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Across Canada small towns and rural communities are struggling with a series of labour market challenges. In Perth County,
Stratford and St. Marys, the area’s low unemployment rate is generating significant challenges for local employers in finding, at-
tracting and retaining both skilled and general labour. In some cases, companies are reporting that difficulties attracting labour are
handicapping their ability to grow and succeed in Perth County, Stratford and St. Marys. Though all sectors of the economy have
been impacted by these issues, challenges are particularly apparent in key sectors such as manufacturing, agriculture, construction
and healthcare. 

Nevertheless, despite ongoing labour market challenges Perth County1 also offers significant opportunity to employers and resi-
dents alike. At a time of economic uncertainty throughout Canada the area’s low unemployment rate highlights the underlying
potential and economic vibrancy of the region. Building on this solid foundation, local employers consulted for this study high-
lighted their intentions to hire and grow their businesses locally. 

HELP WANTED – 3,400 POSITIONS TO BE FILLED OVER NEXT 2 YEARS
71% of firms sampled anticipate 
hiring over next 6 months 1,500 positions to be filled
75% of firms sampled anticipate 
hiring over next 18 months 1,900 positions to be filled

The goal of this report is to help employers, individuals, and local service providers in Perth County, Stratford and St. Marys
tackle ongoing labour market challenges while realizing the economic opportunity available in the local area. Some of the chal-
lenges addressed in this report, such as the need to offer competitive compensation, can only be addressed by firms. Others,
such as ongoing skills development and training, implementing local transportation solutions, and fostering better communication
and awareness between service providers and local employers, are ripe for innovative and collaborative solutions that bring to-
gether the public, private, and not-for-profit sectors. 

In preparing this report, the research team undertook a series of data gathering activities including:

• An employer survey of 153 firms intended to assess the labour market challenges facing local employers
• A youth survey of 100 high school students in Perth County, Stratford and St. Marys 
• Semi-structured interviews with 41 local employers designed to develop a more granular understanding of labour  
market challenges facing particular employers, industries, and municipalities

• Three roundtable and focus group discussions which brought together 75 industry and community representatives. 
• This included a construction sector roundtable, a roundtable organized in conjunction with the Multicultural 
Association of Perth-Huron, and a broader industry roundtable

• Review of existing literature from Perth County, Stratford and St. Marys as well as other comparable jurisdictions facing
similar labour market challenges.

Executive Summary

Hospitality, manufacturing
and services sectors 
highest demand

1 Please note that this study examines the labour market in Perth County, Stratford and St. Marys. Where the term “Perth County” alone is used, it is in reference to the geographic Perth
County region.
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The challenges most commonly raised by employers who have participated in this project, either via the online survey, 
interviews, or focus group sessions can be summarized as follows:

1.    A lack of qualified skilled and semi-skilled labour
2.    The need for a coordinated approach to public sector support for employers
3.    Promoting Perth County, Stratford & St. Marys for potential newcomers
4.    Building better linkages between industry and local educational institutions 
5.    Ensuring that local labour market participants have the appropriate hard and soft skills to enter the workforce 
6.    Efforts towards improving transportation options for employees in the region.
7.    In addition, outreach to local firms and industry representatives highlighted specific initiatives and programs private sector 
      leaders feel they need to grow and succeed in Perth County, Stratford and St. Marys. In this context, the final section of this
      report outlines a detailed series of action items drawn from the research process and ongoing discussions with employers,
     service providers and community stakeholders. Implementing these solutions will require engagement with industry and 
      employers as full partners both in specific projects as well as long-term planning and monitoring efforts. 

IN-DEMAND OCCUPATIONS
Agriculture                         Farm machinery operators, drivers, seed specialists, general labour

Construction                      Site supervisors, drivers, finishers, skilled trades, labourers

Financial Services               Accountants, bank tellers, investment specialists 

Health and long-term care   Personal support workers, registered nurses, administrative staff

Hospitality                          Front desk personnel, kitchen and restaurant staff

Manufacturing                      Skilled trades, CNC Setters, engineers, welders, millwrights

Not-for-profit                     Early-child educators, personal support workers, fundraisers

Retail                                    Store management, cashiers, drivers

Services                                Customer service, sales executives, IT technicians

Transportation                     Truck drivers, mechanics, administrative staff

• Ongoing collaboration and communication between the research team and partner firms and organizations associated
with the Labour Market Strategy Project

Taken together, this research and analysis provides a cohesive picture of the labour market needs in Perth County, Stratford and
St. Marys. In terms of recruitment, local firms are signaling strong and consistent demand for both skilled and general labour. 
As such, government and industry partners must come together to help individuals succeed in the job market and assist firms 
in meeting their labour market needs locally. 
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A LABOUR MARKET ACTION PLAN – KEY THEME AREAS

Better connecting employers with 
local resources and services • Addressing 
perception issues about specific occupations and 
career paths • A strategy to address labour force 
attraction challenges • IMPROVING SKILLS 

AVAILABLE IN THE LOCAL LABOUR FORCE
• Addressing the gap between youth and local 
employers, and encouraging youth who move 
elsewhere to return • Leveraging collaborative 
and innovative solutions to meet the region’s 

transportation needs

This report is not intended to provide research insights alone. The research component has helped identify 6 key areas of
focus (listed above) for the labour market strategy moving forward in this region. The action strategy section is intended as a road
map for economic development, industry and community partners alike to plan and collaborate to deliver solutions going for-
ward in both the short and medium term. Each action directly addresses the specific challenges identified in the research and
consultations with industry and community partners. The strategy contains a variety of recommendations, tactical strategies and
key community collaborations that will help to contribute to improving the labour market in the region.

For those interested in reading further, Appendix I of the report outlines a series of case studies drawn from other jurisdictions
both within Canada and globally facing a similar array of opportunities and challenges. Appendix II provides a more detailed
overview of the employer survey results, while Appendix III contains the survey tables and Appendix IV provides a more detailed
demographic and labour market profile of Perth County, Stratford and St. Marys. 
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Across Canada small towns and rural communities are
struggling with a series of labour market challenges.
Labour mobility and urbanization are drawing people to-
wards larger urban areas and generating patterns of out-
migration from smaller centres. Factors such as low
population density and under-developed public trans-
portation infrastructure are also acting as a barrier to
training and skills development for those individuals who
remain at home. At the same time, the nature of work
and the economy is changing. In both new and estab-
lished sectors, traditional ‘low skill’ labour jobs are quickly
disappearing. Entry-level and general labour positions in-
creasingly require literacy and digital literacy skills as well
as more advanced ‘soft skills.’2

As a result of out-migration, an aging population, and the
shifting nature of entry level positions areas like Perth
County, Stratford and St. Marys are struggling to fill a vari-
ety of locally available positions. Though all sectors of the
economy have been impacted by these issues, challenges
are particularly apparent in sectors such as manufacturing,
agriculture, and construction. Nevertheless, despite on-
going labour market challenges, Perth County, Stratford
and St. Marys also offer significant opportunity to employ-
ers and residents. At a time of economic uncertainty
throughout the country, the area’s low unemployment
rate highlights the potential and economic vibrancy of the
area. Moreover, respondents surveyed for this study
praised the community amenities and business friendly
environment in Perth County, Stratford and St. Marys and
the area’s high quality of life.  

Over the past
number of
years local
government
and partner
organizations
in Perth County,
Stratford and 
St. Marys have commis-
sioned a series of reports intended to examine the impli-
cation of these inter-related challenges and to identify op-
portunities within the region.  The 2014 Skills Gap study
commissioned by the Four County Labour Market Plan-
ning Board sought to identify labour gaps within the re-
gion and highlighted the need for collaborative solutions3

that brought together community partners to help craft
solutions. At the same time, Migration Characteristics and
Trends report has highlighted the issue of out-migration
among working age individuals.4

At the sectoral level, 2012 Business Retention and Expan-
sion (BR+E) study highlighted sector-specific trends in
agriculture, pointing to farm consolidation and the rising
cost of agricultural land as key challenges in the region,
and pointing towards the need for business development
and creative new initiatives– such as a focus on culinary
tourism and value-added agriculture – to help the realize
the full potential of the sector within the region.5 Finally,
the Perth County Economic Development team, led by
Kristin Sainsbury, continues to reach out to local employ-
ers who have shared their individual experiences with
ongoing challenges in the local labour market.

2 Ontario Literacy Coalition. 2011. “Menial No More: A Discussion Paper on Advancing our Workforce Through Digital Skills.” http://abclifeliteracy.ca/files/Menial_no_more_ESO.pdf 
3 Four County Labour Market Planning Board. 2014. “The First Step: Understanding the Skills Gap in Perth County.” 
4 Four County Labour Market Planning Board. 2014. “Migration Characteristics and Trends.” 
5 Perth County Economic Development. 2012. “Perth County Agriculture and Food BR+E: Survey Findings and Action Plan.” http://www.perthcounty.ca/fileBin/library/economic_develop-
ment/pdfs/bre_agrifood_2012_file.pdf http://www.planningboard.ca/userfiles/file/MigUpdate-Perth-Web.pdf 



The Current Situation in 
Perth County, Stratford and St. Marys 
Population dynamics underpin a number of ongoing labour market trends in Perth County, Stratford and St. Marys. As such, this
section provides s summary of key demographic data, which provides context for the remainder of the report and the recom-
mendations that follow. 

As noted in Figure 1 below, Perth County, Stratford and St. Marys experienced modest population growth between 2006 and
2011, with the population expanding more slowly than in Ontario and Canada as a whole. According to the most recent figures
from Statistics Canada the region, including Stratford and St. Marys, added 768 new residents between 2006 and 2011. The
strongest percentage growth occurred in the North Perth, which added 377 new residents over that period, amounting to an in-
crease of 3.1%. Perth County as a whole added 360 residents over the same period, with modest growth in West Perth (0.9%)
and Perth East (0.4%), but negative population growth in Perth South. The City of Stratford and the Town of St. Marys added
370 and 38 new residents respectively over the same period. In contrast, Ontario and Canada as a whole have seen significantly
higher population growth rates of 5.7% and 5.9% respectively. 

Figure 1 – Population 
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Source: Statistics Canada 2011 Census of Population
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Source: Statistics Canada 2011 Census of Population

6 Four County Labour Market Planning Board. 2014. “Migration Characteristics and Trends.” http://www.planningboard.ca/userfiles/file/MigUpdate-Perth-Web.pdf

Figure 2 – Population Growth

Source: Statistics Canada 2011 Census of Population

In addition to modest population growth, Perth County, Stratford and St. Marys has an aging population as compared to the
provincial average. Figure 3 illustrates the age structure of Ontario in comparison to Perth County, Stratford and St. Marys, as
well as the municipalities and the region as a whole. In Ontario, the population between the ages of 20 and 44 represents the
largest age bracket, followed by the 45 to 64 age cohort. When compared to the Ontario totals, the region has a higher share of
the population in the under 20 bracket, with a lower share falling in the 20-40 category. The region is on par with Ontario with
respect to population between the ages of 45 to 64, with a higher share in the 65+ category. 

Within the region, both St. Marys and Stratford have a lower share of the population in the under-20 category, with a higher per-
centage of the population in the 65+ cohort, a trend that likely linked to net in-migration of older individuals to these areas and
their attractiveness as a destination for retirees.6 According to the Census data, St. Marys has the highest concentration of senior
residents in the region which is also higher than in Ontario as a whole by 5%. In contrast, Perth North, East, South and West all
have higher shares in the under 20 category compared to provincial totals. 

Figure 3 – Population Age
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Migration Characteristics
Consistent with other small towns and rural communities, Perth County, Startford and St. Marys are also experiencing a net-out-
migration of working age individuals. The Migration Characteristics and Trends (2014) report highlighted a broader trend in out-
migration in Perth County among those 25-44 years of age, though the area witnessed a small reversal of the trend in
2011-2012. Moreover, while slow population growth and out-migration highlights the need to attract newcomers to the area,
Perth County, Stratford and St. Marys have been less successful in attracting immigrants and new Canadians than larger urban
areas of the province. Currently, immigrants and temporary residents comprise a significantly smaller share of the total population
in Perth County, Stratford and St. Marys than in Southwestern Ontario and Ontario. In addition, across the region, the share of
the population made up of immigrants and temporary residents decreased between 2006 and 2011. This shift was particularly
pronounced in St. Marys (8.0% to 5.7%) and Perth County (8.1% to 6.8%), though less so in Stratford (11.7% to 11.4%). 

Figure 4 – Percent of the Population Comprised of Immigrants and Temporary Residents

Source: Statistics Canada 2011 National Household Survey 



Labour Force Profile
At the same time, the region and particularly Perth County boasts high-rates of labour force participation and employment com-
pared to Southwestern Ontario and the province as a whole. In 2011, Perth County’s labour force participation rate was
74.1%, representing a small increase from 2009 (73.5%). Though lower than Perth County, labour force participation rates in
St. Marys (68%) and Stratford (68%) are also high compared to provincial totals. The unemployment rate in both Perth County
(4.5%) and the region (5.5%) also remains low. When considering only workers 25 years of age and older the unemployment
rate drops further to 3.1% in Perth County and 4% across the region. The unemployment rate for the broader region of 
Stratford-Bruce Peninsula stood at 5.8% as of April 2015, below the provincial average of 7%. At the same time, the labour
force participation rate for the region was 66.4% compared to a rate of 64.5% across the province.8
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8 Statistics Canada. 2015. “Labour Force Characteristics, Unadjusted, by Economic Region.” http://www.statcan.gc.ca/tables-tableaux/sum-som/l01/cst01/lfss05d-eng.htm 

Figure 5– Labour Force Profile Comparison, 2006, 2009 and 2011

Source: Statistics Canada 2011 National Household Survey 



Industry Demographics
On the industry side, the economy in Perth County, Stratford and St. Marys is comprised mainly of small businesses. As of 2011
there were 7,700 firms active in Perth County, Stratford and St. Marys employing 42,455 people. The majority of these firms are
small businesses, with 89% employing ten or fewer individuals.9 The good news for Perth County, Stratford and St. Marys is that
the majority of employers surveyed for this study indicated their desire and intention to grow, pointing to strong continued de-
mand within the local labour market. 

HELP WANTED – 3,400 POSITIONS TO BE FILLED OVER NEXT 2 YEARS
71% of firms sampled anticipate 
hiring over next 6 months 1,500 positions to be filled
75% of firms sampled anticipate 
hiring over next 18 months 1,900 positions to be filled

Across industries there is significant demand for both general labour and skilled trades. This demand points to the existence of
‘two tracks’ of labour market demand in Perth County, Stratford and St. Marys. On the one hand, employers are struggling to
find, recruit and retain highly skilled individuals, particularly skilled tradespersons, truck drivers, and engineers. At the same time,
manufacturing and construction firms in the region are also struggling to recruit suitable individuals for lower wage general labour
employment. 

IN-DEMAND OCCUPATIONS
Agriculture                    Farm machinery operators, drivers, seed specialists, general labour

Construction                  Site supervisors, drivers, finishers, skilled trades, labourers

Financial Services          Accountants, bank tellers, investment specialists 

Health and long-term care Personal support workers, registered nurses, administrative staff

Hospitality                     Front desk personnel, kitchen and restaurant staff

Manufacturing                 Skilled trades, CNC Setters, engineers, welders, millwrights

Not-for-profit                Early-child educators, personal support workers, fundraisers

Retail                                Store management, cashiers, drivers

Services                            Customer service, sales executives, IT technicians

Transportation                 Truck drivers, mechanics, administrative staff
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Hospitality, manufacturing
and services sectors 
highest demand

9 Stratford SmartCity. “Where’s the Growth? A Few Quick Economic Stats.” http://stratfordsmartcity.ca/2011/03/a-few-quick-numbers/ 



This Study – Approach 
and Methodology 
The methodology employed for this project encompassed three distinct phases:

Review of Relevant Data and implementation of survey to regional employers: The DEEP Centre has reviewed a series of
relevant local/regional sources of quantitative data related to labour market trends for Perth County, Stratford and St. Marys. Sta-
tistics Canada data contained in the National Household Survey, Labour Force Survey and related CANSIM data sources was uti-
lized to build a comprehensive understanding of local labour market conditions. This review of data sources was subsequently
complemented by a review of secondary literature from regional workforce planning boards and local chambers of commerce.
This review of existing data was further built upon with a comprehensive survey targeted at employers across the region, and in
all industries. 

Qualitative Interview Process: The quantitative process described above is complemented with a rigorous qualitative method-
ology aimed at providing a more in-depth understanding of local labour market issues from the perspective of local employers.
These one on one interviews were conducted with selected stakeholders to complement this process, and to further distill,
where necessary, key areas of concern or opportunity. The interview process was supplemented by a series of roundtables con-
ducted with relevant stakeholders, including both industry groups and associated community members. 

Development of Actionable Recommendations: The DEEP Centre has constructed the requisite evidence base for actionable
policy initiatives by providing a review of key municipal/regional talent retention and attraction strategies in a series of identified
jurisdictions. This work provides a breakdown of best practice initiatives in similar jurisdictions and highlights, where appropriate,
how similar initiatives may lend themselves to the challenges facing Perth County, Stratford and St. Marys.
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Key Findings By Industry 
Outreach to employers undertaken for this study found broad-shared concerns among local employers about their ability to find,
attract and retain both general and skilled labour. Although most firms indicated their intent to hire in either the short or medium
term, the majority of firms contacted through the survey, interview, and round-table processes reported hiring and recruitment
challenges. 

Figure 6 – Percentage of Surveyed Firms Planning on Hiring in the Next 6 Months
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INDUSTRY YES Anticipated # of hires in
next 6 months

All respondent firms 71% (82 firms) 1498

Transportation 86% 46

Services 60% 127

Retail 72% 56

Manufacturing 79% 242

Agriculture 75% 41

Construction 100% 5

Government 50% 45

Not for Profit 67% 10

Financial Services 80% 26

Health & Long-Term Care 70% 31

Hospitality 72% 869

71% OF FIRMS PLAN ON HIRING 
IN THE NEXT 6 MONTHS



Figure 7 – Percentage of Firms Planning on Hiring in the Next 18 Months
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INDUSTRY YES Anticipated # of hires in
next 18 months

All respondent firms 75% (85 firms) 1895

Transportation 86% 32

Services 60% 224

Retail 82% 48

Manufacturing 95% 496

Agriculture 58% 112

Construction 50% 2

Government 50% 7

Not for Profit 67% 15

Financial Services 80% 21

Health & Long-Term Care 70% 53

Hospitality 83% 886

Asked to identify the root causes of their challenges, employers pointed to the limited size and quality of the local labour pool.
Across all firms surveyed, 23% indicated that they ‘always’ had a problem recruiting employees, while 61% indicated that re-
cruitment was ‘sometimes’ a problem. Respondents identified a lack of both hard and soft skills among applicants and the diffi-
culty of attracting skilled individuals from outside the region as significant impediments to hiring and, in some cases, as factors
limiting the ability of their businesses to succeed in the area. 

Although Perth County is viewed as offering good amenities and a high quality of life, the distance to major urban centres, a lack
of public transportation, and challenges in offering competitive wages in comparison to larger centres often act as impediments in
attracting talented individuals to the region. Across all sectors and firms surveyed, the average hourly wage for general labour
employees was $15.95, while the median was $15. For management employees the average was $28.60 while the median was
$25.00.

75% OF FIRMS PLAN ON HIRING 
IN THE NEXT 18 MONTHS
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Figure 7 – Skills being Sought over next 18 months by firms hiring

SECTOR
% OF FIRMS 
SEEKING

Top 3 skill sets sought

All respondent firms 66%

Transportation 86% Verbal, Physical/Mechanical, Teamwork

Services 50% Verbal, Teamwork, Social, Organizational

Retail 53% Verbal, Social, Artistic

Manufacturing 80% Physical/Mechanical, Verbal, Math 

Agriculture 75% Agricultural, Physical/Mechanical, Teamwork 

Construction 100% All

Government 50% Verbal, Social, Spreadsheet

Not for Profit 67% IT Related, ECE specific

Financial Services 80% Spreadsheet, IT Related

Health & Long-Term Care 60% Health related, Nursing specific

Hospitality 80% All

Labour Force Q&A 

Q: What type of positions are hardest to fill? A: All respondents: Skilled trades, general labour,
drivers.

Q: What type of programs would best address labour force challenges? A: All respondents:
Skills Training & Skilled Trades Promotion 

Q: Are your in-house training programs sufficient to solve your needs? A: All respondents:
50% No. Need collaborative approach to solve financial/time challenges. 

Most respondents identified skills training and skilled trades programs as the most valuable ways to
boost the quality of the local labour pool and thereby address local labour shortages. At the same
time, firms also report that a lack of time, cost and capacity are impediments to undertaking such
training themselves. Across all sectors, 26% of respondent firms noted that capacity to implement
training programs was a significant barrier, whereas 20% identified planning programs as the most
significant obstacle. 



Manufacturing 
“Finding people is hard, and it is 
getting even harder” – Interview participant 

“Part of the challenge is finding the right appli-
cants, the other part is turnover” – Interview par-
ticipant 

Demand for skilled and general labour remains strong in
the manufacturing sector in Perth County, Stratford
and St. Marys. 79% of firms surveyed anticipate
hiring in the next 6 months, while fully 95%
of firms anticipate hiring within the next 18
months. As a result, employers in the sec-
tor are reporting signs of a tight labour
market and significant competition among
firms to recruit and retain employees. Of
the manufacturing firms surveyed for this
study, fully 96% of firms indicated that hiring
was either “always” or “sometimes” a problem.
A number of respondents in the sector pointed to
the size and quality of the labour pool as their most significant
human resources challenge, with some indicating that opera-
tions are now running continually at a personnel deficit.

According to one respondent, there are now a number of va-
cant positions that simply cannot be filled from the existing
local labour pool and that growth is being dampened by this
lack of labour supply. Asked to enumerate their labour market
challenges, respondents in the sector identified the following as
“major” challenges: 

• Too few applicants 
• Lack of specific skills and training
• Lack of motivation/poor attitude 
• Wage expectations 

Across the sector employers identified math skills, industry-
specific technical skills (AutoCAD, Engineering, and Skilled
Trades) and management skills as the most difficult to find and
recruit. A number of firms interviewed for this study pointed to
issues in attracting high-skilled individuals, particularly in engi-
neering fields. Employers often struggle to attract prospective
employees from Kitchener-Waterloo and London. These firms

generally pointed to a lack of knowledge about the local
area as a significant barrier to recruitment of skilled
professionals from outside the region. 

In addition, respondents reported difficulties in
recruiting for skilled trades and general labour.
For skilled trades, employers noted that the
labour pool was simply insufficient to meet cur-
rent labour market demand. With respect to

general labour, employers noted that it was diffi-
cult to find labour at available wage levels. 

Employers also pointed to concerns about a prospective
employees work history – particularly a lack of experience or
an irregular job record – as significant barriers to hiring under
current labour market conditions. Respondents also noted that
poor interview skills, such as appropriate dress and presenta-
tion, often prevented them from considering applicants, as did
a lack of basic literacy and/or computer skills. 
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What Employers Want

A coordinated approach to public sector support and assistance

Promotion of Perth County, Stratford and St. Marys

Better linkages between high schools and local industry

Training programs on both hard and soft skill development 

A focus on mitigating the region’s transportation challenges

An integrated online portal to promote the region and programs

1

2

3

4

5

WAGES:
Average wage for
general labour em-

ployees was $18.43 per
hour, while the

medium wage was
$16 per hour.

