in the community will have a greater capacity to garner recipient interest
and influence behaviour, than unrecognized individuals. Theories of information diffusion, social cognition and
social marketing also stress the importance of alike communication: meaning that communication is more effective
in situations wherein the information provider and recipient share similar demographic attributes.®”

The Capacity of Recipients to Act Upon New Data and Information

Efforts to influence the capacity for recipients to access, interpret and act upon information must address both
intrinsic and extrinsic variables. For example, extrinsic variables critical to developing recipient capacity include
recipient involvement in the dissemination process, their prior interaction with the data and information, and their
perceived relevance of the data and information. Related intrinsic elements include recipients’ recognition of the
need for new knowledge and skills, their preferred style of seeking information, awareness of data/ information
source and willingness to change.

The factors and variables briefly outlined above will be most effective if implemented as an integrated strategy.
Used in isolation, effectiveness will be much reduced. Accordingly, for the information provider, the dissemination
methods should be matched to the intended audiences, and opinion leaders should be selected and utilised as a
resource in the strategy. The most favourable conditions for effecting recipient change can be created by involving
participants in the dissemination process, and by utilizing a variety of dissemination methods and including personal-
ized support strategies. For information recipients, similarly, the perceived relevance of the data and information
can be influenced by opinion leaders and the information directed at recipients should reflect their cultural and
socio-economic characteristics. Also, recipients’ prior involvement with the information and in the dissemination
process will enhance their willingness and capacity to change behaviour. ¢

Other considerations not discussed above, yet possibly well worth exploring, involve the use of social networking to
not only disseminate, but also to facilitate more dynamic interactions and opportunities. Consider, for example, the
pervasive and enduring importance both job seekers and employers place upon personal networks in matching labour
demand and supply. Could the application of today’s widely available and accessible web-based social networks
serve as an effective means of sharing LMI and building individual capacity? Could it do even more by opening an
avenue to enhance the collection, accessibility, quality and utility of local labour market information?

GOVERNANCE REQUIREMENTS FOR A LOCAL LMI RESOURCE

Governance refers, in this context, to the process of effectively defining, establishing and managing a local labour
market information resource. One particularly challenging component of governance relates to managing and
building the capacity to maintain and sustain an effective resource. Another challenge faced by Niagara, as in many
communities, is the vast array of stakeholders involved in the dissemination of labour market information. Of course,
this can also be viewed as an opportunity... an opportunity to expand capacity through collaboration.

Identifying specific players may be difficult until the Ministry of Training, Colleges and Universities completes its
current review of programming delivery providers. Decisions about the precise content of a local LMI resource will
also affect which players to involve. At this time, it will be the responsibility of Niagara Workforce Planning Board to
explore and initiate dialogue. A preliminary scan of local stakeholders does tip toward some logical starting points,
such as Information Niagara, 211 Niagara, Business Education Council and the Niagara Research and Planning Council,
just to list a few potential partnership pathways.
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| O Immediate Actions and Considerations

Study findings point toward three critical labour force development opportunities. First, due largely to the
shifting composition of the local economy, Niagara faces an impending jobs-skills disparity. The decline in
specific industries coupled with gains in very different industries will continue to challenge Niagara's labour
force over the next three years. Transitioning displaced workers from long held jobs to new ones can be a very
long and challenging process.

Secondly, since 2000, Niagara'’s labour force has experienced a dramatic increase in the participation and employment
levels of individuals aged 55 years or older.®® The higher percentage of older workers has many implications for
businesses. Older workers historically have tended to possess lower levels of education and tend to be less mobile
across jobs, occupations, industries and regions. Learning, performance and succession planning are all significantly
correlated with age. And therefore, older workers incur much greater costs when they do ‘move’across the various
boundaries.”

Thirdly, the majority of Niagara businesses are small and this trend is becoming further entrenched. There are currently
more than 25,000 businesses in the region. Of that total, 12,000 have employees, and 55% of the firms with employees
employ fewer than 5 people, 73% employ fewer than 10 people. Also, over the 2001 to 2007 timeframe, Niagara'’s
share of businesses with 500+ employees remained flat, while Ontario experienced a 19% increase in its number of
firms with 500+ employees.”" Income data also reinforces that Niagara is becoming a region of entrepreneurs. From
2001 to 2006, Niagara experienced a 25% increase in the number of earners reporting self-employment income.
During this same period of time, Ontario saw only a 3.5% rise in the number of earners reporting self-employment
income.”

There is Both the Need and Readiness for an Integrated Local Labour Market Plan

A mismatch between available labour and skills, and demand for specific labour and skills requires regional-level
attention. While many of Niagara’s small businesses may recognize the importance of effective human resource
development processes, many do not have the capacity to independently develop a skilled workforce. As businesses
mature their need for a more structured and strategic approach to developing their human resources also grows. Yet
many regional businesses simply lack the financial and human resource planning expertise to help their businesses
develop.

Recent dialogue in Niagara about the prospect of developing an Integrated Local Labour Market Plan has been
promising. The time for action is now.

Immediate actions and specific considerations are presented below. Action items 1-4 are principally, but by no
means exclusively, directed to Niagara Workforce Planning Board (NWPB), and in particular to its Integrated Local
Labour Market Planning Committee. NWPB’s role with respect to action item #5 (Extend regional education and
training capacity), may be less directive and more facilitative. Proposed actions and considerations are based upon
the findings articulated in this report and the lessons learned through a prior scan of various workforce development
initiatives.”

ACTION ITEM 1

Use the Findings of this Study as the Foundation for Future Labour Market Planning and Decision Making

Build upon the report findings by linking and relating findings to other community and business development
planning initiatives. Identify key priorities, opportunities for success, and resource capacity and requirements.
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ACTION ITEM 2

Establish a Local LMI Resource, Using the Framework Presented in This Study as a Starting Point.