6



AUTO-RELATED MANUFACTURING

Given the overall diversity of the total sample of partic-
ipating firms, there are few sub-sectors (either self-
identified or NAICS) with sufficient sample size to
merit particular attention save for auto-related manu-
facturing. Fifteen such manufacturers are identified in
the sample. 

100% plan to hire in both short and medium term
(260/516 total jobs). 

Retirements are expected to see 129 positions open.

75% of auto-related manufacturing firms note hiring
difficulties.

80% are currently recruiting specific skill sets. 

Skilled trades, Engineers, Millwrights noted as most
needed and most difficult to fill.  

Some employers also noted a problem of constant
turnover, spurred by both the tight labour market and
a lack of manufacturing experience on the part of in-
coming employees. In particular, a number of respon-
dents indicated that individuals transitioning from other
industries into manufacturing – particularly from retail
or food services – are often unaware and unprepared
for the physical demands of working in the sector, lead-
ing to high turnover rates. As a result, some firms are
reluctant to hire individuals without factory experience,
which serves to exacerbate hiring difficulties. These
firms noted that high turnover rates generate signifi-
cant costs and place strain on their ability to train in-
coming staff. 

Labour For general labour, pay and benefits appeared to be a
significant – though not the sole – factor determining the de-
gree of difficulty in recruitment and retention experienced by
firms. Among surveyed firm the average wage for general
labour employees was $18.43 per hour, while the medium
wage was $16 per hour. For smaller firms, labour cost can be
a significant issue. 50% of surveyed firms were implementing,
or were considering implementing, internal changes to address
these difficulties, including but not limited to changes in salary
and benefits packages and internal training. In addition, atten-
dance and absenteeism remain a concern across firms. A sig-
nificant contributing factor, according to interviewees, are
problems stemming from a lack of access to transportation,
whether in the form of a personal automobile or sufficient ac-
cess public transit, as well as seasonal driving conditions. 

Participants pointed to the need for greater information
provision and advertising of existing services, and a stream-
lined system whereby existing or prospective employees
could be referred for training.

Programs  With respect to support programs, a number of
the manufacturing employers indicated their approval and sup-
port for ongoing initiatives. Respondents pointed to support
programs aimed at skilled trades, skills training, recruitment
services and ride-sharing as particularly appealing. In addition,
employers expressed a desire for information on programs to
be more easily accessible to them through a ‘one-stop shop
information portal. Similarly, participants pointed to the need
for greater information provision and advertising of existing
services, and a streamlined system whereby existing or
prospective employees could be referred for training.

A significant contributing factor, according to interviewees,
are problems stemming from a lack of access to trans-
portation, whether in the form of a personal automobile 
or sufficient access public transit, as well as seasonal driving
conditions. 

Transportation On the issue of transportation, one inter-
view participant familiar with the rideshare concept currently
under consideration expressed approval for the project, but
noted that timelines for implementation should be accelerated.
Participants also highlighted the need for better dialogue and
communication between local industry in Stratford and City of
Stratford Transit to improve the services offered to employees,
and suggested the creation of inter-community partnerships to
establish bus services between Stratford and London, Stratford
and Listowel, and Kitchener-Waterloo. 

Regional Promotion In a similar vein, employers often
felt that greater efforts to promote the region would be of as-
sistance to them in recruiting skilled professionals from Lon-
don, Kitchener-Waterloo or elsewhere, and expressed
interested in the creation of a information portal providing de-
tails on the amenities, services, and quality of life benefits of
Perth County, Stratford and St. Marys. Others pointed to the
potential for more aggressive campaigns in major centres, such
as Toronto, to help attract qualified workers to the region.
Focus group participants also pointed to the need to establish
better links between schools and local industry to help em-
ployers better identify and communicate with prospective em-
ployees. Finally, focus group participants also expressed interest
in providing incentives – including financial incentives – to en-
courage people to relocate to the local area in order to ame-
liorate existing labour market demand. 
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Agriculture and 
Food Processing
“It all starts with education” – Interview Participant 

“We have the potential to grow, but we can’t
grow without people”– Interview participant 

The agricultural and broader food services sectors are signifi-
cant economic drivers in Perth County. The sector is currently
experiencing a series of multifaceted human resources chal-
lenges in recruiting and retaining both general labour and indi-
viduals with specific skills. With respect to the former, interview
participants pointed to problems in finding and retaining work-
ers with the appropriate attitude who are willing and able to
undertake work that is often physically demanding. As one par-
ticipant noted, “finding and keeping people is a huge chal-
lenge.” Interview participants also noted that interview skills
and presentation were often barriers in recruiting prospective
employees. 

Of the agricultural firms surveyed for this study, all indicated
that recruiting employees was ‘always’ or ‘sometimes’ a prob-
lem. General labour positions and sales positions are particu-
larly difficult for surveyed firms to fill.  In reference to specific
skills and trades, participants pointed to difficulties, or foresaw
potential difficulties, in recruiting sales specialists, artisanal pro-
ducers, butchers, and truck drivers.  

When asked to enumerate the specific skills hardest to re-
cruit in Perth County, Stratford and St. Marys, respondents
highlighted:

• Agriculture-specific skills
• Mechanical skills
• Information and communications technology skills
• Work ethic 

Across various industry sub-sectors, respondents pointed to a
lack of awareness and misperceptions regarding the nature and
importance of agricultural occupations, particularly among
youth, as a contributor to ongoing challenges. Multiple respon-
dents noted a need to highlight the appealing aspects of agri-
culture not only as a job but also, as one interviewee noted, as
“a career path.” Similarly, focus group participants pointed to
the ongoing “stigma” surrounding agricultural careers, particu-
larly those that do not require post-secondary education. 

A number of discussions centred on improving links between
farms, firms, and local schools as a means of highlighting the
potential of agricultural careers. One interviewee indicated that
he had already undertaken some personal outreach to local
schools, noting both a lack of knowledge but also considerable
interest in opportunities within the sector. Various participants
indicated interest in expanding links with local schools through
information provision or co-op placement. In addition, inter-
viewees pointed to the need to make better use of technology
to promote agricultural careers among youth and to expand
links with existing post-secondary level agriculture programs.
Focus group participants suggested that industry collaborate
with local schools to facilitate bus tours throughout the region
to showcase agricultural opportunities. 

Participants also noted that the perception of agriculture as a
profession and career could be enhanced through the creation
and expansion of agricultural apprenticeship programs. The
creation and promotion of a holistic farming apprenticeship,
which would provide skills to fulfill a variety of roles, was high-
lighted by interviewees as particularly appealing.

On the production side, it was suggested that the Stratford
area expand on the success of Stratford Chefs School, which
has helped the region develop a niche in high-quality cuisine.
One interview participant described the Chefs School as a
“game changer,” in that it helped make “food – good food –
trendy.” To build on this success, it was suggested that the area
move towards establishing additional industry-driven artisanal
programs in cheese-making, charcuterie, preserving and fer-
mentation, and alcohol and bitters. In this vein, Monforte dairy,
located in Stratford, is currently launching its Monforte Dairy
Artisanal Cheesemaking School, the inaugural class of which
will begin in March of 2015. 
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What Employers Want

A coordinated approach to public
sector support and assistance

Promotion of Perth County, Strat-
ford and St. Marys

Better linkages between high
schools and local industry

Training programs on both hard
and soft skill development 

1

2

3

4
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Healthcare 
and Social Services
“Small number of applicants is a big problem”
– Interview participant 

“The PSW program is not available locally, and
that is a barrier for us” – Interview participant 

In the healthcare sector, 75% of respondents indicated that
they had experienced problems recruiting employees, with
only 25% noting that they “never” experienced such chal-
lenges. In this context, a small number of applicants was identi-
fied as the most significant hiring challenge. 

In the area of long-term care, facilities are struggling to attract
and retain a sufficient number of qualified individuals for sup-
port worker positions. All of the long-term care providers in-
terviewed for this study pointed to the attraction and retention
of qualified Personal Support Workers (PSWs) as one of their
most significant human resources challenges. Some intervie-
wees also pointed to challenges in recruiting food services
workers/dietary aides. For local hospitals and family health
teams, attracting skilled professionals, particularly physicians
and registered nurses, was highlighted as an ongoing challenge. 

Provincial guidelines in Ontario now require support workers in
long-term care facilities to have completed a qualified PSW pro-
gram. However, facilities in the region seeking to hire qualified
PSWs often report receiving very few, if any, suitable applicants for
available positions. With an ageing local population, this shortage of
qualified PSWs appears likely to grow even more acute over time. 

Reflecting on the source of this challenge, interviewees in the
long-term care sector pointed to the lack of local training op-
portunities as a contributing factor to ongoing hiring difficulties.
While qualified PSW training programs are currently offered in
neighbouring regions through Fanshaw College (London) and
Conestoga College (Kitchener-Waterloo), as well as through
private colleges, the absence of a postsecondary education in-
stitution delivering PSW training in Perth County remains a
barrier to individuals seeking local training and employment in
this field. Additionally, facilities in smaller centres outside of
Stratford struggle to recruit individuals from outside the region,
often due to lack of knowledge about the area or difficulties in
finding suitable accommodations.  For employers in the long-
term care sector, recruitment of PSWs by local hospitals at a
higher rate of pay also contributes to more competitive labour

market dynamics. 

Recruitment and retention challenges also stem directly from
the nature and requirements of the long-term care sector. A
significant percentage of PSW positions are part-time and re-
quire irregular hours on nights and weekends. The lack of full-
time positions represents a significant challenge. Casuals –
those operating on a call-in basis with no guaranteed hours –
can be particularly difficult to recruit and retain. At the same
time, new PSWs in long-term care enter a job environment
that requires a particular aptitude and skill-set alongside suffi-
cient in-house training and mentorship. A number of intervie-
wees expressed interest in expanding PSW training
opportunities within the region. Ideas discussed included part-
nership models, the creation of a satellite campus in Stratford
oriented towards PSW training, and ‘up-skilling’ services for
older workers, particularly in areas such as computer literacy
and information technology.

Interviewees representing hospitals and local family health
teams similarly pointed to the challenges of attracting profes-
sionals, and particularly physicians and registered nurses, to
smaller centres.  Participants noted that their challenges often
stemmed from location. As one participant noted, “smaller hos-
pitals can be intimidating for new staff because there is not as
much support. Those that do come often get experience and
training with us and then leave to take positions elsewhere.”  

Across the health sector, participants expressed interest in pro-
grams to help staff develop management skills and soft skills.
Interviewees noted that changes in the industry have brought
new challenges, including the need to effectively manage a di-
verse workforce and learning how to make organizations
more adaptable to shifting operating conditions. In the focus
group sessions, industry representatives suggested the creation
of promotional videos highlighting careers and opportunities as
a means to better engage local youth. 

What Employers Want

Expand opportunities for local PSW
training

Develop programs for management,
computer and technology skills

Explore ways to enhance management
skills in managing diverse workforce 

1

2

3



What Employers Want

Promotion of the Region and the opportunities

Promote the broadband connectivity of Stratford and surrounding areas

Focus on attracting youth back to the region

Continue to ensure diversity of housing is available in a range of prices

1

2

3

4

Professional 
Services and 
Technology 
“There is a lot of opportunity in Perth
County” – Interview Participant 

“Our challenge is finding the right talent for
the size of our company and our location”
– Interview participant 

Perth County, Stratford and St. Marys is home to a small but
growing array of technology firms. According to our intervie-
wees, their major human resources challenges centre on the
small size of the local labour pool possessing specialized skills in
information and communication technology (ICT). While initia-
tives like the University of Waterloo’s Digital Media campus in
Stratford aim to grow the local talent pool in this area, existing
firms in this sector are still often required to recruit specialists
from outside the region, with a particular emphasis on Kitch-
ener-Waterloo. In doing so, these firms often face challenges
both in persuading prospective employees to consider com-
muting or relocating to the region, and in competing with
salary levels available to technical specialists in large urban cen-
tres employed be well-known companies such as Google,
Blackberry and OpenText. 

In Stratford, the availability of suitable and affordable office
space for technology firms was noted by interview participants

as a potential barrier to growth. In addition, both within 
Stratford and in smaller centres, participants raised concerns
about the cost of housing and travel as impediments to recruit-
ing skilled professionals from outside the region. The difficulty
of locating appropriate housing in Stratford was also cited as a
potential barrier to keeping students in the region. 

Interview participants in this sector indicated their desire to see
greater promotion of the region to help aid in their recruit-
ment efforts. In addition to ongoing efforts in Stratford, one re-
spondent noted that the high quality of broadband connectivity
in outlying areas within Perth County was not well known and
should be promoted. Noting that “nobody mentions how well
connected Perth County really is,” this participant suggested
that there is tremendous untapped opportunity, particularly as
“people can easily live and work at home.” He thus suggested
that more be done to “blow the horn” about the  region’s
broadband connectivity and the opportunities this affords in
Perth County, Stratford and St. Marys, and particularly in
smaller centres such as Millbank, Milverton, and Listowel.  

Within the broader professional services sector, interview and
focus group participants expressed similar concerns. On the
one hand, participants representing financial services and con-
sulting services firms highlighted difficulties in attracting individu-
als with the right educational background and experience,
particularly to areas outside of Stratford. In this regard, profes-
sional service firms emphasized the importance of attracting
young people back to the region after they had completed
their education elsewhere. Focus group participants also
pointed to problems stemming from both the high cost of liv-
ing and cost of doing business in the area. A number of inter-
viewees highlighted the importance of continued growth and
improvement in municipal services, as well as efforts to in-
crease broader knowledge and positive perceptions about the
region, as important to their recruitment efforts. 
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Transportation 
“Truck Drivers are hard to find – there just
aren’t that many people that apply.” – Interview
Participant 

“It’s hard to find local drivers, tougher to find
US short haul, and even harder to find people
for long-haul. It’s impossible to find owner op-
erators.” – Interview participant 

In the transportation sector, fully 71% of respondents noted
that they “always” have trouble recruiting employees. Respon-
dents identified significant difficulties in finding and recruiting
drivers, noting that they consistently received too few appli-
cants for available positions. 86% of respondent firms antici-
pate hiring in the next six months and in the next 18 months,
but respondents expect that these positions will prove difficult
to fill. In this broader context, participants noted some prob-
lems locating local drivers, whereas US short-haul and long-
haul drivers were extremely difficult to recruit. One interview
participant recounted that, after posting a job ad, their firm had
not received a single response over a six month period. As this
participant explained, the key challenge is “the shortage of driv-
ers – any drivers.” 

Respondents pointed to lifestyle issues, particularly time away
from family, long hours, and border delays as contributing to a
shortage of available drivers. In addition, all interviewees indi-
cated that the recruitment situation has become more difficult
over time, with some also noting that strong demand and a
low supply of drivers are creating turnover issues. 

Respondents noted that skills training, recruitment services,
skilled trades programs and linkages with local schools would
be valuable in helping to address the labour market challenges
they currently face. A number expressed a desire to provide
more information to youth on career opportunities in the
transport sector, including building links and awareness with
local school, and stressed the importance of direct industry en-
gagement with local schools and students. Interviewees em-
phasized the skilled nature of the driving trade and the
importance of correcting mis-perceptions among youth about
the career. One respondent pointed to the Truck and Coach
Technology Program created by Bramalea Secondary School in
Brampton Ontario as one potential model to help address
local labour shortages. The program, which complements the
school’s Specialist High Skills Major in Transportation program,
is intended provide students interested in transportation-re-
lated careers with applicable skills and the opportunity to inter-
act with local business leaders in the sector. 
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71% of 
respondents noted
that they “always”

have trouble 
recruiting 
employees.

What Employers Want

Improve linkages with local schools

Promote the career opportunities
available to youth

Explore the opportunity for local 
training program 

1

2

3
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Key Findings By Geography



KEY ISSUES STRATFORD:

‰ The limited size and quality of the local labour pool 

‰ Lack of necessary skills and training among applicants 

‰ Need to attract skilled individuals from outside the region

‰ “The big challenges are the applicant pool and turnover” 

‰ “Finding good employees is a significant problem”

‰ “We advertise everywhere, but hardly get any replies. And those who do reply are 
not qualified.” 

In Stratford, participants across sectors emphasized problems stemming from the small size of the local labour pool and the lack
of sufficient individuals with specific skills and training. With Stratford’s low unemployment rate, respondents indicated that those
looking for work often lack the requisite skills required or face other barriers to employment. Stratford’s large manufacturing
firms, for example, report significant competition to attract and retain workers. To compensate, some firms have attempted to
recruit from outside the industry, sometimes resulting in greater turnover among staff. 

In line with these experiences, many employers emphasized the need for access to training resources, such as interview skills
and preparedness training, soft-skills, computer skills and basic literacy. Others pointed to a need for more specialized training re-
sources, particularly for personal support workers (PSWs) in the long-term care sector and engineering professions in the manu-
facturing sector. Finally, focus group participants pointed to the importance of improving transit services within the city and
between Stratford and other surrounding centres, particularly London and Kitchener Waterloo. Participants also expressed a de-
sire to explore ways to attract more people to the region, noting that labour problems could be tied to an aging population and
out-migration of youth.  Overall, respondents expressed the sentiment that Stratford’s growth potential was being limited by a
number of challenges, particularly the size and quality of the local labour pool. 

KEY ISSUES NORTH PERTH:

‰ Attracting people to the area, particularly young people and skilled professionals 

‰ Changing misperceptions about the area and promoting its amenities and high quality of life 

‰ Salary expectations, transportation challenges, and high cost of living 

‰ “We need to make this area more attractive, and show what it has to offer”

‰ “My biggest challenge is finding the right people, particularly at higher levels” 

‰ “Transportation can be a major hurdle, and public transportation would be of major benefit.”
Employers in North Perth emphasized the attractiveness of the area and the high quality of life enjoyed by residents. In Listowel
in particular, a number of interviewees spoke highly of local efforts to improve the services available in the area and increase
overall amenities and quality of life among residents.  At the same time, many noted that a lack of knowledge and misperceptions
about the region often made it difficult to recruit individuals from other areas, such as London or Kitchener-Waterloo.  As one
respondent who himself had relocated to the area noted, “this is a great place to live, but people need to figure that out.” 
Across sectors, interviewees noted a desire to have the amenities and advantages of the region better publicized to aid in recruit-
ment efforts, particularly for skilled professionals. 

Respondents also noted difficulty in competing with the salaries provided by firms in larger centres, particularly for manufacturing
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firms. Interviewees pointed out that this problem was enhanced by the high cost of living and lack of availability of affordable
transportation alternatives in North Perth. As one employer noted, “there is a larger untapped labour pool of people who can’t
join the employment market due to lack of access to transport.” In addition, he pointed out that “it is surprisingly expensive to
live in the area when you account for the distance to work and services and the need for a car.” In a similar vein, a number of re-
spondents indicated that more affordable housing alternatives or transportation options would be helpful in attracting people to
the area. Focus group participants also expressed interest in exploring initiatives related to affordable living, specifically in the areas
of childcare, transportation, and affordable housing alternatives. 

KEY ISSUES EAST PERTH:

‰ Bringing in young people and skilled professionals at affordable rates

‰ Attracting skilled individuals from outside the region

‰ Access to transportation and affordable housing 

‰ “Our biggest challenge is the availability of qualified, skilled labour at a price our business 
can afford.” 

‰ “In Perth County, we need to draw young talent to businesses. We have an aging workforce
and need to bring young people in.” 

‰ “It’s expensive to live in Milverton – there isn’t much in the way of housing.” 
In the context of an aging workforce, employers in Perth East noted significant challenges in drawing young people and skilled
professionals to the area and into local businesses. Interview participants noted that, with increasing retirements expected in the
coming years, it was essential to begin recruiting and training young people to fill these positions. In this context, a number of in-
terviewees expressed interest in building up the image of the region and helping encourage young people to return.

In addition, respondents pointed to the need to bring in skilled professionals from outside the area. In doing so, they highlighted
the challenge of wage competition from larger firms in other areas, such as Kitchener Waterloo. Interviewees pointed in particu-
lar to the high cost of housing in Milverton, the often difficult driving conditions, and the lack of public transit as a significant re-
cruitment barrier. 

KEY ISSUES WEST PERTH:

‰ The need to find people with the right skills, attitude and work ethic 

‰ Locating and recruiting qualified individuals 

‰ A lack of “soft skills” as a barrier to hiring potential employees 

‰ “It’s difficult to get qualified management people, and people who are willing to put 
the effort in.” 

‰ “We’re finding it harder to find people”

‰ “Our biggest challenge is getting people who are really committed to doing their job.”
In West Perth, concerns centred on the need to locate people with the appropriate skills, experience, and attitude. Soft skills –
particularly interview skills – were identified as a barrier to hiring. Employers expressed an interest in building both soft skills and
specific skill sets, increasing the size and quality of the labour pool, and improving levels of work ethic and job commitment.
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KEY ISSUES PERTH SOUTH:

‰ Need to attract younger workers 

‰ Challenges in finding people with a strong work ethic

‰ Keeping people in the area

‰ “Our challenge is finding people who are willing to work and stay here.” 

‰ “We’re trying to approach younger people – seeing if we can recruit and train them.”
In Perth South, discussions centred on the need to attract younger people to careers in the region and to promote a strong
work ethic and commitment younger workers. On the recruitment side, one employer indicated that they had made significant
efforts to make contact with recent high-school and post-secondary graduates. Concerns about an aging workforce in South
Perth were coupled with ongoing challenges in finding people with a strong worth ethic and a good attitude, particularly for posi-
tions requiring manual labour. One interviewee, for example, noted that attendance was an ongoing problem among the
younger workforce. 

Interviewees also placed emphasis on the importance of attracting and retaining people and in countering misperceptions among
youth about life in Perth South. Interviewees pointed to the tight labour market and the inability to attract sufficient workers is
now a potential barrier to company growth. 

KEY ISSUES ST. MARYS:

‰ Finding and retaining the right people 

‰ Attracting people with the right skills

‰ Promoting motivation and work ethic 

‰ “Work ethic is one of the biggest concerns in the labour market. There are programs that 
help with skills training, but they can’t motivate people to use their skills and be innovative.”

‰ “People seem to jump around quite a lot, so it is becoming harder to justify investing training
resources in people if we can’t be sure they will stay longer than eight months.” 

‰ “One area we have a challenge is at the supervisor level and in finding more people in the 
skilled trades.”

Interviewees in St. Marys pointed to a somewhat different labour market dynamic than was described by participants in Stratford
and Perth County. In general, firms in St. Marys reported receiving a relatively large number of applications for available positions.
Reflecting on previous experience working in Stratford, one participant noted that the situation in St. Marys is very different. The
interviewee pointed to strong connections between the company and the local community, as well as relatively high-wages,
helped the company recruit and retain qualified people, and also helped avoid problems with absenteeism.   

At the same time, some participants noted that the quality of the hiring pool had declined in recent years. In addition, intervie-
wees expressed concern about the growing trend of ‘job hopping’ and its implications for retention.  Respondents also noted 
difficulty in attracting people with the right skills – particularly skilled trades – as well as people with an appropriate work-ethic. 
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Key Findings from New Canadians
Roundtable conversations with stakeholders associated with the Multicultural Association of Perth-
Huron (MAPH) were designed to build a deeper understanding of both the drivers of immigra-
tion to Perth County, as well as the challenges facing newcomers upon their arrival. The
availability of employment and a very positive perception of the quality of life present in the
region were identified as key drivers for those either recently arrived in the region, or con-
templating moving to the region. In addition, a less competitive small business environment
was noted as a significant opportunity for those contemplating entrepreneurial ventures.
Learning about these positive regional attributes was largely accomplished through word of
mouth, in particular through members of the MAPH. 

These positives attributes notwithstanding, the roundtable revealed several ongoing chal-
lenges that limit opportunities for newcomers in the region. While not limited to this geogra-
phy, efforts by newcomers to integrate into the labour market are frustrated by a lack of
recognition of the credentials, whether academic or professional, obtained in their place of origin.
Where employment is more easily attained, often through temporary employment agencies, it is often
short-term in nature and without the benefits and permanency that is necessary to build more longer-lasting roots in the com-
munity. This challenge is magnified by a lack of local integration programming and/or lack of awareness of existing program for
language training, cultural and social networking purposes. This programming would serve both newcomers to the region as well
as local employers hesitant to draw on this labour pool. A limited public transportation network was also raised as a significant
challenge for newcomers willing and able to work, but unable to provide their own transportation. 

It is clear that increased immigration offers a significant opportunity for Perth County employers to build the regional labour pool.
Realizing this potential, however, will require both short and medium term initiatives to address the challenges identified above,
as well as to better communicate the advantages available to new Canadians who are unaware of these opportunities. Better
support of the MAPH, as well as targeted advertising aimed at immigrant communities in the Greater Toronto Area and through
social media channels were noted as potentially fruitful avenues for better engagement.

Key Findings from Youth 
In October 2014, a survey was administered to over 100 high school students, primarily grade 11 and 12, who are involved in
co-op or business classes in high school in the region. What follows are some of the key observations on young people’s atti-
tudes towards the labour market, their career options and the challenges they will face as they seek employment opportunities.

The majority of students see some form of post-secondary education (college or university) as the most attractive next step in
their career path. Amongst employment options, entrepreneurship and working for a large company also ranked highly and
were equally weighted by respondents. Apprenticeships and opportunities in small companies were ranked as the least desirable
options. 

The most attractive sectors for future employment are social services, education and healthcare. The least attractive sectors for
future employment are agriculture, transportation and manufacturing, which underscores a serious disconnect between the
needs of local employers and the interests of young people in the region. 

The survey results did suggest a window of opportunity for shaping career decisions, however, given the considerable level of
ambiguity over future career paths. Only a narrow majority (51.9%) of respondents know which career/profession they wish to
pursue. However, over 70% of respondents are confident in finding post-graduation employment.

NEWCOMERS
IDENTIFY THE
AVAILABILITY OF 
EMPLOYMENT AND
THE QUALITY OF LIFE
AS KEY DRIVERS FOR
MOVING TO THE

REGION
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Do you plan to remain in the Perth County, Stratford and St. Marys region after you graduate high school? (check one) 

Figure 10 – Future Plans to Remain in Perth County, Stratford and St. Marys

When asked to reflect on the challenges they expect to face when entering the labour market,
respondents cited a lack of experience, a lack of mentorship opportunities and an overall
lack of employment opportunities, especially in non-retail/service fields, as the biggest chal-
lenges facing youth job seekers.  The most commonly used channels for employment
searches are word of mouth, hiring signs on premises, and online job boards. 

Some 44% of young people surveyed expressed uncertainty about whether their ca-
reer path would see them remain in the region. About a third (32%) of students sur-
veyed are likely to leave the region. Only 21% reported that they are likely to stay.
However, over 45% of respondents would consider returning to Perth County, Stratford

and St. Marys after pursuing post-secondary education elsewhere. Only 15% would not. 

Over 40% of respondents believe Perth County, Stratford and St. Marys to be a good place for 
a young person to start a business, while 46% are unsure. When asked about the potential to start-

ing their own business, respondents cited insufficient funding / start-up capital, lack of experience, and a lack of consumer de-
mand as the primary barriers to entrepreneurial activity for youth in the region. Improving the availability of funding, providing
mentorship on how to become a successful entrepreneur, providing education/seminars on entrepreneurship, and providing
knowledge regarding funding are viewed as the most effective means of encouraging more entrepreneurship.

Youth Survey Results 
Which of the following are the most attractive employment options for you after you graduate high school? (please rank,
1 being most attractive, 4 being least attractive) – AVERAGE

Figure 9 – Most Attractive Careers for Youth

OVER 40% OF
YOUTH BELIEVE

THAT THE REGION IS 
A GOOD PLACE TO
START A BUSINESS.
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10 Please note: for this question respondents were allowed to select more than one choice, and since this chart expresses percentages of total number of respondents, the total bar lengths do
not add up to 100%.
11 Please note: for this question respondents were allowed to select more than one choice, and since this chart expresses percentages of total number of respondents, the total bar lengths do
not add up to 100%.

From the list below, which sectors are the MOST attractive for employment? 10

Figure 11 – Most Attractive Employment Sectors for Youth

From the list below, which sectors are the LEAST attractive for employment? 11

Figure 12 – Least Attractive Employment Sectors for Youth
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Over 50% of 
youth know what
profession they want
to work in

68% are confident
they will  find 
employment after
graduating high
school

After job availability,
job experience is the
biggest concern



From the list below, which of the following channels do you use to find employment opportunities? (check all that apply) 13

Figure 16 – How Youth Search for Jobs 
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Do you feel that Perth County, Stratford and St, Marys are good places for a young person looking to start a Business?
(check one)

Figure 17 – Youth Perceptions of the Business and Entrepreneurship Climate for Young People in Perth County, Stratford and St. Marys

Do you feel that Stratford, St. Marys and Perth County are places you would consider returning to for employment after
your post-secondary pursuits? (check one)

Figure 18 – Would you Consider Returning to Perth County, Stratford and St. Marys after post-secondary training?

Which of the following factors would motivate you to consider starting your own business in the future? (check all that apply)

Figure 19 - What Factors Would Motivate You to Start a Business?  
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Do you think there is enough support in place to help young people who wish to start their own businesses?

Figure 20 – Youth Views on Small Business Support in Perth County, Stratford and St. Marys 

What would prevent youth from starting their own business here in Perth County,
Stratford or St. Marys?

• Funding / start-up capital • Lack of experience • Market size – lack of demand 
• Seasonality of demand • Risk • Education on entrepreneurship (finance/marketing) 
• Lack of insight on consumer demand • High cost of commercial real estate

What are the biggest challenges facing young job seekers/workers?

• Lack of experience • Lack of mentorship opportunities • Lack of employment oppor-
tunities, especially in non-retail/service fields • Work ethic/commitment • “Finding a job
that (is) right for the person” • “Middle-age people are taking our jobs”

What can be done to encourage youth entrepreneurs?
• Availability of funding 

• Mentorship on how to become a successful 
entrepreneur, education/seminars on entrepreneurship

• Knowledge regarding funding, mentorship, advice options
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Living Wage Study
It is worth noting that as part of the Labour Market Strategy, the project supported research into the Living Wage which has been
executed by the Social Research and Planning Council (SRPC), a branch of the United Way Perth-Huron. The Living Wage calcu-
lation is different than the minimum wage, “a living wage reflects what earners in a family need to bring home based on the ac-
tual costs of living in a specific community”. There was particular interest in researching this topic to determine if the current
wage rates paid by employers in the region were, in any way, a barrier to attracting and retaining talent in the region. 
The anticipated release of this report is June 2014 and the full report will be available on the SRPC website: 
http://perthhuron.unitedway.ca/social-research-planning-council/ 
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Action Plan for Labour Market 
Health in Perth County, Stratford 
and St. Marys
Addressing local labour market challenges and building on the strengths of Perth County, Stratford and St. Marys will require a
sustained collaborative effort between stakeholders in the private, public and not-for-profit sectors. Through survey, interview,
and industry and stakeholder roundtable processes a series of key challenges facing employers were revealed. 

Together they highlight the need for a collaborative approach to problem solving for both employers and the labour they seek to
employ:

• Better connecting employers with local resources and services

• Addressing perception issues about specific occupations and career paths

• A strategy to address labour force attraction challenges

• Improving skills available in the local labour force 

• Addressing the gap between youth and local employers, and encouraging youth who  move elsewhere 
to return

• A desire for industry to collaborate with government and service agencies to provide financial resources 
to help fund key initiatives (Public-Private Partnerships – PPP’s)

What follows is a short and medium term action plan comprised of several initiatives that offer the potential to address both the
immediate and longer-term challenges facing Perth County, Stratford and St. Marys.  Each of these initiatives is aimed at improv-
ing both the pipeline of potential employees in the region, and the suite of support services that cater to them and the employ-
ers that require them to grow and build their businesses in Perth County, Stratford and St. Marys.
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1. Connecting Resources: Building a Coordinated 
Approach to Support Services in Perth County, Stratford
and St. Marys
A number of employers in Perth County provided positive feedback about their experiences with existing services provided by
local agencies, such as those provided by Partners In Employment, the Conestoga Career Centre, and the Technical Training
Group. At the same time, many employers noted that they were often unaware of ongoing support and training programs. 
Others pointed to uncertainty about which agencies are providing programs, how the programs operate, and the logistics 
of referring current or potential employees to existing resources.

One of the primary challenges related to labour force development in Perth County identified through this process was the lack
of a single-window that simplifies access to support services and programs, as well as an insufficient level of coordination among
the various agencies providing support. Many employers also indicated that a centralized information source providing informa-
tion and marketing the amenities of Perth County would be valuable in their efforts to recruit individuals from outside the region. 

#1 - Much of this work is already underway through the creation of the Perth County Opportunity Lives Here
(www.OpportunityLivesHere.ca) web portal. As such, integrating insights from local employers into the evolving site should
be an ongoing priority. Doing so requires overcoming challenges regarding the consistency of data updates from partner organi-
zations.  However with proper management and collaboration this challenge can be overcome. Over the longer-term, this type
of initiative will help enable government services and providers to continually adapt to the changing needs of local residents and
businesses, specifically as it relates to skills training and other labour market development resources. 

#2 - Creating a business concierge service would also do a great deal to help businesses navigate the offerings that are
available to them through this platform. A concierge could help direct businesses to relevant services and proactively seek out
opportunities for collaboration between companies that are seeking to solve the same problems. Such roles are increasingly
common as organizations and jurisdictions seek to facilitate business growth. While many of these services are already provided
through the Perth County Economic Development Office, it is worth investigating how they could be scaled-up through in-
creased resource allocations and the integration of the new Opportunity Lives Here web portal as a central hub for both new
and existing services. 

ACTION ITEMS: EXPANDING COLLABORATION

• Develop a single-window online presence for Perth County, Stratford and St Marys through the Opportunity Lives
Here web portal currently under development 

• Create a referral handout for employers to refer employees and new hires to local employment service organizations
to improve employee retention

• Integrate a support services page into the Opportunity Lives Here web portal

• Ensure ongoing monitoring and engagement with partners and service providers to keep the Opportunity Lives 
Here web portal current on existing initiatives 

• Leverage the Opportunity Lives Here web portal as part of a strategy to share information between organizations
through tools such as events listing and directory services

• Increase the Economic Development resources to deliver a robust concierge program to local businesses 

• Continue to increase social media presence and newsletter subscriptions with a particular focus on engaging local 
business

• Develop partnerships with libraries as key program delivery and outreach partners

• Identify opportunities for enhancing the profile of local training organizations through events such as open houses.
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More broadly, better connecting resources in the region will require sustained partnership across sectors. Government and
other service provider organizations operating locally are generally small and often lack the financial capacity to market or expand
existing programs on their own. As such, more effectively connecting employers with local resources will require significant buy-
in and partnership – through contributions such as funding, resources, or other types of engagement – from local industry. 

ACTION ITEMS: GROWING CROSS-SECTORAL PARTNERSHIP 

• Continue and evolve the Labour Market Strategy Committee into an Action and Implementation Taskforce, meeting
regularly. 

• Create an annual regional industry breakfast event 

• Create an annual roundtable with industry leaders and school boards to exchange ideas and discuss labour market
needs 

2. Attracting and Retaining Talent to Perth County, 
Stratford and St. Marys
The municipalities of Perth County, Stratford and St. Marys offer great places to live and work. However, employers surveyed for
this study expressed concern that the benefits of the local area were not being fully communicated to potential new residents.
Employers actively working to recruit potential employees from outside the region often noted that their own efforts could be
bolstered by regional marketing and branding activities that better reflected the region’s strengths. Employers surveyed identified
the key strengths of the region as high-quality community amenities and a business friendly environment. 

Constructing a coherent branding and marketing strategy requires a clear target audience. For Perth
County, Stratford and St. Marys, the target audience for a regional place-marketing campaign includes: 

• Existing residents within Perth County, Stratford and St. Marys

• Potential new residents, particularly those with ties to the region

• New Canadians living in large urban centres

Marketing to the appropriate target audience requires a mixture of traditional and social media, and should work to leverage
the new Opportunity Lives Here web portal. In addition, potential new residents with existing ties to the region, for example,
can be targeted via social media through initiatives such as a Return to Rural project, which is discussed in Appendix I of this re-
port. In addition to such campaigns, ensuring access to affordable housing and services can help draw people into the region for
employment opportunities. 

ACTION ITEMS: LABOUR FORCE ATTRACTION 

• Develop a strong communication and branding strategy through the Opportunity Lives Here web portal to 
communicate the quality of life, amenities and opportunities available in Perth County, Stratford and St. Marys 

• Promote the high quality of ICT infrastructure in Perth County, Stratford and St. Marys 

• Economic Development, The United Way’s Housing and Homelessness Committee and other community 
stakeholders work to communicate the needs for diverse housing across the region

• Explore the development of daycare programs offering hours that accommodate shiftwork 

continued on next page
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• Explore industry partnerships in promoting the quality of life in Perth County, Stratford and St. Marys as part of their 
recruitment efforts 

• Explore opportunities for programming to support individuals with barriers to help them enter into the labour market
(see Wisconsin model, in Appendix 1)

• Investigate hosting future Virtual Job Fair events online as a means of recruiting talent from outside the region

Results of the Youth Survey administered for this project suggest that recruitment efforts should focus heavily on encouraging
youth who have migrated to larger urban centres to return home. Over 45% of those surveyed indicated a willingness to return
as compared to just 15% who were not, at this time, willing to consider a return to the region after post-secondary study or
employment elsewhere. An integrated marketing campaign aimed at potential returnees would also have to address the fact that
over 50% of those surveyed were unsure as to whether the region provided sufficient support to make entrepreneurship an at-
tractive option. Communicating the support available both through this marketing campaign as well as through the aforemen-
tioned single-window government service window are part and parcel of a cohesive recruitment strategy. 

ACTION ITEMS: YOUTH TRAINING, ATTRACTION AND RETENTION 

• Develop a youth retention task force to focus on the needs and priorities of young people in Perth County, Stratford
and St. Marys alongside organizations such as the YMCA, Junior Achievement and The Foundation for Education. 
Activities could include:

• Establish a youth-led strategy committee on labour market issues and challenges with involvement and mentorship
from local employer

• Plan, organize and implement a Power Your Potential (POP) youth conference led by local youth intended to highlight
locally available opportunities 

• Development of social media campaign aimed at 24-45 years olds who identify the region as home or place of origin 
to drive traffic 

• Work to connect students with available local programs offered through organizations such as the Technical Training
Group and the Foundation for Education

• Continue work on connecting youth with opportunities online through social media, the Opportunity Lives Here
web portal, and virtual job fair tools

• Integrate a “Come Back to Perth” feature into the Opportunity Lives Here web portal that provides information on
employment, family services, and other amenities

• Increase outreach to schools by local businesses, industry groups, and Economic Development representatives to 
promote opportunities available locally in key sectors

• Establish an industry ‘speed networking’ event that facilitates interaction between students and local industry 
representatives 

• Consider further development of local mentorship and networking programs to connect students within industry 
leaders, potentially through the use of online tools such as Ten Thousand Coffees

• Development of youth opportunities focus group to match employers with youth interns

• Continue to support the Starter Company and Summer Company programs delivered by Perth CFDC and the 
Stratford Perth Centre For Business to foster youth entrepreneurship
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For new Canadians and immigrants residing in large urban centres – where 80% settle – aggressive marketing of the Perth
County brand and the employment opportunities that are present in the region are likely to be most effective in ethnically-spe-
cific community newspapers and brochures. Newcomers often face challenges in connecting to reliable training and important
resources, transportation, and knowledge about the region. 

ACTION ITEMS: RECRUITING NEW CANADIANS AND RECENT IMMIGRANTS
TO PERTH COUNTY, STRATFORD AND ST. MARYS

• Maintain an immigration task force to identify gaps in local services and continuously monitor ongoing developments 

• Identification of 5 community newspapers (in GTA) to target for advertisement

• Identify local lead as main point of contact for interested applicants

• Develop on-boarding and training modules for newcomers 

• Establish social media outreach strategy connected to Opportunity Lives Here web portal 

• Provide the Multicultural Association of Perth Huron access to a regional promotions toolkit and information and 
materials about local service providers

• Work to improve the referral pipeline to connect newcomers to resources such as English as a second language 
training and soft skills development 

• In collaboration with MAPH, create a ‘business after five’ networking or informal coffee break events targeted 
to newcomers and hosted by local service providers

• Provide resources for employers looking to hire immigrants by linking the sites such as www.hireimmigrants.ca 
with the new Opportunity Lives Here web portal and the Conestoga Career Centre’s R U Ready? Programs.

• Support efforts of MAPH in the pursuit of funding and acquisition of regional settlement services 

3. Building Stronger Education-Industry Linkages, 
Correcting Misperceptions About Specific Industries and
Encouraging Skills Development in the Labour Force 
Young people entering the labour market or pursuing post-secondary education must make a series of decisions, often with in-
complete information about current labour market trends, which ultimately impact their long-term professional success. At the
same time, as indicated by the survey and interview results collected in this project, employers often express frustration with a
labour market pool – and with young workers in particular – that lacks the requisite skills to meet their labour market demand.
As a result, there is now a growing disconnect between unmet employer demand for skilled young workers and desires and un-
certainties expressed by youth with regard to their future career prospects. Mechanisms to expose young people to the needs of
today’s employers and build greater awareness of types of professional opportunities that are available to them would not only
help ease uncertainties and inform choices, it would provide local employers with a means to participate in the process of shap-
ing career decisions. 

Creating an environment where young people can identify and acquire high-demand skills will help both employers currently ex-
periencing skills shortages and young people hoping to build a successful career in Perth County, Stratford and St. Marys. At the
same time, the youth survey conducted for this study, as well as ongoing outreach to employers, points to the need to correct
misperceptions held by youth about career paths, particularly in manufacturing, agriculture, construction and transport. Connect-
ing these dots requires the creative use of new technology and increased engagement between industry, government, and local
educational institutions. 

Opportunity 2020: Transforming the Labour Market in Perth County, Stratford and St. Marys   39



ACTION ITEMS: BUILDING STRONG EDUCATION-INDUSTRY LINKAGES AND
CORRECTING MISPERCEPTIONS AMONG YOUTH 

• Bring together local high school and industry leaders for roundtable on labour market needs

• Build regular schedule of field trips to introduce youth to opportunities in key sectors

• Develop collaborative industry competitions to spur interest in the field – robotics, cooking, driving, and 
health-related services. 

• Identify employers whose career paths are relevant/applicable to Raise Your Flag-type career guidance platform 
for youth in the region

• Development of short videos on career paths in high demand sectors, funded by employers

• Enhance pre-apprenticeship opportunities to educate and prepare job-seekers for careers in manufacturing, 
construction and agriculture 

• Create a summer camp intended reach younger students to promote ‘hands on’ occupations and skilled trades 
(support and grow TTG’s STEP Camp program)

• Develop programs and training to support improved supervisory skills and work culture 

In the 21st-century economy, continuous learning and skills 
development beyond the classroom has become a pre-
requisite for personal and professional success. At the same 
time, the changing nature of entry level positions is creating 
demand for higher-level skills in new and traditional sectors. 
Addressing these challenges locally will require close 
collaboration, particularly between employers and local 
training organizations. 

ACTION ITEMS: ENCOURAGING ONGOING SKILLS DEVELOPMENT 

• Establish greater collaboration between organization that offer training and industry groups

• Create closer links between the pre-apprenticeship program offered by the Technical Training Group and industry to
both promote and refine the program

• Identify industry-specific best practices for essential skills training 

• Establish programs in technology literacy and essential skills for older workers 

• Work with interested high-schools to develop an advanced manufacturing lab and supportive programs like those in
other jurisdictions 

• Focus on workforce soft-skills development for youth and target sectors
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4. A focus on Mitigating Transportation Challenges 
in Perth County, Stratford and St. Marys
Finally, while the shape and size of the local labour market is the key driver of employer concerns, related to these outcomes is
the mobility of labour within the region. In both the survey and the interview portions of this project, a lack of reliable public
transportation was raised as a significant issue impeding corporate growth in the region. This gap in service provision is identified
as both inter-city and intra-city. Given the need to attract and retain new sources of labour supply, in particular amongst less mo-
bile populations including youth and new immigrants, the absence of properly functioning public transportation networks is espe-
cially impactful. 

Ultimately the shared challenge facing local employers regarding public transportation makes it clear that a collaborative solution
is required to address these issues. Third-party, government or non-government agencies, can play a role in helping facilitate and
implement solutions, however it is up to employers to build a cohesive voice regarding their needs and their willingness to help
fund a solution.

ACTION ITEMS: WORKING TOWARDS LOCAL TRANSIT SOLUTIONS

• Accelerate implementation of the local ride-share portal and communicate its use to local industry

• Create a meeting between Stratford Transit and local industry representatives to help find solutions to the transport
challenge facing employers 

• Continue to support the United Way Transportation Initiative 

• Develop regional task force on public/shared transportation led by local employers

• Work to establish inter-community bus service linking together local communities (through organizations such 
as SWEA)

5. Sector-Specific Solutions
Throughout the research process, particular initiatives and solutions emerged as particularly important for specific firms and local
industries. Though many of these are covered above, the section below provides a brief overview of initiatives intended to meet
labour market needs in four key sectors: construction, agriculture, manufacturing and healthcare. 