Considerations

Timely and accurate knowledge of the labour market provides a competitive edge. Being connected enhances the
capacity, for example, of:

«  Business owners to recruit and retain employees and seize opportunities for growth

« Job seekers to make effective career transitions

«  Career/ employment service providers to counsel and guide

+  Educators and labour to develop demand-driven training and education programs

«  Government officials to develop policies and legislation that supports the needs of employers and workers.

Work toward the highest value added stage of the framework, which could be summarized as enabling job seekers,
employers, intermediaries and educators to access and use current LMI and make informed decisions.

ACTION ITEM 3

Promote and Nurture the Integrative Capacities of Service Intermediaries.

Intermediaries are organizations/agencies that provide some element of workforce development services to job
seekers and/or employers.”* Committed intermediaries play a crucial role by providing participants and/or employers
with extensive case management and support over an extended period of time because for far too many workers,
the challenge of achieving long-term employment suggests that getting a job much is easier than keeping a job.”
Intermediaries can also play the pivotal, yet often overlooked, roles of monitoring the effectiveness of processes and
outcomes, and adapting programs and services accordingly.

Considerations

Map community assets to gauge service strengths and gaps, and inform the design of integrated, demand-responsive
partnerships. Various inventory sources already exist to facilitate the process, including NWPB'’s Inventory of Programs
and Services (IPS) and Information Niagara’s database. A community inventory should also consider provincial and
national assets. For example, there are approximately forty national sectoral associations that provide a wide spectrum
of workforce development services, including career awareness, job banks, occupational standards, occupational
certification, training and youth initiatives.

Identify partnership opportunities based upon promising asset coalitions and workforce demand priorities. Facilitate
adialogue with intermediary organizations to secure commitment to the development of comprehensive workforce
development initiatives.

Develop the collaborative capacities of intermediaries through training, demonstration and practice. Establish an
integrated, regional, cross-organizational job development process. Facilitate the design of comprehensive (integrated
and multi-service) workforce development initiatives using the criteria set out in the NTAB report entitled It Takes a
Community to Develop a Workforce.

Develop a series of workforce development guides. Examples of guides directed toward supporting the work of
employment service intermediaries include the following:

«  Organizing community partnerships for workforce development
«  Engaging Employers

ACTION ITEM 4

Engage and Support Employers on Their Terms

Considerations

Involve employers in decisions and processes that pertain to developing the local, existing and future labour force.
Do it primarily on their terms; meaning reach out to them; attend and participate in their sector specific initiatives
and meetings, respect time commitments and focus upon clearly defined opportunities.
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Strive to secure employer champions for specific labour force development initiatives. Employer focused partnerships,
under the tutelage of local employer champions, are demand-driven. They promote strong connections to employers
who can provide participants with access to work experience and training, and pathways to liveable wage careers.

A focus upon sector-based partnerships, with training embedded in industry-wide standards, rather than narrow
job-site skills, facilitates successful partnerships for both participants and employers. Access to, and the support of,
established leaders and influencers is absolutely essential to the success of initiatives. The functions of a industry-
focused partnership could, for example address the following: the development of new curricula; monitoring industry
trends and assessing needs; creating skills standards as needed; facilitate workplace learning; promote industry-related
entrepreneurship; conduct global benchmarking; advance cooperation among all levels of the education system; host
and deliver complementary services; and establishing a clearinghouse for industry information and resources.”

Develop a series of workforce development guides. The widely accepted reception of NTAB's ‘making cent$ of
apprenticeship’guide, which was released a couple of years ago, suggests an environment that is ripe for a series of
short, focused workforce development guides. Exemplary examples include the series of guides produced by the
Workforce Innovation Networks. Guides could be developed for both employers and intermediaries. Guides that
could assist employers with their workforce development needs include the following examples:

+ Hiring, training and advancing front-line workers

«  Collaborative training (Sharing the costs of training with other employers)
« Developing a diverse workforce

+ Interning and mentoring new Canadians

« Attracting and retaining younger workers

« Learning through older workers

Build the ‘business case’ for a diverse workforce. Facilitate the development of demonstration and pilot projects.
Secure two year commitments from influential business executives/owners to support proposed workforce develop-
ment initiatives and the implementation of demonstration and pilot projects. Consider partnering with the Niagara
Immigrant Employment Council and regional chambers to develop workforce development seminars using the
workforce development guides as resource materials, in consultation with chamber staff and member representatives.
Focus upon tangible services and results, and gradually build an employer network through successes.

ACTION ITEM 5

Extend Regional Education and Training Capacity

Niagara’s post-secondary institutions play at least three vital roles in the development of the local labour force and
economy. By developing and delivering appropriate programming they are able to produce skilled labour to match
existing and future demand. Their readiness and success in meeting labour demand also enhances the region’s
capacity to attract new employers and investment. And thirdly, through their research and development capabilities,
they provide and support effective innovation and technology transfer.

Considerations
Labour force training is really about economic renewal. It is about helping communities and industries adapt.””

The findings from this study suggest a need to extend the regional education and training capacity through col-
laborative partnerships with regional employers, and particularly in the following areas.

«  Entrepreneurial training

«  Financial and human resource coaching for small businesses

«  Specific skills programming related to emerging industries

«  Enhanced support and access to education/ training for displaced workers

«  Promotion of and greater access to prior learning, assessment and recognition

«  Strategies to promote and facilitate effective informal, workplace-based learning

«  Greater awareness of and support to access available training incentives for employers and workers

By extending strategic investments in education and training, Niagara will advance its capacity to successfully adapt
and renew its economy.
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