ACTION ITEMS: CONSTRUCTION

• Establish a summer camp program targeted to children aged 8-13. Camp should focus on introducing students to
building and hands-on skills, while also connecting with parents and helping to correct misperceptions about skilled
trades and construction

• Organize bus tours of local job sites. Tour should be a collaborative initiative between schools and industry and would
ideally showcase a variety of different locations and skills 

• Create promotional material such as pamphlets to provide career-relevant information to youth and parents

• Provide links to existing industry-specific career resources such as those provided at careersinconstruction.ca via the
new Opportunity Lives Here web portal 

• Link continuously updated industry information to the new Opportunity Lives Here web portal 

Opportunity 2020: Transforming the Labour Market in Perth County, Stratford and St. Marys   41



ACTION ITEMS: AGRICULTURE

• Explore the potential for agricultural apprenticeships or similarly styled training programs 

• Create a “seeing is believing” bus tour that exposes students to local agricultural careers 

• Support the Specialist High Skills Major in Agriculture program at Mitchell District High School 

• Explore the potential for partnerships with FarmStart, an initiative in Guelph Ontario geared towards supporting new
farmers and encouraging innovative thinking about agricultural careers  

• Link continuously updated industry information to the new Opportunity Lives Here web portal 

ACTION ITEMS: MANUFACTURING 

• Continue work towards developing local and regional transportation solutions that meet the needs of employers, 
including accelerating and promoting the ride-share initiative 

• Establish an attraction and place marketing campaign in partnership with local employers

• Host a meeting between Stratford Transit and local manufacturing employers to discuss how routes and schedules
can work to accommodate their needs, with a particular emphasis on the issue of shift work 

• Provide links to existing industry-specific career resources such as those provided at manufacturingiscool.com and ca-
reersinmanufacturing.ca via the new Opportunity Lives Here web portal

• Explore local daycare solutions with an emphasis on shift work 

• Link continuously updated industry information to the new Opportunity Lives Here web portal 

ACTION ITEMS: HEALTHCARE

• In partnership with local organizations, create short videos geared towards youth promoting healthcare careers and
those in other strategic sectors

• Explore options for local PSW training solutions

ACTION ITEMS: TRANSPORTATION/LOGISTICS

• Explore bringing reliable transportation training to the region
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Conclusion
The low unemployment rate and tight labour market conditions facing Perth County, Stratford and St. Marys highlight the eco-

nomic opportunity and underlying strength and potential of the region. At the same time, these factors are generating challenges

for local employers in meeting their labour market needs. While all sectors have been impacted, key areas like manufacturing,

construction, transportation and agriculture sectors have been particularly hard hit. Employers in these sectors are now reporting

that they are unable to fill positions and that, in some cases, low supply in the labour market is limiting the growth potential of

firms. As firms within and outside these sectors look to recruit both specific skills and general labour over the next six to eighteen

months, the challenges facing employers in the region are likely to continue to expand. And while the declining price of oil may

generate an influx of potential employees, there is no guarantee that labour mobility from outside the area will offset labour 

market demand. 

Unlocking the underlying potential and catalyzing sustained economic prosperity in Perth County, Stratford and St. Marys 

necessitates proactive measures to address ongoing labour market challenges. No single actor or group can accomplish this 

task alone. Rather, fully implementing the action plan laid out in this report will require collaboration that effectively leverages 

the strengths of firms, industry associations, local government agencies and not-for-profit groups. With creativity and
active engagement from all partners in the community, Perth County, Stratford 
and St. Marys are well positioned to meet current challenges and build a prosperous 
and sustainable economic future. 
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Appendix 1: Case Studies and 
Examples from Other Jurisdictions 
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Resources for Service Delivery, 
Recruitment and Skills Development
A One-Stop-Shop for Service Delivery: Service Ontario as a Best Practice Model

Residents, businesses and investors increasingly expect easy and convenient access to information about existing government
services.  For time-pressed employers, and particularly small businesses, keeping up with a changing landscape of support pro-
grams provided by multiple agencies can be challenging. As a result, time-poor employers may fail to take advantage of programs
that could serve to benefit their businesses and current or potential employees. On the other side, government agencies and
other service providers often struggle to gain visibility and traction for their initiatives among local employers. To address this chal-
lenge a number of jurisdictions have begun to explore and create portals that serve as a “one stop shop” for information about
government services, community amenities, and other local resources. In addition to aggregating information about services pro-
vided from multiple agencies, these portals are increasingly client-centred and aimed at delivering program information to users
clearly, quickly, and efficiently.  

The Government of Ontario’s ServiceOntario portal (https://www.ontario.ca/serviceontario) is one example of a user-friendly in-
terface that provides easy-to-access information on existing government services. Users have the option of immediately explor-
ing a comprehensive list of services by category or using the ‘How Can We Help You’ search tool, located clearly at the top of
the homepage, to direct them to the appropriate information. The website also includes a short-list of popular service-related
topics and integration with ServiceOntario’s social media presence on Facebook, Twitter and Youtube. 

Bringing Back Youth: Alberta’s Special Areas Return to Rural Program 

Many young people leave home and migrate to large urban centres to pursue education and employment opportunities. In this
context, areas like Perth County that are experiencing a net out-migration of youth must persuade young people to return
home, bringing with them new skills and experiences that will boost the economy and replenish the local labour market. Families
and broader social and community networks have a key role to play in encouraging young people to return. In addition, tradi-
tional incentive programs – such as vouchers for local businesses and services for new residents – can also be effective. 

Beyond these traditional incentives, some jurisdictions are beginning to leverage technology and social media to help encourage
young people to return home.  In rural Alberta, concern about youth out-migration has prompted the creation of the Return to
Rural project (R2R).  Based out of Alberta’s Special Areas – dubbed the ‘Wired West’ – R2R is a multi-platform communications
and engagement initiative aimed at promoting the benefits of small town and rural life. The small team at R2R uses its own web-
site, as well as social media outlets such as Twitter, Facebook, Instagram, Youtube and Pinterest, to engage youth and young fami-
lies between the ages of 21 and 45. Across these platforms, R2R’s content promotes the lifestyle advantages which draw people
away from big cities back to small towns. In doing so, the project is aiming not only to draw people back to the Special Areas but
also, more broadly, to recast predominant narrative about life in small towns and rural communities. As the R2R website argues: 

Technology is changing everything. Even in small town Alberta. We used to be a place that young people
ran away from. Now we’re home to a new breed of techno cowboys and wired entrepreneurs that are
changing landscape for good. 16

As R2R’s economic development officer Christie Dick noted in the Strathmore Times, the project is focused on “using social
media and technology to connect with young people that have left our area, or that have never lived here, and let them know
that there is opportunity in our communities, and connect them with those opportunities.” 17 In addition, R2R actively promotes
the technical sophistication of Alberta’s rural areas, helping to publicize the availability of high-speed internet access in the region.
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Beyond simply noting the benefits of rural living, however, R2R also seeks to provide personal stories showcasing the appeal of
small town life. Multi-media video and website profiles are used to showcase the lives of residents with a clear focus on the ad-
vantages and amenities they enjoy as part of small town life.

Raise Your Flag: Career Solutions for Youth Without Post-Secondary Education

Young people who fail to complete high-school or elect not to attend university or college often lack access to the skills develop-
ment and career counselling resources required to make informed career choices. Raise Your Flag, a Canadian technology start-
up, is working to change that. By leveraging industry partnerships and an innovative technology platform, RYF is seeking to
become a virtual career counsellor for youth without high-school or post-secondary qualifications. The aim of the service, which
has a growing number of industry partners including Air Canada, Loblaws and Telus, is not merely to help these youth find a job.
Rather, RYF seeks to help these youth plan and build a fulfilling career. 

To that end, RYF provides interactive ‘career maps’ that chart a course from entry level positions to more advanced career goals.
For example, if a young person’s ultimate goal is to be the head baker at a company such as Loblaws – itself a RYF partner organ-
ization – the site’s interactive portal shows the path which leads to that career from entry level positions such as retail bakery as-
sociate. In doing so, it provides up-to-date labour market information on salary and job growth, as well as career information
such as work-style and skills. Each step along the career path provides an index of the necessary skills required to graduate to the
next phase – classified as ‘need to haves’ and ‘nice to haves’ – and provides links and resources to obtain those qualifications.
The service also provides links to partner companies and interactive multi-media showcasing successful professionals working in
the industry.

For youth, the RYF platform provides a technology-based solution to envisioning and achieving long-term career goals. It can
help youth move away from a short-term mindset – merely ‘getting a job’ – to a longer-term perspective on the steps required
to build a career. Instilling a greater career orientation in young people also benefits employers. In addition to connecting them
with young people in high-demand fields, fostering a goals-oriented and long-term career focused mindset can help improve
work ethic and motivate individuals entering the job market to invest time in pursuing opportunities to enhance their skills set. By
showing youth how an entry-level job can lead to a long-term career path, RYF provides an important service to both youth and
partner employers. 

Pathways in Technology Early College-High School 

Beginning in 2010 the New York School system began working to address the twin problem of a growing skills shortage and per-
sistently high youth unemployment. The simultaneous occurrence of both problems pointed to a clear disconnect between the
available jobs and education and training systems. Rather than simply initiating curriculum reforms, New York Schools Chancellor
Joel Klein sought to engage industry in a leadership role. Klein approached IBM – one of the companies suffering from a shortage
of local ‘middle skill’ labour – to work on re-designing the curriculum to help meet unmet labour market demand. The result of
was the collaborative Pathways in Technology Early College High School (P-TECH) program.

Launched as a pilot project in 2011, P-TECH is a collaborative public-private education model that upon completion provides
students with a high-school diploma and an associate’s degree in technology. In addition, students receive direct mentorship
from industry leaders at IBM, and the company is deeply involved in teacher training and development. Taken together, the pro-
gram’s components are designed to provide students with the skills necessary to fill the type of ‘middle skill’ jobs that are cur-
rently in high demand in the local labour market. 

While the program is not intended as a wholesale replacement for the traditional educational model, it serves an important func-
tion for both students and employers. For students, P-TECH allows them to tailor their skills to existing labour market demand,
helping to ensure their success upon graduation. In addition, P-TECH graduates are given special consideration for available em-
ployment opportunities at IBM.  At the same time, employers benefit directly from collaborating in an educational initiative that
helps to address gaps in the local labour pool. Though the program is currently limited to the collaborative partnership between
IBM and New York Schools, its success has prompted calls for similar industry-education collaboration in other areas and sectors
to meet ongoing labour market challenges. 
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P-Tech and Raise Your Flag provide examples of both short and long-term initiatives applicable to the challenges facing employers
– and potential employees – in Perth County, Stratford and St. Marys. Capitalizing on the availability of existing platforms such as
Raise Your Flag would allow local employers to immediately build a new channel for employee recruitment and the communica-
tion of industry-specific career options. Working with high school educators and administrators will be a necessary component of
making this platform work. P-Tech offers an example of a long-term approach to skills development. Replicating the model in
Perth would require greater investment and more intense collaboration across industry, education and government. While chal-
lenging, initiatives like P-TECH, and the Wheeling High School initiative presented later in this report, highlight how regions
across North America are adapting to contemporary labour market demands. For Perth County and the surrounding region to
remain competitive moving forward, such initiatives and actions will be necessary elements of a long-term plan. 

Youth Driven Skills Development: The Digital Opportunity Trust and Leadership Waterloo

A number of employers in Perth County, Stratford and St. Marys indicated that the “soft skills gap” was prevalent among young
people. The founders of Ottawa-based Digital Opportunity Trust observed a similar problem with respect to youth leadership
and entrepreneurship skills. While young people are increasingly expected to create their own careers though self-motivated en-
trepreneurial action, the founders of DOT saw a lack of important skill sets in facilitation, communication, and project manage-
ment. 

However, rather than encouraging youth to return to formal educational institutions or other programs based on a traditional
classroom-based approach, the team at DOT has worked to leverage alternative forms of skill development. Central to this new
model is ‘peer learning,’ described by David Boud,  Emeritus Professor of Education at the University of Technology in Sydney
Australia, as a “two-way, reciprocal learning activity.” As Boud notes, “peer learning should be mutually beneficial and involve the
sharing of knowledge, ideas and experiences between the participants. It can be described as a way of moving beyond inde-
pendent to interdependent or mutual learning.” 18

For organizations like DOT, the peer learning model provides an opportunity to facilitate active skills development outside the
classroom. To that end, DOT puts recent university graduates through a one month intensive training course focused on busi-
ness and professional skills. But that isn’t the end of the training process.  Using advanced technology platforms and a dispersed
network structure, DOT trained youth enter their communities to help train others in the skills they’ve learned such as entre-
preneurship, informational technology skills, and small business management. 

In doing so, DOT’s trainers continue to develop their own skills, while simultaneously sharing their expertise with others.
Through what’s been termed this “train the trainer” model, DOT has successfully provided skills development training for 4,500
youth worldwide. Their most recent initiative – ReachUp! North – is aimed at tackling the skills development and labour market
challenges faced by indigenous youth in the Ottawa region. DOT’s success in helping youth develop entrepreneurship, project
management, ICT and communications skills can be a model initiative to help address the soft skills gap among youth in Perth
County, Stratford and St. Marys. 

Closer to home, the curriculum offered by Leadership Waterloo Region in its leadership development programs is similarly fo-
cused on building peer learning communities in close collaboration with both industry and public stakeholders. By empowering
local youth to teach their peers about interview skills, presentation skills, inter-personal communications skills, appropriate dress
and employer expectations, those youth can act as a force multiplier for existing programs. Expanding the reach of these pro-
grams via peer mentorship could help soft skills development training reach youth most in need, while helping to improve labour
market conditions for local employers.  Employers and public agencies play an important role in facilitating the success of such
programs, notably in the development of curriculum and the transmission of key employer expectations.
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Wisconsin Regional Training Partnership

Started in the 1990s, the Wisconsin Regional Training Partnership (WRTP) was created to improve the labour force in traditional
industries in the Milwaukee area. The region was experiencing an aging workforce as well as an increasingly diversifying economy
requiring a diverse skill set in the labour force. To mitigate this skills shortage, they developed “a model of pre-employment train-
ing for job seekers to qualify for family-sustaining jobs in the industrial sector.”19 WRTP refer to themselves as a “workforce inter-
mediary” whose focus is primarily to assist individuals with a variety of barriers to entering the workforce. This program was
initially funded by grants, but its ongoing sustainability has been through the support by public, private and philanthropic contribu-
tions. By working and collaborating with the public sector and service agencies WRTP delivers programs to member companies
to expand their training and advancement opportunities of the current workforce while working to place “community residents
in family-supporting jobs to meet their need for new workers”. More information available at www.wrtp.org

Welcoming Communities Initiative – Innisfail, Alberta

The Welcoming Communities Initiative started as a pilot project initiative developed by the Central Alberta Economic Partnership
in Innisfail, Alberta. The economy in Innisfail is primarily agricultural and was experiencing a labour shortage to support itself. The
region saw potential in the immigrants who worked in the region under the Temporary Foreign Worker Program. This campaign
was targeted at newcomers to ensure they felt welcomed and encouraged to live, work and connect with the community. The
steering committee was comprised of community partners who collaborated with a “just do it” philosophy geared toward devel-
oping programs and materials to help newcomers, the community and employers welcome these individuals. They worked to-
ward “quick wins” and developed a toolkit to welcome newcomers and to assist employers with welcoming them into the
workforce. Providing the basic necessities such as information about buying a car, obtaining insurance and renting or owning a
home were provided to help reduce the barriers to newcomers feeling welcomed and supported. More information available at
www.centralalberta.ab.ca/investing-here/investor-resources/welcoming-communities/the-innisfail-model 

Upskilling Literacy Program

A study completed by the Social Research and Demonstration Corporation in August 2014 found that nearly half of the working-
age population ranks below a Level 3 in literacy, the level that many have identified is necessary for successful performance in the
workplace.20 This report found that in the hospitality industry, upskilling literacy increases employee retention, reduces employee
stress and increased self-improvement in participants after only 20 hours of training. More Information available in the full study:
http://www.srdc.org/media/199770/upskill-final-results-es-en.pdf
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Sector Specific Initiatives in 
Manufacturing and Agriculture 
Linking Small Towns and Rural Communities to Advanced Manufacturing Centres 
Through Innovate Kansas

One model of effective collaboration intended to foster excellence in advanced manufacturing is Innovate Kansas, a partnership
that helps leverage the expertise of the Advanced Manufacturing Institute (AMI) at Kansas State University to provide opportuni-
ties to firms in small centres and rural areas. The core goal of the Innovate Kansas program is to help “increase the number of
globally competitive innovative products and services produced in rural and/or distressed Kansas communities and regions.” 
The biggest advantage of the program is the knowledge and human resources it makes accessible to local firms in small centres.
The Innovate Kansas network can work companies and regions understand the innovative assets they have to build on, identify
new opportunities, and help facilitate collaboration. In doing so, the program helps draw expertise and skills into rural areas.
Since its inception, Innovate Kansas has provided connections that spurred innovative products in processes in areas such as nu-
trient recovery, wind power, and cargo train fuel consumption. In 2012, the program and AMI received an Economic Develop-
ment Award of Excellence for its continued success in helping to disseminate expertise and innovation to smaller centres. 

Making Farm Work Relevant to Meet Industry Shortages in Victoria, Australia 

Labour shortages across the Australian farming sector, estimated at upwards of 100,000 workers, combined with an ageing pop-
ulation, have pushed both public and private actors in Australia to focus on how to make agriculture a career of choice for young
workers. Their goal: halting and perhaps reversing a trend which has seen the number of people aged between 20 and 30 years
entering farming fall by approximately two-thirds between 1976 and 2006. 

What’s driving this exodus from farming? 

In large part, according to policy documents released by the Government of Victoria, it’s “agriculture’s negative image among
young people in rural communities.” To address this image problem, a variety of public and private stakeholder team-up to
launch a multi-pronged promotional strategy that seeks to arm youth, and the stakeholders they interact with, with better infor-
mation about career paths in the sector. The strategy included collaboration with high school guidance teachers and the creation
of social media campaigns, for example #agchatoz, to better connect with youths who might be curious about the sector. An-
other campaign, Cows Create Careers, was designed by Dairy Australia as a component of secondary school careers curricu-
lum. The program sees interested students spend upwards of two weeks on farms looking after calves and learning about the
processes involved in dairy farming.  

While empirical data on the program’s impact is not available, anecdotal evidence collected by the Victoria State government
highlights the programs growing popularity amongst students.21 This industry led initiative is one of many across the Australian
dairy industry aimed at bringing workers back into the fold. Another is In2Dairy, a training program designed by several regional
dairy producers. The program provides 10 days of pre-employment training for would-be sector employees. Marketed primarily
towards high school students the program helps students learn what career paths, earnings potential and responsibilities are
available in the industry. 
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Similar local initiatives such as Windsor-Essex’s Career Profiles on the agriculture sector seek to do the same. Thanks to funding
provided by both local and regional partners, the regional workforce planning board hosted Agriculture Day to show local high
school students what career paths, responsibilities and compensation is in the sector. 

A Collaborative Approach to Meeting Manufacturing Labour needs in Louisville, Kentucky

The recent trend toward reshoring American manufacturing operations has been heralded as a much need boost to employ-
ment and growth across the United States. However, this potential economic windfall risks going unfulfilled if employers are un-
able to attract or develop the labour forces necessary to capitalize on this trend.22 Indeed, this is the crux of the challenge facing
manufacturers in Louisville, Kentucky. It is often thought that the decline of manufacturing in North America left a significant pool
of unemployed labour that could fill manufacturing positions should the jobs ever return. In reality, the industry has evolved dra-
matically over the past two decades and this labour pool is often unsuitable for the more high-tech, advanced manufacturing jobs
that are today’s norm.  And so despite stagnant employment rates, the National Association of Manufacturing (NAM) estimates
that over 600,000 manufacturing jobs currently go unfilled because of a skills mismatch. 

In Louisville, this problem became clear after GE announced an $800 million investment into the region in August 2012. The
company notes that despite over 10,000 applicants for new positions, the company was only able to hire 730 who possessed
adequate skills. Of those hired, 228 were terminated in the first year contributing to an unsustainable 23% turnover rate.23

In response, GE spearheaded the creation of the Louisville Workforce Development Summit as a means of getting local manu-
facturers to pool their efforts to address the skills shortage.  Chris Blankenship, president and CEO of GE Appliances explains that
“We at GE are placing big bets on the competitiveness of U.S. manufacturing right here in Louisville. A skilled, ready-to-work,
productive workforce is key to winning. But, we can’t do it alone.” Despite a multitude of training programs offered across levels
of government, participants at the Summit agreed that the production of work-ready entry-level operators and technically quali-
fied mid-skilled level candidates is insufficient.

This gap in the labour market is, according to the Louisville group, a product of three main factors:

• The loss of manufacturing jobs over the past 30-plus years and the negative image of manufacturing have combined to steer
many talented people away from manufacturing careers

• Fewer manufacturing jobs and lower student interest have meant fewer manufacturing-focused courses in high schools.

• Most vocational programs have not kept pace with the needs of advanced manufacturing and require substantial change to
become part of the solution.

To address these issues, 8 partner manufactures located in the region, including GE, developed a three-pronged strategy. The
strategy includes a campaign developed to work more closely with high school guidance counsellors and administrators to better
communicate the career options available for students in advanced manufacturing; the collaboration with local area post-sec-
ondary education institutes on the development of an associate’s degree in advanced manufacturing technology; and the launch
of a local campaign in conjunction with industry associations to promote manufacturing as a great career path. 
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Attracting New Canadians to Address Farm Labour Shortages in Manitoba, Canada

A 2013 report by the Canadian Federation of Independent Business (CFIB) found that 80% of Manitoba businesses faced hiring
difficulties with the biggest needs occurring in sectors requiring general and skilled technical labour.24 At the forefront of these
needs is the Province’s agricultural and farm sector.  

In meat-packing, for example, a lack of labour sees facilities in Brandon, Manitoba operate thirty percent below capacity owing to
a 10% gap in the plant’s workforce. Labour force shortages in other farm sectors, notably pulse and potatoes farm labour, are
also significant.25 According to Melinda German, the General Manager of the Manitoba Beef Producers, the Province’s beef pro-
ducers are also frustrated by a lack of local labour, an ageing employee base, and overly-strict definitions of what constitutes
“skilled labour” for the temporary worker stream. German notes that labour shortages are affecting both small and large feedlots,
as well as processing plants. The shortages are the product of a lack of interested youth, and less competitive compensation than
in other sectors such as natural resources.  

With youth increasingly drawn West to Alberta and its high-paying resource sector jobs, Manitoba has been forced to find alter-
natives to ensure its agricultural sector remains competitive and productive. Most of the Province’s efforts have focused on at-
tracting immigrants. In particular, the Province is the country’s most aggressive user of the Provincial Nominee Program (PNP)
which sees the Province work with employers to identify potential employees overseas and facilitate express entry. According to
the Canadian Chamber of Commerce, 80% of new immigrants to Manitoba have come  through the PNP program, with a ma-
jority settling in communities outside of the Province’s three biggest cities. Their success in matching the settlement of immigrants
to labour force gaps in rural communities is driven by a high-degree of engagement and coordination between local communities
and their Provincial immigration-focused counterparts. In 2014, for example, provincial officials travelled to Greece, Italy, Portugal
and Spain to promote the availability of over 250,000 positions across the Province and to vet candidates for its Provincial Nomi-
nee immigration program. According to the Provincial government’s website, “’Friendly Manitoba’ actively seeks immigration ap-
plications from educated and experienced workers with job-ready English because our province is facing a shortage of skilled
workers.”26 Employers in the Province’s agricultural sector are also active users of the temporary foreign worker (TFW) pro-
gram. However, given the political issues that often accompany recruitment through this channel, long-term immigration (as al-
lowed through the PNP) is generally the preferred option. 

Provincial officials also are seeking to help local employers fill significant labour gaps through training programs offered in conjunc-
tion with local colleges. However, the real focus is on getting skilled people elsewhere to see rural Manitoba as part of their fu-
ture, which in turn places an onus on leaders in those rural communities to make significant efforts to make new immigrants feel
welcome. 

Creating a pipeline of manufacturing labour in Wheeling, Illinois

While major employers and large publicly traded companies are able to provide customized in-house training, the training bur-
den on smaller employers represents a far larger challenge. With smaller training budgets and slimmer margins with which to
make investments, such employers are far more reliant on the ability of publicly-funded training programs to produce skilled
labour market participants. Unfortunately, such programs have generally failed to keep pace with changes in today’s business en-
vironment and their graduates are often considered unsuitable candidates due to a lack of appropriate experience and/or train-
ing. In Illinois, for example, approximately 30,000 manufacturing jobs have gone unfulfilled because the pipeline of qualified talent
is inadequate and the cost of in-house training is exorbitant.  The potential long-term impacts of these trends are significant given
that 74 percent of U.S. manufacturers surveyed say “a lack of skilled production workers was harming productivity or hindering
their ability to expand operation.”27
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In Wheeling, Illinois, located approximately 20 miles northwest of Chicago, educational authorities are seeking to address the dis-
connect between education and the economy by redesigning the high-school curriculum to better match the realities of the con-
temporary job market. In 2008, Wheeling High School, a public, four-year institution, introduced an Advanced Manufacturing
career pathway that allows students to explore the field of manufacturing. Students can choose whether to continue their learn-
ing through a subsequent college degree or go directly into the work force. Along with several other schools in the district, these
manufacturing classes have nearly doubled their enrolment since 2012.28

A recent USA Today story on Wheeling highlights this student experience: 

Wheeling's manufacturing lab, nestled in a quiet corner of the bustling school, almost resembles a small factory, with
three hulking computerized machines to cut and shape metal, two manual mills, a drill press, a laser cutter and other
devices. In another room with rows of PCs, students write programs that tell the digital machines how to shape form-
less metal or wood.29

This learning environment is changing student perceptions of manufacturing and the kind of career opportunities the industry of-
fers. Antiquated images of boring assembly line work have been replaced by hands-on experience working with digital design
tools and advanced robotics. Perhaps more importantly, the program provides local manufacturers with a viable pipeline of future
employees. Students gain enough familiarity with modern manufacturing technologies to make them more easily and quickly
trained once hired. To date, the program has solidified over 50 industry partnerships between the schools and local manufactur-
ing companies. Curriculum, technology and processes are shared between the schools and their industry partners to ensure the
relevance of what students are learning. 

The Wisconsin Regional Training Partnership 

Created in Milwaukee in 1992, the Wisconsin Regional Training Partnership (WRTP) is a collaborative initiative between local
manufacturers and business leaders, labour and government intended to help the region’s manufacturing base adapt to a series of
21st century challenges. Following the completion of a report on labour market needs and necessary training compiled by the
Centre on Wisconsin Strategy, the consortium of partners entered into a process of negotiation in order to establish a joint-train-
ing partnership. Based on an employer-driven partnership model, the WRTP provides pre-employment training programs that
prepare potential employees from low-income backgrounds for jobs in the manufacturing sector.30 The needs of partner em-
ployers are continuously tracked through an annual survey, and every effort is made to ensure that training is tightly linked with
local labour market demand. Moreover, In order to act as an effective intermediary within the local labour market, WRTP 
focuses on a “dual customer” approach that seeks to serve the needs of both employers and job-seekers. As such, it embraces
an “employer driven, worker-centred” approach to tackling labour market challenges. As a report from the Annie E. Casey
Foundation notes: 

Informed in roughly equal measure by employers’ focus on profitability and union priorities for worker advancement,
the Wisconsin Regional Training Partnership engages both employees and firms on a long-term basis—and has tran-
scended the usual training-placement-retention paradigm by developing a core competency in helping to save embattled
manufacturing firms in Milwaukee.31

The WRTP has since branched out through additional partnerships and initiatives. The group has partnered with the Building In-
dustry Group Skilled Trades Employment Program (BIG STEP), a pre-apprentice program focused on the construction trades. In
2005, the two organizations launched the Centre of Excellence for Skilled Trades and Industry in central Milwaukee to serve as a
central hub serving the needs of job-seekers in the community. Reviews suggest that the WRTP/BIG STEP program has been
successful in both in helping low-income and unemployed individuals transition to more gainful employment and in helping local
employers cope with ongoing skills shortages. 

Opportunity 2020: Transforming the Labour Market in Perth County, Stratford and St. Marys   52

28 Paul Davidson. 2014. “More High-Schools Teach Manufacturing Skills.” http://www.usatoday.com/story/money/business/2014/11/12/high-schools-teach-manufacturing-skills/17805483/
29 Ibid.
30 The Wisconsin Regional Training Partnership. “WRTP/BIG STEP’s History.” http://www.wrtp.org/history.php 
31 David Jason Fischer. 2005. “Workforce Intermediaries: Powering Regional Economies in the New Century.”  https://nycfuture.org/pdf/Workforce_Intermediaries.pdf



Conclusion 
Jurisdictions across North America and other mature industrial economies are all navigating difficult periods of economic transi-
tion. The rise of new competition from emerging economies is placing downward pressure on margins and increasing the need
for productivity enhancements. An industry’s capacity to increase productivity and competitiveness, in turn, depends in large
measure on its ability to attract and retain highly-skilled labour. What we find across many regions and communities in North
America is a growing inability to tap into skilled labour pools required to drive growth and success. In some cases, the skills gap
stems from the inability to grow the local workforce. In other cases, the local workforce simply lacks the skills and overall pedi-
gree required by today’s employers. Many jurisdictions face both problems simultaneously. 

This brief jurisdictional overview highlights examples of how regions are addressing their own unique labour market challenges,
particularly those regions and sectors that are of most relevance to Perth County and its surrounding region.  This list, however,
is far from exhaustive. As part of this research we have reviewed many other jurisdictions and sectors facing similar difficulties.
We have highlighted ones that have made concerted attempts to address them with a series of adaptation and mitigation strate-
gies that could serve as a model for similar initiatives in Perth County.  

If there is a common theme across the jurisdictional case studies, it is collaboration. In each example, success is predicated on
both public and private participation. Government, industry and educational institutions each play an important role in addressing
the respective challenges. While it is far easier to point the finger at one actor in the system, building an effective and talent
labour force for the needs of 21st century industry requires an understanding of the needs, limitation and potential contributions
from each sector. 

The importance of cross-sector collaboration is reflected in much of the emerging research on the evolution of today’s labour
markets. For example, in her review of regional labour needs and adaptation strategies, Carolyn Hatch, a researcher at Michigan
State University’s Center for Regional Economic Innovation, finds that successfully mitigating gaps in skilled labour availability in
manufacturing tends to require a collaborative approach: 

“the most successful producer firms in dealing with the skills issue are those that not only collaborate with institutions and actors
in their local supply chains and industrial clusters to create industry-driven curricula, but also minimize their labor force turnover
through heavy investments in the training and long term development of their workers. Moreover, when considering the devel-
opment of collaborative alliances between industry and academia, this report also shows that there is not a one-size-fits-all solu-
tion; rather, policy makers need to be sensitive to geographical and industrial specificity in their communities. And finally, there 
a need for more research in order to understand best manufacturing training practices in an era of intensified technological – and
skill – intensity on the shop floor.”32
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Appendix II-1 

 

Appendix II: Detailed Overview of Survey Findings  

On September 23, 2014, the DEEP Centre initiated the Perth County Labour Market Survey in 

order to obtain better insights into the labour market challenges facing employers.  The survey 

was completed on November 28, 2014. What follows are the key insights gleaned from the data 

collected as of this final date.  

Wherever possible data is presented along all three lines. The first provides an aggregate view 

of all responses; the second phase disaggregates the data by sub-region; and the third phase 

provides a sector-specific breakdown of the data.1  

While 170 responses were collected, once duplicate entries and empty responses are deleted, 

the sample comprises 153 respondent firms across the six component parts of the Region. A full 

presentation of the survey results is provided in Appendix I. A full demographic analysis of 

labour force statistics is presented in Appendix II. 

These 153 firms are distributed across the greater Perth County region as follows: 

Figure 21 – Sample of Firms  

Stratford 65 

West Perth 28 

North Perth  20 

St. Marys 17 

East Perth 17 

Perth South 6 

Total respondent firms  153 

 

  

                                                           
1
 For the purposes of this report, correspondence-related questions are omitted from the analysis. 
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Summary of Findings 

 
Although the profile of the firms and sectors vary across Perth County, the survey results 

demonstrate considerable consistency in the current employment outlook for the region and 

the challenges local business owners anticipate going forward. The detailed findings outlined 

below reflect generalized concern among Perth County business owners over their ability to 

acquire the general and skilled labour required to maintain operations and meet future growth 

goals. Although most firms in the region noted the need to hire in the short and medium term, 

the vast majority of respondents report experiencing challenges recruiting the talent they need.  

Perceived challenges include the limited size and quality of the local labour pool, a lack of 

necessary skills and training among applicants, and general difficulty in attracting skilled 

individuals from outside Perth County due to misperceptions about life in the region, 

commuting times (for those unwilling to relocate) and the inability to offer competitive 

compensation packages. Although Perth County is viewed as offering good amenities and a high 

quality of life, the distance to major urban centres and a lack of public transportation are also 

seen as impediments in attracting talented individuals to the region. Most respondents 

identified skills training and skilled trades programs as the most valuable ways to boost the 

quality of the local labour pool and thereby address local labour shortages. At the same time, 

firms also report that a lack of time, cost and capacity are impediments to undertaking such 

training themselves. 

 

Profile of the Sample 

 

- Across the region, firm establishment most prominent in 2000-2010 period; 

- Head offices and sole proprietorships most common form of business;  

- Stratford is only sub-region with more branch plants than sole proprietorships owing to 

the city’s manufacturing presence 

- Vast majority of firms in sample have revenues over $1 million. 

- Amongst manufacturing firms, 24 of 30 firms sampled have revenues over $1 million.  

- Total sample of firms responsible for employment of 12,580 across six sub-regions. 
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Figure 22 – Sample Profile  

 
Industry  # of Firms 

Manufacturing 30 

Services 29 

Retail 23 

Agriculture 16 

Health & Long-Term Care 13 

Hospitality 10 

Transportation 9 

Not-for-Profit 8 

Government 6 

Financial Services 6 

Construction 3 

 

Employment Profile 

 
- Full-time employment (vs. part-time or contract) most prevalent in manufacturing, 

transportation, financial services and agriculture. Least prevalent in hospitality, retail and not-

for-profit sectors.  

- Management share of employees highest in construction, hospitality and retail.  

- Skilled labour share of employees highest in health, financial services and agriculture. 

- Unskilled labour share of employees highest in manufacturing, hospitality and not-for-profit. 

- Majority of employers surveyed (65%) require high-school education. 

o Most prevalent in government, financial services, construction and health and social 

services sector. 
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Compensation Profile 

 
- 71% of firms sampled offer benefits 

- Highest amongst manufacturing, financial services and retail firms. 

- Across all firms, average labour wage paid is $15.95 

o Average across industries ranges from $13 in not-for-profit to $22.75 for 

transportation and financial services firms. 

o Median labour wage highest in transportation, government and construction 

sectors. 

- Across all firms, average management wage paid is $28.60 

o Average across industries ranges from $15 in hospitality to above $35 for 

government, financial services and health care. 

o Median management wage highest in government, financial services and health 

care.  

 

Hiring Activity 

 
- Over past  12 months, the hospitality, government, services and manufacturing sectors 

have been most active in hiring. 

o Majority (51%) of new hires previously employed in region. 

o Transportation most likely to hire from outside region. 

o Manufacturing/services most likely to hire unemployed.  

- Most common commuter origins Huron County and Kitchener-Waterloo. 

o Manufacturing, Health and Transportation most likely to depend on commuters. 

- 71% of firms sampled anticipate hiring over the next 6 months. 

o Construction, transportation, financial services and manufacturing most likely. 

o Hospitality, manufacturing and services show highest number of anticipated 

hires. 

- 75% of firms sampled anticipate hiring in medium term. 

o Manufacturing, transportation and hospitality most likely. 

o Hospitality, manufacturing, services and agriculture show highest number of 

anticipated hires.  

- Turnover at sampled firms average 13%.  

o Highest turnover rates shown in construction, transportation and hospitality. 

- Retirements expected to open over 450 positions over next 5 years in all sectors. 

o Retirements highest in manufacturing, agriculture, retail, financial services and 

transportation. 
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Figure 23 – Anticipated Hiring in Near Term 

 
Industry Yes  Anticipated Number of 

Hires in Next 6 Months 

All respondent firms 71% (82 firms) 1498 

Transportation 86% 46 

Services 60% 127 

Retail 72% 56 

Manufacturing 79% 242 

Agriculture 75% 41 

Construction 100% 5 

Government  50% 45 

Not for Profit 67% 10 

Financial Services 80% 26 

Health & Long-Term Care 70% 31 

Hospitality 72% 869 

 
 

71% of firms sampled anticipate 
hiring over next 6 months 

1,500 positions to be filled Hospitality, manufacturing and 
services sectors highest demand 

75% of firms sampled anticipate 
hiring over next 18 months 

1,900 positions to be filled Hospitality, manufacturing and 
services sectors highest demand 
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Demand for Skilled Labour 

- Very strong demand for general labour in both hospitality and manufacturing sectors.  

- Skilled labour/professions in highest demand include:  

o Truck drivers 

o Sales professionals 

o IT technicians 

o CNC setters 

o Engineers 

o Skilled trades  

o Early childhood educators  

o Registered nurses 

o Personal support workers 

o Kitchen staff 

- Across industries, general labour and skilled trades most difficult to recruit. 

Management and professional staff also difficult to recruit.  

 

Talent Recruitment Challenges 

 
- Across industries, both skilled and unskilled labour seen as difficult to recruit owing to 

lack of supply, high competition, and difficulty in recruiting to the area.  

- Recruitment efforts driven by traditional mediums (word of mouth, newspapers and 

online job boards). Social media usage is moderate across industries. Use of community 

organizations lowest amongst choices.  

- Vast majority (84%) of firms sampled have experienced difficulty recruiting staff versus 

13% that have never experienced recruitment difficulties.  

o Transportation and hospitality most likely to “always” have difficulty. 

o Manufacturing, government and retail show highest rates of “always” and 

“sometimes” having recruitment difficulties.  

- Across all industries, a generalized set of recruitment challenges is clear. They are: 

o Too few applicants 

o Lack of specific skills and/or training 

o Lack of relevant experience 

o Wage expectations 
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Figure 24 – In demand occupations 

Agriculture Farm machinery operators, drivers, seed specialists, general labour 

Construction Site supervisors, drivers, finishers, skilled trades 

Financial Services Accountants, bank tellers, investment specialists  

Health and long-term care Personal support workers, registered nurses, administrative staff 

Hospitality Front desk personnel, kitchen and restaurant staff 

Manufacturing Skilled trades, CNC Setters, engineers, welders, ,millwrights 

Not-for-profit  Early-child educators, personal support workers, fundraisers 

Retail Store management, cashiers, drivers 

Services Customer service, sales executives, IT technicians 

Transportation Truck drivers, mechanics, administrative staff 

 

Mitigation Efforts 

 
- Across industries, skills training, skilled trades programs, and career counselling are 

viewed as the most valuable support programs that could be offered.  

- Half of firms sampled note the presence of mitigation strategies aimed at addressing 

these recruitment difficulties.  

- Use of mitigation strategies highest in transportation, health, hospitality and financial 

services.  

- Three-quarters of firms sampled train, or would consider training, existing staff to 

address current labour market shortages.  

- However lack of time, cost and capacity are offered as generalized impediments to such 

training. 

- In-house training efforts sufficient for only half of firms sampled.  

- One-third of firms sampled offer apprenticeships 

o Highest amongst manufacturing, transportation and construction firms. 

o Firms in not-for-profit, manufacturing and services most likely planning to offer 

apprenticeships.  

 

Economic Development Partnerships 

 
- Conestoga College and Partners in Employment are the most common partner 

organization, both named by 29% of respondent firms.  

- MTCU is the third most common partner at 23%.  

- The engagement with government and community organizations is viewed as mixed. 

While efforts are recognized as helpful, ultimate results are still viewed as lacking as 

labour related challenges faced by employers have yet to be addressed. 
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Regional Advantages and Disadvantages 

 
- Across all industries and firms, most significant advantages gained by operating in Perth 

County are  

o Business friendly environment, 

o Community amenities (quality of life), and  

o Competitive costs 

o Access to Skilled Labour, Access to National/International Markets and Access to 

Support Programs not seen as significant advantages.  

- Across all industries and firms, most significant disadvantages from operating in Perth 

County are: 

o Lack of labour supply,  

o Lack of public transportation,  

o Distance from major centres, and  

o Difficulty in recruiting to region 
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Appendix III: Survey Tables  
 

Q5 - Was the business started in this community? 

Yes 116 

No 37 

Total respondent firms 153 

 

Location Yes No 

Stratford 37 28 

West Perth 23 5 

North Perth 17 3 

St. Marys 16 1 

East Perth 17 0 

Perth South 6 0 

Q6 – What year was your business started in? 

Year of Inception # of Firms 

Pre-1900 7  

1901-1950 13 

1951-1960 12 

1961-1970 5 

1971-1980 15 

1981-1990 22 

1991-2000 18 

2001-2010 40 

2011 - 11 

Total respondent firms 143 



 
Appendix III-2 

 

 

Location Pre-1950 1951-1999 2000-2010 2011 -  

Stratford 9 17 16 5 

West Perth 5 14 7 3 

North Perth 3 7 7 1 

St. Marys 1 11 3 2 

East Perth 2 8 7 0 

Perth South - 6 - - 

 

Q7 - What is the nature of your business in the Region? 

Type of operation # of Firms 

Head Office 42 

Branch Plant 16 

Sales Location 19 

Sole Proprietorship 48 

Other 18 

Total respondent firms 143  

 

Location Head Office Branch Plant Sales Sole Prop.  Other 

Stratford 14 11 12 9 9 

West Perth 6 3 4 13 2 

North Perth 8 1 1 8 2 

St. Marys 5 1 1 7 3 

East Perth 5 - 1 9 2 

Perth South 4 - - 2 - 
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Q8 – Which industry does your business operate in? 

Industry  # of Firms 

Manufacturing 30 

Services 29 

Retail 23 

Agriculture 16 

Health & Long-Term Care 13 

Hospitality 10 

Transportation 9 

Not-for-Profit 8 

Government 6 

Financial Services 6 

Construction 3 

 

Q9 - Approximate annual revenue? Check one. 

Revenue Range # of Firms 

$ 0 - $49,999 8 

$50,000 - $99,000 4 

$100,000 - $249,999 9 

$250,000 - $499,999 11 

$500,000 - $999,999 11 

$1,000,000 - $4,999,999 50 

Over $5,000,000 36 

Total respondent firms  129 
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Industry sectors by revenue ranges: 

Revenue AG CN FS GOV HE HO MAN NFP RE SR TR 

$0 - $49,999 3   1    2  2  

$50,00 - 

$99,000 

     1  1 1  1 

$100,000 - 

$249,999 

    1 1   4 2  

$250,000 - 

$499,999 

2    1 1 1  3 4  

$500,000 - 

$999,999 

4 1     1   4  

$1,000,000 - 

$4,999,999 

4 1 2 1 3 4 10 4 8 10 3 

Over 

$5,000,000 

1  3 1 4 1 14  5 3 5 

 

Sub-region by revenue range 

Location $0-49 $50-99 $100-250 $250-499  $500-999 $1-$5m >$5m 

Stratford 2 3 4 1 3 18 15 

West Perth 3 1 2 4 1 9 7 

North Perth 1 - 2 - - 9 5 

St. Marys 1 - 1 4 2 4 5 

East Perth 2 - - 2 5 6 2 

Perth South - - - - - 4 2 
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Q10 – Total number of employees? 

 

Industry # of Employees  Location # of Employees 

Manufacturing 3,962  Stratford 8,040 

Health & Long-Term Care 3,006  West Perth 1130 

Services 1,219  North Perth 2,143 

Hospitality 1,191  St. Marys 660 

Government 954  East Perth 384 

Retail 650  Perth South 223 

Not for Profit 507    

Transportation 

483  Total Employees at 

Respondent Firms 

12,580 

Financial Services 408    

Agriculture 176    

Construction 24    
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Q11 - How many of your employees are: 

 

Industry Sector Full-time Avg. Part-Time Avg.  Contract Avg. 

Manufacturing 89 8 3 

Health & Long-Term Care 57 38 5 

Services 73 22 5 

Hospitality 27 40 33 

Government 49 22 29 

Retail 52 45 3 

Not for Profit 52 45 3 

Transportation 82 18 0 

Financial Services 82 6 12 

Agriculture 83 12 5 

Construction 64 112 25 
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Q12 - What are the key professions employed in your organization? Organized by Industrial 

Sector. 

Manufacturing 

Administrative staff (finance, human resources, purchasing), Specialized technical 

staff, Laboratory staff, Sales and Marketing, General Labour, Management, Skilled 

Trades, project management 

Health & Long-Term Care 

Nurse Practitioner, Registered Nurse, Registered Practical Nurse, Pharmacist, 

Dietician, Social Work, Mental Health Counselor, Accountant, Food Service. 

Services 

Management, Sales, Customer Service, Installation, IT Staff, Specialized technical 

staff, Human Resources, Accounting, Project Management 

Hospitality 

Management (hotel & restaurant), chefs, cooks, servers, bartenders, 

housekeepers, front desk 

Government 

Administrative staff (finance, human resources, purchasing, fundraising), 

specialized technical staff, senior leadership 

Retail 

Sales and Marketing, Technicians, Administrative staff, Accounting, Drivers, 

Management, Warehouse staff 

Not for Profit Specialized technical staff (ECE, PSW), senior leadership 

Transportation 

Taxi Drivers, Truck Drivers, Accountants, Managers, Mechanics, Warehouse Staff, 

Sales Staff 

Financial Services 

Branch Managers  Commercial/Ag Account Managers  Financial Planners  

Mortgage Lending Specialists  Tellers  Administrative Support staff 

Agriculture 

General labour; sales staff; machine operators; management; quality assurance 

personnel; drivers; specialized technical staff 

Construction 

General labour; specialized machine operators; skilled trades; management; 

supervision 
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Q14 - Please list the percentages of your workforce that are: 

 Mgmt Technical Specialized Unskilled Other 

Average Total Sample 16.9 30.3 26.0 25.6 2.1 

Median Total Sample 10 20 15 10 0 

 

  MGMT TECH SPEC UNSK Other 

Transportation Average Sector Sample 16.8 23.6 54.3 6.1 0 

 Median Sector Sample 10 7 70 2 0 

       

Services Average Sector Sample 15.9 34.1 26.6 24.2 0.8 

 Median Sector Sample 10 33 14 0 0 

       

Retail Average Sector Sample 26.1 28.5 17.1 24.8 6.1 

 Median Sector Sample 15 20 5 10 0 

       

Manufacturing Average Sector Sample 12.7 31.4 15.8 41.5 0 

 Median Sector Sample 7 20 12 47 0 

       

Government Average Sector Sample 17.8 31.3 23.5 27.5 0 

 Median Sector Sample 18 25 22 25 0 

       

Agriculture Average Sector Sample 14.3 39.5 35.6 12.9 0 

 Median Sector Sample 18 40 25 0 0 

       

Construction Average Sector Sample 37.5 20 17.5 25 0 

 Median Sector Sample 37.5 20 17.5 25 0 
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Health & Long-

Term Care Average Sector Sample 9.7 34.7 39.9 5 0 

 Median Sector Sample 5 19 35 8 0 

       

Hospitality Average Sector Sample 25.5 20.5 18.9 35.1 0 

 Median Sector Sample 12.5 12.5 12.5 25 0 

       

Not for Profit Average Sector Sample 13 15.7 28.3 39.7 3.3 

 Median Sector Sample 10 0 0 50 0 

       

Financial Services Average Sector Sample 11.5 29.5 35.2 23.2 0 

 Median Sector Sample 10 0 10 8 0 

 

Q15 Does your company require employees to have at least a high school education? 

Total Sample   

Yes 65.52% (95 employers) 

No 34.48% (50 employers) 

 

Industry High School Requirement - Yes High School Requirement – No 

Transportation 45% 55% 

Services 75% 25% 

Retail 59% 41% 

Manufacturing 57% 43% 

Agriculture 64% 36% 

Construction 100%  
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Government  100% - 

Not for Profit 80% 20% 

Financial Services 100% - 

Health & Long-Term Care 82% 18% 

Hospitality 33% 67% 

 

 

Q16 - How many staff has your organization hired in the last 12 months? 

Industry Average new hires in last 12 months 

All respondent firms 25 

Transportation 6 

Services 33 

Retail 4 

Manufacturing 28 

Agriculture 3 

Construction 4 

Government  35 

Not for Profit 21 

Financial Services 12.5 

Health & Long-Term Care 13 

Hospitality 120 
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Q17 - What percentage of new hires were previously: 

Industry Unemployed Employed in Region Employed Outside Region 

All respondent firms 34.7% 51.3% 14.4% 

Transportation 7.5% 43.8% 48.5% 

Services 41.5% 50.9% 7.7% 

Retail 35.2% 42.3% 15.4% 

Manufacturing 49.1% 37.5% 13.1% 

Agriculture 24% 59% 16.8% 

Construction - 100% - 

Government  - 90% 10% 

Not for Profit 42% 53% 5% 

Financial Services 28.3% 50.5% 21.2% 

Health & Long-Term Care 25.7% 64.4% 21.1% 

Hospitality 35% 52% 13% 

 

Q18/19 - What percentage of your staff commute from outside the County? And from where? 

 

Industry Average Commuting 

Percentage 

Top Commuter Origin 2
nd

 Commuter Origin 

All respondent firms 16.9% Huron County (22%) Kitchener-Waterloo (16%) 

Transportation 27.3% London-Middlesex Greater Toronto Area 

Services 14.4% Kitchener-Waterloo London-Middlesex 

Retail 8.7% Huron County Oxford County 

Manufacturing 25.8% Huron County Kitchener-Waterloo 

Agriculture 20% Huron County Kitchener-Waterloo 

Construction 2.5% London-Middlesex NA 

Government  16.3% Oxford County Huron County 
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Not for Profit 2.8% London-Middlesex Oxford County 

Financial Services 7.2% Kitchener-Waterloo Oxford County 

Health & Long-Term Care 23.7% Huron County London-Middlesex 

Hospitality 10 London-Middlesex Kitchener-Waterloo 

 

Q19/Q20 - Do you anticipate hiring in the near-term future (6 months)? And if so, how many? 

Industry Yes  Anticipated Number of 

Hires 

All respondent firms 71% (82 firms) 1498 

Transportation 86% 46 

Services 60% 127 

Retail 72% 56 

Manufacturing 79% 242 

Agriculture 75% 41 

Construction 100% 5 

Government  50% 45 

Not for Profit 67% 10 

Financial Services 80% 26 

Health & Long-Term Care 70% 31 

Hospitality 72% 869 

 

  



 
Appendix III-13 

 

Q21/Q22 - Do you anticipate hiring in the medium-term future (next 18 months?) And if so, 

how many? 

Industry Yes  Anticipated Number of 

Hires 

All respondent firms 75% (85 firms) 1895 

Transportation 86% 32 

Services 60% 224 

Retail 82% 48 

Manufacturing 95% 496 

Agriculture 58% 112 

Construction 50% 2 

Government  50% 7 

Not for Profit 67% 15 

Financial Services 80% 21 

Health & Long-Term Care 70% 53 

Hospitality 83% 886 

 

Q23 - Approximately what percentage of your labour force leaves the company each year?  

Industry Average Turnover Range Median 

All respondent firms 13.3%  0 – 100 % 5%  

Transportation 22.5% 2-100% 5% 

Services 12.9% 0-75% 5% 

Retail 10.7% 0-50% 7.5% 

Manufacturing 10.3% 0-85% 5% 

Agriculture 19.3% 0-55% 10% 

Construction 35% 35% 35% 

Government  6.7% 0-15% 5% 
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Not for Profit 11.7% 0-30% 7% 

Financial Services 9.3% 0-20% 8.5% 

Health & Long-Term Care 12.9% 0-50% 5% 

Hospitality 17.4% 0-50% 10% 

 

Q24 - Approximately how many of your employees will retire in the next 5 years? 

Industry Expected retirements Range Median 

All respondent firms 455 1-67 2 

Transportation 45 1-20 5 

Services 39 1-8 1 

Retail 48 1-18 3 

Manufacturing 128 1-67 2 

Agriculture 59 1-50 1 

Construction 3 1-3 1 

Government  35 1-25 10 

Not for Profit 9 1-5 2 

Financial Services 43 1-21 5 

Health & Long-Term Care 26 1-10 1 

Hospitality 20 1-10 1 
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Q25 - In the next 2-5 years, which positions do you anticipate requiring to fill? And how many 

do you expect to hire for each? 

Industry Listed Positions  

Transportation Truck drivers (67+), Mechanics, Office Staff  

Services Customer Service (15), Sales executives (5), IT Technicians (5), Senior 

Management, Mechanics, Drivers, Office admin, Machine operators, Structural 

engineers, Pharmacy Assistant, Optometrist, Investment specialist, Accountant  

Retail Cashiers, Store Management, Skilled Trades, Installation Crew, Drivers 

Manufacturing General Labour (250+), CNC Setters (50), Production Staff (5), Engineers (30), 

Welders (20), Management (20), Meat packers (10), Millwrights (5), Skilled 

Trades, Lab Technician, Designers, Press Operator, QA Inspector 

Agriculture General labour, Farm machinery operators, Cheesemakers, Drivers, Seed 

specialists, Office administration,  

Construction Drivers, Site supervisors, Finishers, Management 

Government  Library clerk, Clerk, Tax Collector 

Not for Profit Early child educators (10), Personal support workers, Fundraising 

Financial Services Investment Specialist, Bank Teller, Accountants  

Health & Long-Term Care Personal support workers (30), Registered Nurses (10), Admin, Kitchen staff, 

Drivers 

Hospitality Counter staff/services (300), Kitchen/restaurant staff (50), Sales & Marketing, 

Housekeeping 

 

Q26 - Do you anticipate any of these positions to be difficult to fill? Why or why not? 

Industry Listed Positions  

Transportation Truck drivers: High demand 

Services Engineers: Difficult to attract to area; Management: Difficult to attract to area 

(premium $ required); Kitchen staff: quality staff difficult to find; Skilled trades: 

lack of certified labour in area. 

Retail Flooring installers: “Skilled work yet underpaid.” 

Manufacturing Skilled/technical labour: lack of labour in the area/high demand/high turnover; 

General labour: insufficient labour pool at available wage levels; Skilled trades: 
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high demand/insufficient labour pool; Management: insufficient labour 

pool/dependence on relocation. 

Agriculture General: Lack of interest in agriculture; lack of applicable skills/background. 

Construction Skilled trades: insufficient labour pool. 

Government  All positions: lack of relevant/transferable experience. 

Not for Profit ECE: lack of certified labour. 

Financial Services All: limited pool of skilled/experienced applicants. 

Health & Long-Term Care RNs & PSWs: lack of credentialed applicants. 

Hospitality Kitchen staff: Insufficient skilled labour in the area. 

 

Q27/Q28 - What channels have been used to recruit new staff? And what are your reasons 

for choosing these methods? 

Channel # 

Selections 

Reason for choice 

Word of Mouth 99 Cost, ability to recruit locally, need for 

specialized skills, reliability 

Newspaper & local media advertising 77 Tradition, has worked in the past. 

Online job boards 72 Cost, effectiveness, reach, targeting, minimal 

involvement of third parties. 

Schools / education institutions 54 Need to attract younger audience. 

Your company’s website 47 Need to attract younger audience.  

Other social media applications (LinkedIn, 

Facebook, Twitter) 

39 Need to attract younger audience. 

Community-based employment services (i.e. 

Partners in Employment; Conestoga Career 

Centre) 

33 A new approach. 

Cold calls from prospective employees 30 N/A 

Community organizations 29 N/A 

Government employment centre 26 N/A 

Perth County Jobs (Facebook & Twitter) 24 N/A 
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Temporary employment agencies 18 N/A 

Professional recruitment firms 14 N/A 

Community-based immigrant service agency 3 N/A 

Note: N/A indicates no comment/explanation available.  

 

Q29/30 - Is your organization currently seeking to recruit individuals with specific skills sets? If so, 

please check all that apply. 

Sector % firms seeking Top 3 Skill Sets Sought 

All respondents 66%  

Transportation 86% Verbal, Physical/Mechanical, Teamwork 

Services 50% Verbal, Teamwork, Social, Organizational 

Retail 53% Verbal, Social, Artistic 

Manufacturing 80% Physical/Mechanical, Verbal, Math  

Agriculture 75% Agricultural, Physical/Mechanical, Teamwork  

Construction 100% All 

Government  50% Verbal, Social, Spreadsheet 

Not for Profit 67% IT Related, ECE specific 

Financial Services 80% Spreadsheet, IT Related 

Health & Long-Term 

Care 

60% Health related, Nursing specific 

Hospitality 80% All 

 

Q31 - Which of the above skill sets are hardest for your company to recruit for within Perth County, 

Stratford & St. Marys? 

Sector Hardest to recruit within Perth County, Stratford & St. Marys? 

Transportation Teamwork, Drivers 

Services Technical Skills, ICT Skills, Mechanical 
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Retail Reliability, Work ethic, Mechanical, Verbal Communication 

Manufacturing Math, Technical (Autocad, Engineering, Skilled Trades), Management  

Agriculture Agriculture-related, Mechanical, ICT Skills, Work Ethics 

Construction Skilled Trades, Mechanical 

Government  Organization Skills, ICT Skills 

Not for Profit Early Childhood Educators 

Financial Services ICT Skills, Interpersonal skills 

Health & Long-Term Care Nursing (RN + RPN), PSWs 

Hospitality Kitchen skills, Sales  

 

Q32 - Does your company have a problem recruiting employees?  

Sector Always Sometimes Never Seasonally 

All respondents 23% 61% 13% 3% 

Transportation 71% 14.5% 14.5% - 

Services 28% 67% 5%  

Retail 6% 71% 18% 5% 

Manufacturing 17% 79% 4% - 

Agriculture 36% 64% - - 

Construction 100% - - - 

Government  - 100% - - 

Not for Profit 16.5% 67% 16.5% - 

Financial Services 20% 60% 20% - 

Health & Long-Term 

Care 

37.5% 37.5% 25%  

Hospitality 71% 29% - - 
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Q33 - How would you describe your company's hiring challenges? Rank each in importance from 1 for 

greatest challenge to 5 for least challenging.  

All respondents Greatest 

Challenge 

Major Challenge Modest 

Challenge 

Minor Challenge Not a Challenge 

Too few 

applicants 

23% 26% 25% 11% 16% 

Lack of Specific 

Skills or Training 

20% 33% 28% 14% 5% 

Lack of General 

Skills 

3% 14% 32% 29% 22% 

Unwillingness to 

move to area 

6% 12% 22% 26% 35% 

Management 

time/capacity 

3% 15% 30% 20% 32% 

Lack of people 

skills 

2% 18% 33% 28% 19% 

Lack of 

motivation/poor 

attitude 

11% 24% 20% 24% 21% 

Lack of relevant 

experience 

13% 31% 28% 18% 11% 

Wage 

expectations 

14% 25% 28% 21% 12% 
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Sector specific hiring challenge results: 

 

  

Sector Too few 

applicant

s 

Lack of 

Specific 

Skills or 

Training 

Lack of 

Genera

l Skills 

Unwillingne

ss to move 

to area 

Managem

ent time/ 

capacity 

Lack of 

people 

skills 

Lack of 

motivati

on/ poor 

attitude 

Lack of 

relevant 

experien

ce 

Wage 

expectatio

ns 

Trans. Greatest Modest Minor Modest Minor Minor Modest Modest Major 

Services Modest Modest Minor Minor Minor Minor Minor Major Modest 

Retail Minor Major Modest Minor Minor Minor Major Modest Major 

Manu’ Major Major Modest Modest Modest Modest Major Modest Major 

Agri. Major Major Minor Minor Modest Minor Modest Major Minor 

Const. Major Major Modest Modest Modest Minor Major Major Major 

Govt. Minor Major Minor Minor Minor Minor Minor Major Major 

NFP Major Major Modest Minor Modest Major Major Major Greatest 

FS Greatest Modest Minor Modest Modest Modest Modest Modest Major 

Health Major Modest Minor Minor Minor Minor Major Modest Minor 

Hosp. Modest Major Minor Minor Minor Major Minor Greatest Modest 
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Q34 - What kind of support programs would be most valuable in addressing your labour force 

challenges?   

Sector Skills 

Training 

Job Fairs Relocati

on 

Settleme

nt 

Services 

Career 

Counselli

ng 

Recruit - 

Services 

Skilled 

Trades 

Rideshar

e 

Linkages 

w/ 

schools 

All  21% 11% 6% 2% 13% 13% 16% 5% 13% 

Trans. 27 0 9 0 0 27 18 0 18 

Services 21 14 14 3 17 3 14 7 7 

Retail 23 10 0 0 13 19 16 0 19 

Manu’ 17 11 8 3 9 12 20 12 9 

Agri. 17 17 3 0 14 14 10 3 21 

Const. 25 0 0 0 25 50 0 0 0 

Govt. 20 0 0 0 40 20 0 0 20 

NFP 30 0 0 0 30 10 10 0 20 

FS 43 0 0 0 29 14 14 0 0 

Health 23 23 8 8 0 8 15 8 8 

Hosp. 27 20 0 0 13 13 13 0 13 

*Other – Affordability, Housing, Community Promotion, Municipal by-laws (transport.) 
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Q35 - What positions are most difficult to fill (by percentage)?  

Sector GL ST MGMT PROF Office Sales Drivers 

All respondents 23 21 14 13 8 11 10 

Transportation - - - - - 15 85 

Services 18 24 18 15 15 3 9 

Retail 24 24 16 - 8 20 8 

Manufacturing 24 28 12  18 8 4 6 

Agriculture 33 8 17 17 0 25 0 

Construction 40 20 - - - 20 20 

Government - - 100 - - - - 

Not for Profit - 17 17 17 - 33 17 

Financial Services - - - - 50 50 - 

Health & Long 

Term Care 

30 20 10 20 10 10 - 

Hospitality  - 50 - - 50 - 

 

*Other:  

- Not for Profit: ECEs, Fundraiser, PSWs 

- Manufacturing: Customer Service 

- Hospitality: Sous Chef, Prep Chef 

- Health & Long Term Care: Registered Nurses, Registered Practical Nurses 
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Q36 - Are you currently implementing any strategies to address this/these difficulties? 

Sector “Yes” Response 

 (% of firms ) 

Strategy examples 

All 46% - 

Transportation 100%  Cash incentives, online presence, hired recruitment staff member 

Services 24%  Transportation from other areas; teaming up with local schools; 

developing online presence; attendance at job fairs 

Retail 15%  Use of Apprenticeship Training program 

Manufacturing 50%  Working with colleges/high schools; increased wages; 

apprenticeship programs; internal training 

Agriculture 60% Internal training; establishing school for agricultural professions; 

better wages and benefits to retain employees. 

Construction 50% - 

Government  50% Succession planning; job fair promotion 

Not for Profit 80% Job fair promotion, establishing school, better engagement with 

high schools. 

Financial Services 80% Interviewing wider band of applicants. 

Health & Long 

Term Care 

80% Job fair promotion, use of apprenticeship programs. 

Hospitality 80% Use of social media, attendance at job fairs, industry networking, 

engagement with Conestoga College. 
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Q37 - Do you, or would you consider, training existing staff to fill current labour market 

needs? 

 

Sector “Yes” Response  

(% of firms ) 

Additional Comments 

All 75% - 

Transportation 72% “Has been done…” 

Services 72% “We do but could use additional help give ongoing cost” 

Retail 75% “Would but they have to have some level of competence” 

Manufacturing 75% “We have been doing this but need more…” 

Agriculture 60% “Lack of time,” “Current workforce insufficiently skilled”  

Construction 33% “Maybe” 

Government  100% “Training offered to all staff” 

Not for Profit 80% “We offer cross-training to address this” 

Financial Services 100% “Need more staff to train…” 

Health & Long 

Term Care 

89% “Part of our succession planning” 

Hospitality 100% “But there is a lack of time” 
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Q38 - Is your current in-house skills-training sufficient to solve your labour market needs?  

Sector “Yes” Response  

(% of firms ) 

Additional Comments 

All 52% - 

Transportation 50% Not enough applicants; too intensive; looking at online models 

Services 60% Time; cost of training; does not address management needs  

Retail 60% Time; basic skill sets in short supply 

Manufacturing 50% “No -  can't train for skilled trades in a reasonable amount of time 

or for a reasonable cost” 

Agriculture 40% Lack of time/finances/capacity required to provide training 

Construction 0% - 

Government  66% - 

Not for Profit 40% Lack of time/training expertise. 

Financial Services 25% Lack of time/lack of applicants. 

Health & Long 

Term Care 

100% “Time and cost are an ongoing constraint.” 

Hospitality 60% Lack of time; “We should staff out to get external training” 

 

Q39 - Does your company provide apprenticeship opportunities?  

Industry Yes No Planning N/A 

All 34% 42% 8% 16% 

Transportation 83% 17% - - 

Services 22% 39% 11% 28% 

Retail 33% 39% 6% 22% 

Manufacturing 54% 33% 13% - 

Agriculture 17% 33% 8% 42% 

Construction 50% 50% - - 
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Government  25% 75% - - 

Not for Profit 17% 50% 17% 17% 

Financial Services - 80% - 20% 

Health & Long Term 

Care 

33% 56% - 11% 

Hospitality 17% 67% - 17% 

 

Q40 - What challenges, if any, do you face in implementing in-house training or 

apprenticeship programs? Percentage of respondents indicating choice. 

 

Industry Capacity to 

Implement 

Cost Lack of 

Expertise 

Apprenticeship 

Ratios 

Distance 

/Time  

Planning Not 

Applicable 

All respondent 

firms 

26% 25% 9% 8% 6% 20% 7% 

Transportation 43% - 14% 14% - - 29% 

Services 31% 19% 66% - - - 38% 

Retail 22% 28% 11% - 17% 17% 6% 

Manufacturing 34% 23% 11% 11% 9% 6% 6% 

Agriculture - 23% 15% - - 23% 38% 

Construction - 67% - 33% - - - 

Government   29% 29% - 14% 14% 14% 

Not for Profit 29% 14% 14% 14% 14% 14% - 

Financial 

Services 

25% 50% - - - - 25% 

Health & Long 

Term Care 

- 40% - 20% - - 40% 

Hospitality 40% 20% - - 20% - 20% 
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Agriculture:  Is a cheesemaker apprentice program available? 

Manufacturing: employee loyalty; lack of government support; time 

required; wage expectations of those with training; 

requirements/limitations of just in time facility; lack of applicants 

Retail: Time; lack of applicants 

Services: Time; seasonality of demand. 

Transportation: Lack of applicants 

Comments: 

Q41 - Does your company offer benefits? If so, please describe the benefits you provide. 

Percentage of respondents indicating “Yes” 

Sector Responses Expanded response 

All respondent 

firms 

71% - 

Transportation 67% Dental, health, drug travel. 

Services 61% No (too expensive). 

Retail 71% For full-time vs. part-time employees; profit sharing at time/hour 

marks; aggressive benefits to attract employees 

Manufacturing 87% No too expensive; Yes – from 80-100% - after probation.  

Agriculture 56% For right person we would.  

Construction 50% Basic life insurance, extended health. 

Government  67% Only for full-time staff; qualification necessary. 

Not for Profit 80% Yes, “after one year of service” 

Financial Services 100% “Each employee receives $1200/year to use on any kind of benefits 

they would like.” 

Health & Long 

Term Care 

67% Health, dental, medical, RRSP, cash bonuses. 
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Hospitality 50% Health, dental, education assistance, RRSP. 

 

Q42 - What is the wage range for general labour employees in your business? (hourly rate) 

Sector Range Average Median 

All sectors $ Minimum - $43  $15.95 $15 

Transportation $17 – 30  $22.75 $23 

Services $11 - $30 $18 $16.50 

Retail $11 - $30  $15.23 $14 

Manufacturing $12.50 - $43  $18.43 $16 

Agriculture $12 - $40 $18.34 $16.75 

Construction $12 - $20  $17.00 $19 

Government  $13.50- $21 $17 $20 

Not for Profit $11 - $15 $13 $12 

Financial Services $13 - $40 $22.50 $18 

Health & Long 

Term Care 

$11 - $30 $17 $16.50 

Hospitality $9.55 - $20 $14.50 $15 
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Q43 - What is the wage range for management employees in your business? (hourly rate) 

Sector Range Average Median 

All sectors $12 - $76 $28.60 $25.00 

Transportation $20 - $40 $28.85 $25.00 

Services $15 - $50 $32.40 $32.50 

Retail $14- $50 $22.75 $20.00 

Manufacturing $12 - $75 $27.45 $25.00 

Agriculture $13 - $76 $31.40 $24.00 

Construction $25 - $30  $27.65 $28.00 

Government  $28 - $50 $39.00 $39.00 

Not for Profit $15 - $23 $18.65 $18.00 

Financial Services $20 - $60 $36.00 $35.00 

Health & Long 

Term Care 

$14 - $40 $36.16 $33.00 

Hospitality $15 $15.00 $15.00 

 

Q44 - Does operating in Perth County, Stratford & St. Marys provide your company with any 

significant business advantages?  

Aggregate responses  

Business friendly environment 18% 

Community amenities (quality of life) 17% 

Competitive costs (hydro, utilities, property) 11% 

Availability of land 9% 

Access to transportation networks 7% 

Availability of buildings 7% 

Access to support services/industries 6% 

Access to raw materials/resources 6% 
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Access to telecommunications services/infrastructure 6% 

Infrastructure 4% 

Access to skilled labour 3% 

Access to national/international markets 3% 

Access to business assistance programs 3% 

 

Industry Specific Top Responses 

Sector Top Responses 

Transportation Community Amenities (4) 

Business Friendly Environment (4) 

Access to Transportation Networks (3) 

Availability of Land (3) 

Availability of Buildings (3) 

Competitive Costs (3) 

Access to Support Services (2) 

Services Business Friendly Environment (7) 

Community Amenities (5) 

Availability of Land (2) 

Availability of Buildings (2) 

Retail Business Friendly Environment (7) 

Availability of Buildings (5) 

Community Amenities (4) 

Competitive Costs (3) 

Access to Transportation Networks (3) 

Availability of Land (3) 

Access to Support Services (2) 

Access to Telecommunications (2) 

Manufacturing Business Friendly Environment (9) 

Availability of Land (7) 

Community Amenities (6) 

Competitive Costs (6) 
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Access to Transportation Networks (5) 

Availability of Buildings (5) 

Access to Telecommunications (4)  

Access to Markets (3) 

Access to Skilled Labour (2) 

Government  Community Amenities (4) 

Business Friendly Environment (2) 

Access to Support Services (2) 

Infrastructure (2) 

Agriculture Community Amenities (5) 

Access to Raw Materials (4) 

Access to Transportation Networks (2) 

Access to Support Services (2) 

Infrastructure (2) 

Construction N/A (no responses) 

Not for Profit Business Friendly Environment (2) 

Access to Support Services (2) 

Access to Skilled Labour (2) 

Financial Services Access to Skilled Labour (2) 

Access to Telecommunications (2) 

Health & Long Term Care Community Amenities (4) 

Competitive Costs (4) 

Business Friendly Environment (3) 

Hospitality Business Friendly Environment  
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Q45 - Does operating in Perth County, Stratford & St. Marys pose any significant 

disadvantages? 

 

A) Industry Specific Top Responses 
 

Sector Top Responses 

Transportation Small population base 

Limited access to major highways 

Loss of manufacturing in the area 

Services Limited access to labour supply 

High taxes 

Seasonal slowdowns 

Distance from centres of economic/cultural activity 

Poor inter-city transportation 

Wage expectations vs. ability to pay 

Retail Lack of skilled labour force 

Seasonal slowdowns 

Manufacturing Distance from 401/major highways 

Distance from major centres 

Costs of shipping given distance 

Lack of skilled labour 

High taxes 

Regulations re noise (MOE) 

Public transportation 

Government Lack of skilled labour 

Distance from major centres 

Difficulties in recruiting to area 

Agriculture Lack of available labour  

Distance to markets 
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Transportation challenges (winter) 

Lack of community amenities 

Construction N/A (no responses) 

Not for Profit Transportation challenges (winter) 

Financial Services High cost of living  

Health & Long Term Care Lack of skilled labour 

Difficulties in recruiting to area 

Hospitality Distance from major centres 

Inability to compete on wages 

 

Regional specific responses 

 

Stratford Recruitment of people to region; High taxes, Seasonality of 

demand; Workforce size; Weakness of regional economy 

West Perth Lack of skilled labour; Lack of public transportation; High taxes; 

Distance to markets 

North Perth Lack of skilled labour; Distance to markets; Competition against 

larger towns for talent 

St. Marys Lack of skilled labour; Distance to large transport corridors; 

Recruitment to rural areas; Poor VIA/inter-city public transport 

East Perth Lack of skilled labour; Public transportation in winter 

South Perth Distance from major highways 
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Q46 - Which agencies, does your organization work with on a regular basis to achieve hiring 

goals? Check all that apply. 

Aggregate responses 

Agency Percentage of responses 

Conestoga Career Centre 29% 

Partners in Employment 29% 

Ministry of Training Colleges & Universities (MTCU) 23% 

Municipal / Regional Economic Development Office 10% 

Ontario Ministry of Agriculture, Food & Rural Affairs (OMAFRA) 4% 

Technical Training Group 4% 

 

Industry specific responses 

Sector Top Responses 

Transportation MTCU (3) 

Partners in Employment (2) 

Technical Training Group  

Services Conestoga College (4) 

Partners in Employment (3) 

MTCU (3) 

Municipal / Regional Economic Development Office (2) 

Retail Partners in Employment (4) 

Conestoga College (2) 

Municipal / Regional Economic Development Office (2) 

Manufacturing MTCU (9) 

Partners in Employment (8) 

Conestoga College (7) 
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Technical Training Group (2) 

Government  Conestoga College (3) 

Agriculture OMAFRA  

Partners in Employment 

Conestoga College 

Construction Partners in Employment  

Not for Profit Conestoga College (2) 

Partners in Employment 

MTCU  

Municipal / Regional Economic Development Office 

Financial Services Partners in Employment (2) 

MTCU 

Conestoga College 

Health & Long Term Care Partners in Employment (4) 

Conestoga College (3) 

MTCU  

Municipal / Regional Economic Development Office 

Hospitality Conestoga College (2) 

MTCU (2) 

Partners in Employment 
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Q47 - Do you find the engagement with these agencies to be helpful in addressing your labour 

market challenges?  

Sector Top Responses 

Transportation “No, has not solved problem.” 

Services “Have not been successful but need to keep trying” 

“Not especially helpful – but problem is workforce” 

“Conestoga very helpful” x 3  

Retail “Neither MTCU, UW or CC programs have helped” 

“Focus on unemployable rather than building workforce” 

Manufacturing “PIE helped but now competition amongst manufacturers 

mean benefit is reduced” 

“We have not found suitable employees through PIE” 

“They (PIE/TTG) have helped tremendously to obtain grants 

and training assistance” 

“We don’t hear from them (MTCU) unless we hire an 

apprenticeship. Not proactive.” 

Government  “CC has offered tremendous support” 

Agriculture  “Not really”  

Construction - 

Not for Profit “Very helpful in supporting apprenticeship placement and 

also recruitment” 

Financial Services “We need to better utilize these agencies” 

Health & Long Term Care “Not particularly, lower end market offers less-skilled workers 

who are slow and not detail oriented.  Higher end market 

offers workers who believe they have a skill set above” 

Hospitality  
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Appendix IV: Perth County, Stratford and t. Marys Demographic and 

Labour Market Profile  
This section provides a labour market profile of Perth County, Stratford and St. Marys. Drawing on 

Statistics Canada’s 2011 Census of Population, the 2011 National Household Survey, and the Canadian 

Business Patterns database, the section examines key indicators including population, education, 

household income, and occupation.  

Key Findings 

 Perth County, Stratford and St. Marys have experienced modest population growth compared to 

Southwestern Ontario and the province. North Perth saw the strongest population growth as a 

percentage of the total population between 2006 and 2011 (3.1%). In contrast, Perth South 

experienced net negative population growth (-3.4%) over the same period.  

 A smaller share of the population in the region, and particularly in Perth County, has a university 

certificate, degree or diploma when compared to Ontario as a whole. Conversely, within the 

region a larger proportion of the population has an apprenticeship or trades certificate or 

diploma, a high school diploma or equivalent, or no certificate, diploma or degree.   

 As a proportion of total population, the population of immigrants, temporary residents and 

visible minorities in Perth County, Stratford and St. Marys is less than in Southwestern Ontario. 

The visible minority population declined in St. Marys (-31.6%) and Perth County (-6.6) between 

2006 and 2011, but grew in Stratford (+6.9%).  

 The region has a high labour force participation rate and a low unemployment rate compared to 

the rest of Ontario. This is particularly true in Perth County, which has an unemployment rate of 

3.1% among the population aged 25 years and older.  

 Sales and services occupations, trades, transport and equipment operators, and business 

financial and administrative occupations are the largest occupations by concentration within the 

region.  

 Compared to Southwestern Ontario and Ontario, creative class occupations comprise a smaller 

share of all occupations in the region. However, creative class occupations experienced modest 

growth between 2009 and 2011.  

 Between 2009 and 2014 the area witnessed significant growth in business establishments in real 

estate and rental leasing, healthcare and social assistance, and utilities. In contrast, there were 

declines in business establishments in information and cultural industries and management of 

companies and enterprises.  

Demographic Profile  

Perth County and the region continued to experience modest population growth between 2006 and 

2011, with the population expanding more slowly than in Ontario and Canada as a whole. According to 
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the most recent figures from Statistics Canada the region, including Stratford and St. Marys, added 768 

new residents between 2006 and 2011. The strongest percentage growth occurred in the North Perth, 

which added 377 new residents over that period, amounting to an increase of 3.1%. Perth County as a 

whole added 360 residents over the same period, with modest growth in West Perth (0.9%) and Perth 

East (0.4%), but negative population growth in Perth South. The City of Stratford and the Town of St. 

Marys added 370 and 38 new residents respectively over the same period. In contrast, Ontario and 

Canada as a whole have seen significantly higher population growth rates of 5.7% and 5.9% respectively.  

Figure 25 – Population  

  

Source: Statistics Canada 2011 Census of Population 

Figure 2 illustrates the age structure of Ontario in comparison to Perth County, Stratford and St. Marys, 

as well as the municipalities and the region as a whole. In Ontario, the population between the ages of 

20 and 44 represents the largest age bracket, followed by the 45 to 64 age cohort. When compared to 

the Ontario totals, the region has a higher share of the population in the under 20 bracket, with a lower 

share falling in the 20-40 category. The region is on par with Ontario with respect to population between 

the ages of 45 to 64, with a higher share in the 65+ category.  

Within the region, both St. Marys and Stratford have a lower share of the population in the under-20 

category, with a higher percentage of the population in the 65+ cohort, a trend that likely linked to net 

in-migration of older individuals to these areas and their attractiveness as a destination for retirees.2  

According to the Census data, St. Marys has the highest concentration of senior residents in the region 

which is also higher than in Ontario as a whole by 5%. In contrast, Perth North, East, South and West all 

have higher shares in the under 20 category compared to provincial totals.  

  

                                                           
2
 http://www.planningboard.ca/userfiles/file/MigUpdate-Perth-Web.pdf  

LOCATION POPULATION IN 2011 POPULATION IN 2006 2006 TO 2011 % 

CHANGE IN 

POPULATION
North Perth 12,631                               12,254                               3.1%

Perth East 12,028                               11,986                               0.4%

Perth South 3,993                                 4,132                                 -3.4%

West Perth 8,919                                 8,839                                 0.9%

Perth County 37,571                               37,211                               1.0%

Stratford 30,886                               30,516                               1.2%

St.Marys 6,655                                 6,617                                 0.6%

Regional Total 75,112                               74,344                               1.0%

Ontario 12,851,821                       12,160,282                       5.7%

Canada 33,476,688                       31,612,297                       5.9%

http://www.planningboard.ca/userfiles/file/MigUpdate-Perth-Web.pdf
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Figure 26 –  Age Structure, 2011 

 

Source: Statistics Canada 2011 Census of Population 

Educational Attainment  

Highest Educational Attainment 2011 

Data on educational attainment provides key insights into the skills and talents available in the local 

labour market. In comparison to provincial totals, a smaller share of the population in Perth County, 

Stratford and St. Marys possesses a university certificate, diploma or degree, while the proportion of the 

population with a college or other non-university certificate or diploma is similar to the overall Ontario 

totals. In contrast, a higher percentage of the population has an apprenticeship or trades certificate or 

diploma. This trend is particularly pronounced in Perth County, where 13% of the population has a 

trades or apprenticeship certification compared to the provincial total of 8%. Despite this concentration, 

however, interview and survey results compiled for this study indicate that employers often struggle to 

recruit skilled tradespersons. In addition, across the region a higher percentage of the population has a 

high-school diploma or equivalent as their highest form of education when compared to Ontario as a 

whole.  Finally, particularly Perth County, a larger portion of the population possesses no certificate, 

diploma or degree when compared to provincial totals. This concentration points to a need to focus on 

skills development and training opportunities for those in the region possessing a high-school diploma 

or equivalent as their highest level of educational attainment, as well as for those with diploma or 

degree.  
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Figure 27 – Highest Educational Attainment, 2011 

 

Source: Statistics Canada Census of Population  

Education by Major Field of Study 

Analyzing education by area of concentration provides further insight into the nature and specialization 

of the local labour pool. Across the region, the highest concentrations of education by major field of 

study are:  

 Architecture, engineering and related fields (23.1%)  

 Health and related fields (17.7%) 

 Business management and public administration (16%) 

Similarly, this set of fields remains in the top three of most popular fields across Southwestern Ontario 

and Ontario as a whole, which makes the region more or less representative of Ontario and SWO. Some 

variation exists within the region with respect to educational concentration. Architecture, engineering 

and related fields account for the highest concentration of post-secondary credentials in Stratford and 

Perth County, while health and related fields is the top category in St. Marys. In contrast, business 

management and public administration account for the largest share of post-secondary credentials 

across Ontario as a whole.  
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Figure 28 – Education by Major Field of Study, 2011 
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Source: Statistics Canada 2011 National Household Survey  
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Household Income  

Households by Income: 2011  

Though it must be considered in the context of the cost of living, household income can provide a gauge 

of the spending power of households. Across the region the average household income is $75,683, 

compared to $76,153 in Southwestern Ontario and $85,772 across Ontario as a whole. Compared to the 

Southwestern Ontario average, household income is lower in Stratford ($71,573) and roughly equal in 

St. Marys ($76,117).   

Figure 29 – Households by Income Group, 20113 

 

 

Source: Statistics Canada 2011 National Household Survey  

                                                           
3
 Median household income values for Perth County and Southwestern Ontario were net reported directly by 

Statistics Canada. These values have been estimated by us using weighted average of officially reported average 
income figures for the corresponding census sub-divisions that make up Perth County and Southwestern Ontario. 
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Population by Immigrant Status  

Slow population growth relative to provincial and national totals points to a need to attract immigrants 

and new Canadians to the Perth County, Stratford and St. Marys. Currently, however, immigrants and 

temporary residents comprise a significantly smaller share of the region’s total population than in 

Southwestern Ontario and Ontario. In addition, across the region, the share of the population made up 

of immigrants and temporary residents decreased between 2006 and 2011. This shift was particularly 

pronounced in St. Marys (8.0% to 5.7%) and Perth County (8.1% to 6.8%), though less so in Stratford 

(11.7% to 11.4%).  
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Figure 30 – Population by Immigrant Status, 2011

 
Source: Statistics Canada 2011 National Household Survey  
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Population by Visible Minority Status, 2006-2011 

Within the region, the population identifying as visible minority status grew by 1.9% between 2011 and 

2006. The total visible minority population declined in Perth County (-6.6%) and St. Marys (-31.6%), but 

grew in Stratford (+6.9%). Over the same period the visible minority population in Southwestern Ontario 

increased by 5.8%, while provincial totals increased by 52.3%.  

Figure 31 – Population by Visible Minority Status, 2006-2011 

 

Source: Statistics Canada 2011 National Household Survey   

2011 2006 %Change 2011 2006 %Change 2011 2006 %Change 

Total population in private 

households by visible 

minority 36,945 36,840 0.3% 6,605 6,555 0.8% 29,930 30,025 -0.3%

Total visible minority population 285 305 -6.6% 65 95 -31.6% 1,245 1,165 6.9%

Chinese 60 10 500.0% 0 35 -100.0% 215 210 2.4%

South Asian 110 70 57.1% 0 0 0.0% 215 260 -17.3%

Black 15 50 -70.0% 0 20 -100.0% 165 255 -35.3%

Filipino 0 10 -100.0% 0 0 0.0% 115 30 283.3%

Latin American 0 45 -100.0% 25 15 66.7% 150 110 36.4%

Southeast Asian 0 25 -100.0% 0 0 0.0% 125 195 -35.9%

Arab 0 0 0.0% 0 10 -100.0% 85 10 750.0%

West Asian 0 0 0.0% 0 0 0.0% 0 0 0.0%

Korean 0 45 -100.0% 0 0 0.0% 110 35 214.3%

Japanese 0 10 -100.0% 0 0 0.0% 15 35 -57.1%

Visible minority, n.i.e. 0 15 -100.0% 0 0 0.0% 20 10 100.0%

Multiple visible minorities 0 10 -100.0% 0 0 0.0% 20 10 100.0%

Not a visible minority 36,655 36,840 -0.5% 6,540 6,450 1.4% 28,690 28,860 -0.6%

2011 2006 %Change 2011 2006 %Change 2011 2006 %Change 

Total population in private 

households by visible 

minority 73,480 73,420 0.1% 2,247,130 2,415,940 -7.0% 12,651,795 11,285,550 12.1%

Total visible minority population 1,595 1,565 1.9% 221,155 209,005 5.8% 3,279,565 2,153,045 52.3%

Chinese 275 255 7.8% 64,230 30,090 113.5% 629,140 481,510 30.7%

South Asian 325 330 -1.5% 44,375 42,035 5.6% 965,990 554,870 74.1%

Black 180 325 -44.6% 37,280 36,680 1.6% 539,205 411,095 31.2%

Filipino 115 40 187.5% 23,325 10,735 117.3% 275,380 156,515 75.9%

Latin American 175 170 2.9% 23,110 22,615 2.2% 172,560 106,835 61.5%

Southeast Asian 125 220 -43.2% 17,275 17,115 0.9% 137,875 86,410 59.6%

Arab 85 20 325.0% 28,995 22,975 26.2% 151,645 88,545 71.3%

West Asian 0 0 0.0% 8,950 8,065 11.0% 122,530 67,105 82.6%

Korean 110 80 37.5% 20,175 5,955 238.8% 78,290 53,955 45.1%

Japanese 15 45 -66.7% 6,060 2,390 153.6% 29,085 24,925 16.7%

Visible minority, n.i.e. 20 25 -20.0% 3,865 4,345 -11.0% 81,130 78,915 2.8%

Multiple visible minorities 20 20 0.0% 6,240 5,925 5.3% 96,735 42,375 128.3%

Not a visible minority 71,885 72,150 -0.4% 2,025,935 2,206,925 -8.2% 9,372,225 9,132,500 2.6%

Region Southwestern Ontario Ontario

Perth County St. Marys Stratford
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Labour Force Profile  

The region and particularly Perth County boast high-rates of labour force participation and employment 

compared to Southwestern Ontario and the province as a whole. In 2011, Perth County’s labour force 

participation rate was 74.1%, representing a small increase from 2009 (73.5%). Though lower than Perth 

County, labour force participation rates in St. Marys (68%) and Stratford (68%) are also high compared 

to provincial totals. The unemployment rate in both Perth County (4.5%) and the region (5.5%) also 

remains low. When considering only workers 25 years of age and older the unemployment rate drops 

further to 3.1% in Perth County and 4% across the region.  
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Figure 32 – Labour Force Profile Comparison, 2006, 2009 and 2011 

 

Source: Statistics Canada 2011 National Household Survey  

2011 2009 2006 2011 2009 2006 2011 2009 2006 2011 2009 2006 2011 2006 2011 2006

Total population aged 15 

years and over by labour 

force status 29,160 29,109 28,890 5,480 5,503 5,310 25,175 26,218 24,750 59,815 60,829 58,950 1,851,975 1,962,990 10,473,670 9,819,420

  In the labour force 21,605 21,382 21,735 3,725 3,721 3,600 17,125 18,175 17,180 42,455 43,278 42,515 1,200,290 1,333,030 6,864,990 6,587,575

    Employed 20,655 20,554 21,170 3,525 3,439 3,460 15,955 16,640 16,320 40,135 40,632 40,950 1,104,685 1,254,265 6,297,005 6,164,245

    Unemployed 965 829 560 195 282 140 1,175 1,535 865 2,335 2,646 1,565 95,575 78,755 567,985 423,335

  Not in the labour force 7,550 7,727 7,155 1,765 1,782 1,710 8,055 8,043 7,570 17,370 17,552 16,435 651,740 629,950 3,608,685 3,231,840

Participation rate 74.1 73.5 75.2 68.0 67.6 67.8 68.0 69.3 69.4 71.0 71.1 72.1 64.8 67.9 65.5 67.1

Employment rate 70.8 70.6 73.3 64.3 62.5 65.2 63.4 63.5 65.9 67.1 66.8 69.5 59.6 63.9 60.1 62.8

Unemployment rate 4.5 3.9 2.6 5.2 7.6 3.9 6.9 8.4 5.0 5.5 6.1 3.7 8.0 5.9 8.3 6.4

Total population aged 15-

24 by labour force status
5,310 5,442 5,620 930 889 840 3,710 4,007 3,880 9,950 10,338 10,340 307,145 339,130 1,702,345 1,624,835

  In the labour force 4,185 4,332 4,475 675 745 655 2,590 3,147 2,995 7,450 8,225 8,125 192,330 241,545 996,735 1,059,355

    Employed 3,835 3,984 4,170 600 607 575 2,165 2,739 2,675 6,600 7,330 7,420 156,955 210,020 795,585 905,425

    Unemployed 340 348 305 80 139 75 425 408 320 845 895 700 35,305 31,510 201,145 153,935

  Not in the labour force 1,120 1,110 1,140 255 144 190 1,120 859 885 2,495 2,113 2,215 114,805 97,575 705,615 565,475

Participation rate 78.8 79.6 79.6 72.6 83.8 78.0 69.8 78.5 77.2 74.9 79.6 78.6 62.6 71.2 58.6 65.2

Employment rate 72.2 73.2 74.2 64.5 68.2 68.5 58.4 68.4 68.9 66.3 70.9 71.8 51.1 61.9 46.7 55.7

Unemployment rate 8.1 8.0 6.8 11.9 18.6 11.5 16.4 13.0 10.7 11.3 10.9 8.6 18.4 13.0 20.2 14.5

Total population aged 25 

years and over by labour 

force status 23,845 23,667 22,925 4,550 4,614 4,470 21,470 22,211 20,870 49,865 50,491 48,265 1,544,390 1,623,850 8,771,320 8,194,585

  In the labour force 17,440 17,050 17,065 3,045 2,976 2,950 14,535 15,027 14,185 35,020 35,053 34,200 1,007,650 1,091,485 5,868,250 5,528,220

    Employed 16,815 16,569 16,715 2,925 2,832 2,885 13,790 13,901 13,645 33,530 33,302 33,245 947,430 1,044,230 5,501,410 5,258,825

    Unemployed 535 480 350 120 144 60 745 1,126 540 1,400 1,751 950 59,805 47,240 366,840 269,395

  Not in the labour force 6,415 6,617 5,855 1,505 1,638 1,520 6,935 7,184 6,685 14,855 15,438 14,060 536,750 532,365 2,903,065 2,666,365

Participation rate 73.1 72.0 74.4 66.9 64.5 66.0 67.7 67.7 68.0 70.2 69.4 70.9 65.2 67.2 93.8 67.5

Employment rate 70.5 70.0 72.9 64.3 61.4 64.5 64.2 62.6 65.4 67.2 66.0 68.9 61.3 64.3 87.9 64.2

Unemployment rate 3.1 2.8 2.1 3.9 4.8 2.0 5.1 7.5 3.8 4.0 5.0 2.8 5.9 4.3 12.4 4.9

Perth County St. Marys Stratford Southwestern Ontario OntarioRegion
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Labour Force by Place of Work  

 

Statistics Canada data on place of work provides information on commuting patterns and where local 

residents are employed. Across the region, the data collected sows that the majority of residents work 

locally. In Perth a significant number of residents commute to Stratford (3,120) with a smaller share 

working in St. Marys (725), Woolwich (530), Waterloo (450) and Kitchener (410). In Stratford the top 

destinations for commuters are Kitchener (305), West Perth (235) Waterloo (235) and St. Marys. Finally, 

in St. Marys, those who work outside the town are most often employed in Stratford (265) and London 

(255).  
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Figure 33 – Where Perth County Residents Work, 2011 

 
Source: Statistics Canada 2011 National Household Survey  
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Figure 34– Where St. Marys Residents Work, 2011

 

 
Source: Statistics Canada 2011 National Household Survey  
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Figure 35 – Where Stratford Residents Work, 2011 

 

 
Source: Statistics Canada 2011 National Household Survey  

 

Similarly, Statistics Canada provides data that provides information on workers commuting from outside 

the region to jobs in the local area. Perth County draws workers from Huron East (695), Stratford (555) 

and Minto. St. Marys, in contrast, draws a significant share of commuters from Perth South (435) 

followed by London (320) and Stratford (205). Finally, Stratford draws heavily from across the region, 

with the top areas of residence for commuters outside of Stratford including Perth East (1325), Perth 

West (1055) Perth South (580) and St. Marys (560).  



 
Appendix IV-17 

 

Figure 36 – Where Perth County Jobs are Being Filled, 2011 

 

 
Source: Statistics Canada 2011 National Household Survey  
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Figure 37 – Where St. Marys Jobs are Being Filled, 2011 

 

 
Source: Statistics Canada 2011 National Household Survey  
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Figure 38 – Where Stratford Jobs are Being Filled, 2011 

 

 
Source: Statistics Canada 2011 National Household Survey  
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Labour Force by Occupation  

Examining the concentration of the local labour force provides insight into a region’s comparative 

strengths and weaknesses, as well as pointing to areas of potential future growth. The figure below 

disaggregates the labour force in Perth County, Stratford and St. Marys using Statistics Canada’s 

National Occupation Code System (NOCS). Within the region the areas of highest labour force 

concentration are observed in:  

 Sales and service occupations (21.1%) 

 Trades, transport and equipment operators and related occupations (18.2%) 

 Business, financial and administration occupations (13.4%)  

Viewed over time, the data also illustrate significant shifts in the local labour market.  The chart below 

points to growth in management occupations, occupations in education, law and social, community and 

government services, health occupations and natural and applied sciences and related occupations since 

2006. In contrast, there have been contractions in of natural resources, agriculture and related 

production occupations and occupations in manufacturing and utilities.  

Figure 39 – All occupations over 15 years of age, 2006-2011 

 
Source: Statistics Canada 2011 National Household Survey  
 

Building on the previous figure, the chart below illustrates employment share in the local labour market 

relative to Southwestern Ontario and the province as a whole. Despite growth in these sectors, when 

compared to the province the region has a lower concentration of employment in occupations in 

education, law and social community and government services and natural and applied sciences and 

related occupations. In contrast, the region has higher concentrations of employment in natural 

resources, agriculture and related production occupations, occupations in manufacturing and utilities, 

and trades, transport and equipment operators and related occupations.  

Perth County, St. Marys

and Stratford Number

% of 

Total Number

% of 

Total Number

% of 

Total Number

% 

Increase/

Decrease Number

% 

Increase/

Decrease

All occupations 41,880 100.0% 42,983 100.0% 42,215 100.0% -335 -0.8% -1,103 -2.6%
0 Management occupations

5,130 12.2% 3,418 8.0% 3,325 7.9% 1,805 54.3% 1,712 50.1%
1 Business, finance and administration 

occupations 5,605 13.4% 6,233 14.5% 6,155 14.6% -550 -8.9% -628 -10.1%
2 Natural and applied sciences and related 

occupations 1,525 3.6% 1,226 2.9% 1,275 3.0% 250 19.6% 299 24.4%

3 Health occupations

2,810 6.7% 2,094 4.9% 2,080 4.9% 730 35.1% 716 34.2%
4 Occupations in education, law and social, 

community and government services 3,560 8.5% 2,421 5.6% 2,280 5.4% 1,280 56.1% 1,139 47.0%
5 Occupations in art, culture, recreation 

and sport 1,065 2.5% 972 2.3% 1,000 2.4% 65 6.5% 93 9.6%
6 Sales and service occupations

8,840 21.1% 9,482 22.1% 9,280 22.0% -440 -4.7% -642 -6.8%
7 Trades, transport and equipment 

operators and related occupations 7,615 18.2% 7,431 17.3% 7,270 17.2% 345 4.7% 184 2.5%
8 Natural resources, agriculture and 

related production occupations 1,665 4.0% 4,007 9.3% 4,015 9.5% -2,350 -58.5% -2,342 -58.4%
9 Occupations in manufacturing and 

utilities 4,060 9.7% 5,699 13.3% 5,500 13.0% -1,440 -26.2% -1,639 -28.8%

2006-20112011 2009 2006 2009-2011
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Figure 40 – Employment Share by Occupations over 15 years of age, 2011 

Source: Statistics Canada 2011 National Household Survey  
 

The figure below further disaggregates occupation patterns by gender, highlighting different 

occupational trends among men and women. Both within the region and across the province, the largest 

differences exist in the area of trades, transport and equipment operators and related occupations. In 

the region, 32.5% of males are employed in these occupations in contrast to only 2.5% of females. 

Recognizing this disparity, a number of employers in these sectors interviewed for this study pointed to 

the need to recruit more women into trades and transport professions. Among women, the highest 

percentage are employed in sales and service occupations (28.2%), business, finance and adminsitrative 

occupations (19.8%), and occupations in education, law and social, community and government 

services. For men, the highest ranking occupations are trades, transport and equipment operators and 

Natural and applied sciences and related occupations

Natural resources, agriculture and related production 

occupations

Occupations in art, culture, recreation and sport

Business, finance and administration occupations

Management occupations

Occupations in education, law and social, community and 

government services

Occupations in manufacturing and utilities

Health occupations

Sales and service occupations

Trades, transport and equipment operators and related 

occupations

3.1%

1.6%

7.4%

5.9%

5.2%

12.0%

11.5%

17.0%

13.0%

23.2%

2.2%

2.6%

5.7%

6.6%

8.0%

10.8%

10.8%

14.2%

16.0%

23.1%

2.5%

4.0%

3.6%

6.7%

9.7%

8.5%

12.2%

13.4%

18.2%

21.1%

0% 5% 10% 15% 20% 25%

Region Southwestern Ontario Ontario
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related occupations (32.5%), management occupations (14.8%), and sales and services occupations 

(14.6%).   

Figure 41 – All occupations over 15 years of age, 2011 

 

Source: Statistics Canada 2011 National Household Survey  

 

Labour Force by Industry and Occupation Class 

 

Labour force and demographic analysis increasingly rely on occupational categories to highlight a 

region’s relative strengths and weaknesses. Particular emphasis has been placed on attracting the type 

of “creative class” workers who are often viewed as drivers of economic growth. However, as the chart 

below illustrates, the region has a lower of concentration of individuals employed in ‘creative class’ 

occupations (26.1%) compared to both Southwestern Ontario (31.1%) and Ontario (38.7%). In addition, 

the region has a relatively lower concentration of service class workers (36.9%). In contrast, a larger 

share of the region’s workers can be classified as working class (28.5%) and agricultural class (8.4%) 

compared to Southwestern Ontario (23.7%/3.7%) and the province as a whole (18.7%/1.5%).  

 

 

Male Female Male Female Male Female 

All occupations 21,940 19,950 610,675 559,955 3,452,795 3,227,450

0 Management occupations

14.8% 9.4% 13.1% 8.3% 13.7% 9.2%

1 Business, finance and administration occupations

7.5% 19.8% 7.5% 21.6% 10.2% 24.3%

2 Natural and applied sciences and related occupations

5.4% 1.6% 8.7% 2.4% 11.1% 3.4%

3 Health occupations

2.0% 11.7% 2.1% 11.5% 2.3% 9.7%

4 Occupations in education, law and social, community 

and government services 4.5% 12.9% 6.5% 15.5% 7.7% 16.6%

5 Occupations in art, culture, recreation and sport

2.3% 2.9% 1.8% 2.6% 2.8% 3.4%

6 Sales and service occupations

14.6% 28.2% 17.5% 29.1% 19.5% 27.2%

7 Trades, transport and equipment operators and related 

occupations 32.5% 2.5% 28.7% 2.1% 23.5% 1.7%

8 Natural resources, agriculture and related production 

occupations 4.9% 2.9% 3.5% 1.5% 2.4% 0.7%

9 Occupations in manufacturing and utilities

11.4% 7.8% 10.5% 5.2% 6.8% 3.6%

Region Southwestern Ontario Ontario
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Figure 42 – Occupation Class, 2011 

 

Source: Statistics Canada  

Viewed over time, the region has seen modest growth in creative class occupations from 2006 through 

2011. Between 2009 and 2011 there has been growth in the number of: 

 Teachers and professors  

 Nurse supervisors and registered nurses 

 Finance and insurance administration occupations 

 Professional occupations in business and finance 

 Technical and related occupations in health  

 Professional occupations in arts and culture 

 Professional occupations in natural and applied sciences 

 Professional occupations in health 

In contrast, there has been a contraction in the number of:  

 Managers in retail trade, food and accommodation services 

 Other managers  

 Specialist managers 

 Technical occupations in art, culture, recreation and sport 

 Senior management occupation 

 Judges, lawyers, psychologists, social workers, ministers of religion, and policy and program 

officers 

The number of technical occupations related to natural and applied sciences has remained steady since 

2009. 
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Figure 43 – Creative Employment, 2006 to 2011 

 

Source: Statistics Canada, County of Perth, Town of St. Marys and City of Stratford Labour Market Analysis (2010) 

In contrast, between 2009 and 2011 the region experienced a small decline in the number of 

occupations identified as ‘service class.’ In this category, the region saw growth in: 

 Wholesale, technical, insurance, real estate sales specialists, and real estate wholesale and grain 

buyers  

 Assisting occupations in support of health services 

 Cashiers  

 Sales and service supervisors  

In contrast, there were declines in the number of:  

 Clerical occupations  

 Sales and service occupations 

 Retail salespersons and sales clerks  

 Child care and home support workers  

 Chefs and cooks 

Creative Class Occupations 2011 2009 2006

All Creative Class Occupations

10,255 9,779 9,800

E1 Teachers and Professors 

1,290 1,213 1,125

A2 Managers in retail trade, food and accommodation services 

1,060 1,335 1,210

D1 Nurse Supervisors and Registered Nurses 

845 677 675

A3 Other Managers 

915 921 950

B1 Finance and insurance administration occupations – 

675 565 615

A1 Specialist Managers 

635 817 825

B0 Professional occupations in business and finance 

605 494 595

C1 Technical Occupations Related to Natural and Applied Sciences 

735 735 745

D2 Technical and Related Occupations In Health 

670 415 400

F0 Professional Occupations in Art and Culture 

485 403 440

F1 Technical Occupations in Art, Culture, Recreation and Sport

520 569 575

C0 Professional Occupations in Natural and Applied Sciences 

550 490 545

D0 Professional Occupations in Health 

455 266 295

A0 Senior management occupations 

290 345 330

E0 Judges, Lawyers, Psychologists, Social Workers, Ministers of 

Religion, and Policy and Program Officers 525 535 475
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 Administrative and regulatory occupations 

 Secretaries 

 Occupations in food and beverage service  

 Occupations in protective services 

 Clerical services 

 Occupations in travel and accommodation, including attendants in recreation and sports  

Figure 44  – Service Employment, 2006 to 2011 

 

Source: Statistics Canada, County of Perth, Town of St. Marys and City of Stratford Labour Market Analysis (2010) 

Similarly, the area witnessed a reduction in the number of working class occupations between 2009 and 

2011. In this category, there was growth in:  

 Transportation equipment operators and related workers, excluding labourers  

 Construction trades 

Service Class Occupations 2011 2009 2006

All Service Class Occupations

14,475 ¹ 15,393 14,925

B5 Clerical Occupations 

3,625 3,714 3,545

E2 Paralegals, social services workers and occupations in 

educations and religion ¹ 830 N.A. N.A.

G9 Sales and service occupations

3,050 3,553 3,495

G2 Retail Salespersons and sales clerks 

1,545 1,783 1,755

G1 Wholesale, technical, insurance, real estate sales specialists, 

and retail wholesale and grain buyers 770 724 690

D3 Assisting Occupations in Support of Health Services 

740 737 710

G3 Cashiers 

640 597 500

G8 Child Care and home support workers 

560 757 730

G4 Chefs and cooks 

525 642 640

B3 Administrative and regulatory occupations 

575 588 580

B2 Secretaries 

360 715 670

G5 Occupations in food and beverage service 

460 550 570

G0 Sales and service supervisors 

320 309 380

G6 Occupations in protective services 

215 353 330

B4 Clerical Supervisors 

135 156 155

G7 Occupations in travel and accommodation, including 

attendants in recreation and sports 125 215 175

¹  Note: E2 occupancy has not been included in previous years report. The total for all Service occupations for 2011

   would be13,645 without E2 occpupancy for proper comparison with previous years.
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 Other trades  

In contrast, there was a reduction in the number of:  

 Assemblers in manufacturing  

 Mechanics 

 Trade helpers, construction and transportation labourers and related occupations 

 Labourers in processing, manufacturing and utilities 

 Machinists, metal forming, shaping and erecting occupations 

 Machine operators in manufacturing  

 Stationary engineers, power station operators and electrical trades and telecommunications 

occupations  

 Primary production labourers  

 Heavy equipment and crane operators, including drillers  

 Contractors and supervisors in trades and transportation 

 Supervisors in manufacturing  

Figure 45 – Working Class Employment, 2006 to 2011

 
Source: Statistics Canada, County of Perth, Town of St. Marys and City of Stratford Labour Market Analysis (2010) 

Working Class Occupations 2011 2009 2006

All Working Class Occupations

11,190 13,444 13,090

H7 Transportation equipment operators and related workers, 

excluding labourers 1,935 1,772 1,720

J2 Assemblers in manufacturing 

1,485 1,992 1,915

H4 Mechanics 

1,220 1,272 1,205

H8 Trades helpers, construction and transportation labourers and 

related occupations 1,185 1,240 1,185

H1 Construction Trades 

1,110 937 910

J3 labourers in processing, manufacturing and utilities 

980 1,360 1,315

H3 Machinists, metal forming, shaping and erecting occupations 

710 882 855

J1 Machine operators in manufacturing 

1,005 2,034 1,950

H2 Stationary engineers, power station operators and electrical 

trades and telecommunications occupations 470 513 495

I2 Primary production labourers 

215 314 345

H6 Heavy equipment and crane operators, including drillers 

215 227 240

H0 Contractors and supervisors in trades and transportation 

190 346 315

H5 Other trades n.e.c. 

285 242 325

J0 Supervisors in manufacturing 

185 313 315
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Data in for agricultural class occupations also point to a decline between 2009 and 2011 in both 

occupations unique to agriculture and occupations unique to forestry operations, mining, old and gas 

extraction and fishing.  

 

Figure 46 – Agricultural Employment, 2006 to 2011 

 

Source: Statistics Canada, County of Perth, Town of St. Marys and City of Stratford Labour Market Analysis (2010) 

 

 

Labour Force by Industry  

 

Data on the local labour force disaggregated by industry is also useful in assessing employment in the 

local economy. The figure below shows labour force participation by industry in 2011 across Perth 

County, Stratford and St. Marys, as well as Perth County and the region. As the table illustrates, Perth 

County employment is based strongly in agriculture and manufacturing, followed by healthcare and 

social assistance. These trends are also mirrored in the region as a whole, with the manufacturing sector 

accounting for the largest share of employment.  

Viewed over time, as illustrated in the figure below, the data point to significant expansion and 

contraction of employment in particular industries. Despite accounting for the highest share of 

employment in the region, the manufacturing labour force in the region decreased – 21% between 2009 

and 2011. In contrast, the labour force in public administration increased by 47% over the same period.  

  

Agricultural Class Occupations 2011 2009 2006

All Agricultural Class Occupations

3,310 3,693 3,665

I0 Occupations unique to agriculture, excluding laborers 

3,310 3,633 3,645

I1 Occupations unique to forestry operations, mining, oil and gas 

extraction and fishing, excluding laborers 0 60 20
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Figure 47 – Labour Force By Industry - 2011 

 
Source: Statistics Canada  

  

North 

Perth

Perth 

East

Perth 

South

Perth 

West

Perth 

County Stratford St. Marys Region 

Total labour force population aged over 15 

7,130 6,910 2,440 5,130 21,610 17,125 3,720 42,455

Industry - not applicable

45 50 125 40 260 280 45 585

All industries

7080 6855 2320 5095 21350 16845 3680 41875

Agriculture; forestry; fishing and 

hunting 890 1335 395 925 3545 130 85 3760

Mining; quarrying; and oil and gas 

extraction 70 0 0 0 70 20 0 90

Utilities

25 0 0 30 55 120 0 175

Construction

500 710 250 445 1905 1010 205 3120

Manufacturing

1190 910 430 800 3330 3165 895 7390

Wholesale trade

520 375 135 130 1160 580 225 1965

Retail trade

1005 600 130 360 2095 1985 420 4500

Transportation and warehousing

345 420 70 390 1225 620 110 1955

Information and cultural industries

110 95 0 70 275 185 65 525

Finance and insurance

275 190 100 145 710 720 160 1590

Real estate and rental and leasing

40 60 35 0 135 300 20 455

Professional; scientific and technical 

services 205 150 90 160 605 725 85 1415

Management of companies and 

enterprises 0 0 0 0 0 0 0 0

Administrative and support; waste 

management and remediation 175 240 75 150 640 515 130 1285

Educational services

260 175 130 195 760 1050 240 2050

Health care and social assistance

715 645 180 660 2200 2225 425 4850

Arts; entertainment and recreation

70 50 30 65 215 785 50 1050

Accommodation and food services

210 385 60 155 810 1450 255 2515

Other services (except public 

administration) 310 320 175 240 1045 560 110 1715

Public administration

155 200 30 170 555 690 190 1435
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Business Profile  

 

The number of businesses operating within a particular industry provides insight into the strength of 

sectors within the local economy. Using Business Patterns Data produced by Statistics Canada, the figure 

below highlights the number of businesses operating in each standardized industry category across the 

region. In addition, it points to shifts in industry specialization between 2003 and 2014. With respect to 

concentration, the data highlights the large number of business establishments operating in the 

agriculture, forestry, fishing and hunting industries (2330). Other prominent industries include:  

 Construction (773) 

 Real Estate and Rental Leasing (692) 

 Retail Trade (640) 

The data also highlights growth and decline in business establishments over time. Between 2009 and 

2014 total establishments grew by 13%, with particularly in real estate and rental leasing, utilities, 

mining quarrying and oil and gas extraction, finance and insurance, and healthcare and social assistance. 

Conversely, over the same period the number of establishments declined in information and cultural 

industries and management of companies and enterprises. With respect to manufacturing, 

establishments grew at 8% between 2009 and 2014 following a -1% decline between 2003 and 2009. 

Similarly, public administration grew by 14% following a decline of 50% between 2003 and 2009.  
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Figure 48 – Canadian Business Patterns, 2003 – 2014 

 
Source: Statistics Canada Business Patterns Database, County of Perth, Town of St. Marys and City of Stratford Labour Market Analysis 

(2010) 

 

2014 2009 2003 2009-2014  2003-2009  2003-2014

Count Count Count % Increase/

Decrease

% Increase/

Decrease

% Increase/

Decrease

All Industries Total

7,763 6,847 6,385 13.4% 7.2% 21.6%

  11 Agriculture, forestry, fishing and hunting

2,330 2,211 2,067 5.4% 7.0% 12.7%

  21 Mining, quarrying, and oil and gas extraction

14 11 3 27.3% 266.7% 366.7%

  22 Utilities

12 9 8 33.3% 12.5% 50.0%

  23 Construction

773 694 660 11.4% 5.2% 17.1%

  31-33 Manufacturing

310 286 288 8.4% -0.7% 7.6%

  41 Wholesale trade

248 225 242 10.2% -7.0% 2.5%

  44-45 Retail trade

640 561 576 14.1% -2.6% 11.1%

  48-49 Transportation and warehousing

285 282 267 1.1% 5.6% 6.7%

  51 Information and cultural industries

43 56 43 -23.2% 30.2% 0.0%

  52 Finance and insurance

331 269 196 23.0% 37.2% 68.9%

  53 Real estate and rental and leasing

692 434 361 59.4% 20.2% 91.7%

  54 Professional, scientific and technical 

services 452 363 331 24.5% 9.7% 36.6%

  55 Management of companies and enterprises

166 182 132 -8.8% 37.9% 25.8%

  56 Administrative and support, waste 

management and remediation services 166 153 159 8.5% -3.8% 4.4%

  61 Educational services

52 50 31 4.0% 61.3% 67.7%

  62 Health care and social assistance

342 257 205 33.1% 25.4% 66.8%

  71 Arts, entertainment and recreation

172 146 140 17.8% 4.3% 22.9%

  72 Accommodation and food services

265 239 263 10.9% -9.1% 0.8%

  81 Other services (except public 

administration) 462 412 397 12.1% 3.8% 16.4%

  91 Public administration

8 7 16 14.3% -56.3% -50.0%
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Figure 49 – Labour Force by Industry - Historical Totals: Perth County, Stratford and St. Marys, 2001 – 2011 

 
Source: Statistics Canada Business Patterns Database, County of Perth, Town of St. Marys and City of Stratford Labour Market Analysis (2010) 

 

 

 

2011 % of Total 2009 % of Total 2006 % of Total 2001 % of Total

%Δ

from 2001 

to 2011

%Δ

from 2009

to 2011

%Δ

from 2006

to 2009

  All industries 41,875 100.0% 42,965 100.0% 42,205 100.0% 41,130 100.0% 1.8% -2.5% 1.8%

    Agriculture; forestry; fishing and hunting 3,760 9.0% 3,584 8.3% 4,100 9.7% 4,390 10.7% -14.4% 4.9% -12.6%

    Mining; quarrying; and oil and gas extraction 90 0.2% 64 0.1% 65 0.2% 50 0.1% 80.0% 40.6% -1.5%

    Utilities 175 0.4% 133 0.3% 110 0.3% 135 0.3% 29.6% 31.6% 20.9%

    Construction 3,120 7.5% 2,998 7.0% 2,705 6.4% 2,485 6.0% 25.6% 4.1% 10.8%

    Manufacturing 7,390 17.6% 9,397 21.9% 9,285 22.0% 10,290 25.0% -28.2% -21.4% 1.2%

    Wholesale trade 1,965 4.7% 2,237 5.2% 2,220 5.3% 1,715 4.2% 14.6% -12.2% 0.8%

    Retail trade 4,500 10.7% 4,543 10.6% 4,345 10.3% 4,195 10.2% 7.3% -0.9% 4.6%

    Transportation and warehousing 1,955 4.7% 1,827 4.3% 1,900 4.5% 1,630 4.0% 19.9% 7.0% -3.8%

    Information and cultural industries 525 1.3% 396 0.9% 415 1.0% 410 1.0% 28.0% 32.6% -4.6%

    Finance and insurance 1,590 3.8% 1,448 3.4% 1,500 3.6% 1,475 3.6% 7.8% 9.8% -3.5%

   Real estate and rental and leasing 455 1.1% 542 1.3% 470 1.1% 340 0.8% 33.8% -16.1% 15.3%

    Professional; scientific and technical services 1,415 3.4% 1,407 3.3% 1,270 3.0% 1,275 3.1% 11.0% 0.6% 10.8%

    Management of companies and enterprises 0 0.0% 54 0.1% 40 0.1% 30 0.1% -100.0% -100.0% 35.0%

    Administrative, waste mgmt. and remediation 1,285 3.1% 969 2.3% 1,030 2.4% 1,110 2.7% 15.8% 32.6% -5.9%

    Educational services 2,050 4.9% 2,033 4.7% 1,950 4.6% 1,695 4.1% 20.9% 0.8% 4.3%

    Health care and social assistance 4,850 11.6% 4,543 10.6% 3,985 9.4% 3,590 8.7% 35.1% 6.8% 14.0%

    Arts; entertainment and recreation 1,050 2.5% 1,100 2.6% 1,130 2.7% 1,070 2.6% -1.9% -4.5% -2.7%

    Accommodation and food services 2,515 6.0% 2,849 6.6% 2,830 6.7% 2,590 6.3% -2.9% -11.7% 0.7%

    Other services (except public administration) 1,715 4.1% 1,871 4.4% 1,830 4.3% 1,840 4.5% -6.8% -8.3% 2.2%

    Public administration 1,435 3.4% 974 2.3% 950 2.3% 790 1.9% 81.6% 47.3% 2.5%

  Industry - not applicable 585

Total labour force population aged 15 years and over 42,455


